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BRIAN KEATING:  And without any further ado, I’m going to turn things over to Amy Young.  Amy is the unit chief with the special national programs with the Employment and Training Administration.
Amy.

AMY YOUNG:  Thanks, Brian.
Welcome, and thank you all for joining the webinar today.  As Brian said, my name is Amy Young.  My title is unit chief for special national programs here at ETA.  I’m also, in that capacity, the program manager for the National Farmworker Jobs Program.

Our topic today is agricultural upgrades.  We received several requests for a webinar on this topic, so it’s great to have well over a hundred people from NFJP grantee organizations across the country.

So our focus today is on exploring career ladders within the agricultural industry.  This would be for migrant seasonal farmworkers who may wish to pursue higher pay and more stable positions in the agricultural setting, where they have years of experience.
Today on the webinar, we’re first going to share with you some Employment and Training Administration resources on how to find industry jobs and identify the skills and training needed for success in those jobs.  Then we will hear from two of your fellow NFJP grantees, PathStone and Telamon, who will share with us about their strategies for agricultural skills upgrades that benefit both employers and NFJP participants.

So first we wanted to do, before I introduce the speakers, a polling question.  And we wanted to get an idea of how many of you have participated on our last webinar for the NFJP grantee community.  We held a webinar on labor market information in April.  So if you attended that last webinar, please click “yes,” or click “no” if you did not.  And if you did answer yes, let us know in the chat which of the labor market information resources you’ve used so far.
So it looks like we have a good mix today.  Several of you were on the webinar, but we’re also reaching a lot of new people in the NFJP grantee community, so that’s great to see.
So next I’ll introduce our presenters today.  Our first speaker is Pam Frugoli.  She is with the O*NET and Competency Assessment Team here with the Employment and Training Administration.  After Pam, we’ll here from Barbara Coleman, who is the state director for training and employment programs for Telamon in South Carolina.  And finally, we’ll here from Patricia Stovall, who’s the senior director in training and employment programs with the PathStone corporation.  Following the presentations, I wanted to mention that we will have some time for our speakers to answer your questions.  So throughout the webinar, please start entering your questions in the chat, and we’ll get to those when we’re after – after our speakers have concluded.
So before I turn things over to Pam, we wanted to get a better idea of where you are in terms of doing agricultural upgrades.  Some of you answered this while we were waiting to get the webinar started, but if you didn’t, please take time to do so now.  So tell us if you have a formal agricultural upgrade program, meaning you have an established program strategy to place a number of NFJP participants in ag jobs each year, or maybe you don’t have kind of an established formal program, but you’re doing some work in ag upgrades, or maybe not yet, which is OK, because that’s why we’re here today is to talk about this further.

So, so far we actually have a very even mix between the three.  So it’s great to see that we will have a range of people with experience in agricultural upgrades joining us today.

So at this point I’m going to turn it over to Pam.

PAM FRUGOLI:  OK, thank you.

So I did understand that you had – a number of you had been on the previous webinar about labor market information because my presentation is based on labor market information.  So in some cases, I’m not going to go into the sources where I go the data, but I am going to show you some sites that you can actually use with agricultural workers.

So what I did first, because I felt this is about agricultural upgrades, is I picked out some key occupations in agriculture with higher wages, so basically a form of career pathway.  But I’ve also put in farmworkers and laborers to show you, you know, that it’s one of the biggest occupations, but of course the wages are lower.  And as you go up, these are sorted by wages.  These are national annual wages, average wages.  You go up, but the numbers start to get smaller.

But you know, this is true of all – a career pathway in almost any industry.  You know, when you think about retail, there’s a whole lot of sales clerks and cashiers, and there’s only one CEO of Target, you know?  It gets narrower as you go towards to the top.  So, you know, it’s a pyramid.

I did note there are a few occupations here that have an average outlook and one – oh, wait.  I need to use my green arrow.  Hold on.  OK, so farm equipment mechanics is average.  Farm and home management advisers, which I’ll talk more about later, is average.  And farm – ranchers – farmers, ranchers and managers are bright outlook.
Now, the thing is this means that the occupations are growing at above average rates or they have a lot of openings, but that doesn’t mean that the other occupations don’t have openings as well.  You know, there are always people leaving and retiring.  So, you know, you shouldn’t let that discourage you.  It’s just something that we also use to, you know, indicate demand.

So I first showed you occupations in agriculture, but also, you know, there is the agriculture industry.  And the industry employs lots of kinds of workers, not just agricultural workers.  And so you may want to look for other jobs in the agriculture industry as well.  You know, an accountant can be employed by – in – on a farm, and they would not be considered an ag occupation, but they are within the industry.

So this is – just this gives you an idea of where I got the data.  I don’t expect you to be able to read this – (off mic) – so on  the next slide, I have selected some occupations from that and put it in a table that’s easier to read.  So I want to point out that there are quite a few driving occupations here, so heavy and tractor-trailer, truck drivers – those require a commercial driver’s license.  There’s also light truck or delivery service drivers, drivers/sales workers and industrial truck and tractor operators.  OK, those are more commonly known as forklift operators.  This is just, you know, the government term for it.  And then there’s also some mechanic occupations, some sales, and then the plumbers and carpenters and ag inspectors.  And again, I’ll show you more about that.

This shows you what percent they are of the industry, their total employment across all industries.  So basically, this tells you that there’s 12,000 heavy tractor-trailer drivers in ag but that there’s a million of them in the whole economy.  So this tells you also that if you started out doing this in agriculture, you would have transferrable skills to go work in other industries, and then you – and that might be another way to increase your wages.  So the same thing with these other occupations, you know, that there’s much more employment outside of ag as well.

So where can you go to find more information about all of those careers in either agricultural occupations or ag – in the ag industry?  So this is one of the sites that I don’t know if you saw before.  It’s called My Next Move.  It’s based on O-NET information.  O-NET is the occupational information network, where we collect a lot of information about characteristics.  And actually, I didn’t put the URL on there.  I think it’s at – on a slide at the end.  It’s just mynextmove.org.  And so it’s really user-friendly.  The reading level’s written to be accessible.  And it’s just go these three search strategies.  I don’t know if any of you are familiar with O-NET online, but that’s sort of a site for everybody that has, you know, 20, 30 different searches and, you know, a lot of information.  This is designed so you can search by keyword, you can search by industry, or you can take an online interest profiler.

OK, and then also, this may be relevant.  We have now put up this site in Spanish. It’s called Mi Proximo Paso.  And it’s the name and then dot-org.  And it has the interest profiler in Spanish as well, and the search allows you to search on Spanish keywords.  You know, the whole file of lay titles – you know, it’s not just the – those formal government titles I told you, but also real job titles.  And you can search those in Spanish.
So this is some of the information you can get.  If you look up agricultural equipment operators, which is one of the occupations in the first list, it tells you what, like, real-world names are.  It could be a tractor operator, farmhand, farm laborer.  This is what they do, though.  But these are ones that are working with equipment and operating it, and they might also adjust and repair that equipment as well as operate it.

So these are the kinds of things that you can learn.  And if people are exploring other careers, they can say, well, am I interested in doing that?  You know, what do they do?  And then if you go down to the bottom half of the page for that occupation, you see some of the personality characteristics:  integrity, independence, self-control; some of the technology that they use; then you see education:  it requires a high school diploma.  And you know, in some cases, people have bachelor’s degrees.  It’s just sort of a broad category.  It’s for a bunch of occupations.  It’s not necessarily, you know, exactly true of just one occupation.  And there’s a button to click on to find training.  I’m not doing this interactively, so I’m not going to click on that.

But then also here it shows you that broad outlook.  It’s below average.  It shows you the national mean salary, $42.000, but then there’s a button for you to click on to find out what the same information is for your state; what the demand data are, what the wages are.  You can look at how it’s concentrated in different states; you know, like which states are there a lot of this kind of worker in and so forth.  And you can also look for actual job openings by state or by ZIP code.  So that’s a helpful feature.  

And then finally, over here – I’ve mentioned, you know, that these workers are employed in agriculture, but they’re also employed in government, OK?  So this tells you what some of the key industries are.  As you’ll see later, some occupations are – thank you – in education as well.

OK, so then here’s another occupation:  farm equipment, mechanics and service technicians.  These again are just alternate titles, what they do.  Again, it includes – you know, well, this is primarily repair.  And also – this is another interesting point, that they’re also employed in wholesale and commercial sales.  OK.  So one thing you may not think about is where do crops go after they leave the farm?  They usually go to warehouses, and there is a lot of work related to those crops in the warehouses.  You know, there’s distribution.  That’s where a lot of the driving comes in.  That’s where the forklift operators come in.  So that can be part of the career pathway.

And on one of those buttons, some of the information you can get to – this is actually from the Bureau of Labor Statistics, Occupational Employment Statistics Survey, and I have actually put the link down here, in case anyone’s interested.  But it shows you actually the industries with the highest levels of employment of farm equipment mechanics.  So a lot of farm equipment mechanics are employed by the companies that make, you know, or sell the equipment; you know, like John Deere, your local John Deere dealer or something, or another brand.  Garden and supply stores, you know, that would include even local ones, like Lowes, Home Depot and things, as well as in, you know – in crop production.  And you can see, you know, the different shares there.  You can see that the wages differ, but not a whole lot.  You know, it really won’t matter.  Sometimes different industries can pay different rates of pay, and so sometimes it’s an advantage to change industries to get more money.

OK, agricultural inspectors is also something that you might not have thought of.  But if you’re already familiar – you know, if a farmworker’s already familiar with certain crops, they would be very good at, you know, sorting it and inspecting it as it goes by, to pick out things that are bad or to notice diseases or other things.  So this is definitely something to consider.  And as you’ll see, it’s employed in government.  And so some of these jobs might even be federal jobs, you know, for the U.S. Department of Agricultural.

OK, farm and home management advisers.  That’s sort of – again, that’s the government title, but as you can see, it’s extension agents, agricultural extension educator, and then they also have sort of what used to be called home economics but it’s now family and consumer sciences.  You know, it’s about budgeting and it’s about using fresh foods, you know, instead of packaged foods because it’s healthier and, you know, lower cost.  And so they actually work with individuals. 

And the interesting thing here is that these workers are employed in education and in government.  Now, the thing is, because of that, you may need actually a college degree for that, but it’s still something that, with background knowledge, you know, it might be possible to get the degree to work in this area, and you can see that the salary is a little higher.  

And if you – you’re probably all familiar with the extension service, but I thought that you might – if you wanted more information about it, I’ve put a website up here where you can actually find – because the nice thing about it is they are local extension offices, so they’re out there where the farms and ranches are, you know.  And so there are jobs that would be local.  It’s not like you have to come to Washington, D.C., and work for Department of Agriculture.

Another thing is – whoops, did I do that? – if you’re familiar with products, buyers and purchasing agents of farm products.  So they might work for a food company, you know, like a canning company or all kinds of – you know, and they would pick the products and purchase them and know what’s a good price, negotiate contracts with farmers to, you know, buy – to purchase their food.  And there’s lots of different titles, based partly on the product, OK.  So grains, tobacco, almonds, you know.  And then they may just be called procurement manager, purchasing agent.

So that’s the thing.  You know, obviously, we’re not telling you to look for jobs by the name, the government name, but the information is by that group, and then you can look for jobs that have these kinds of titles.

OK.  So again, then you can go and find training.  And this occupation actually has some certifications associated with it that can help you qualify for the jobs.  And it does just say high school diploma or some college, so it doesn’t require, you know, an actual four-year degree.  The salary is over $55,000, and it’s employed in wholesale and commercial sales, manufacturing and it retail, OK, but it’s still – it’s background in farm products.

And this was one of the things I said if you clicked on the icon for “Check out my state,” this is where it will show you that the orange states are ones where there’s an above-average concentration of buyers and purchasing agents of farm products, the blue is below average, and gray is just average, and a couple of states for which we have no data, so they’re white.  Might be too small.

And then I also – because I mentioned that warehouses are also closely related, warehouses are like a hub for the transportation and distribution of goods.  So there’s actually that whole field of transportation, distribution and logistics.  Like, the logistics is the planning.  You know, you have to deliver perishable goods on time, so there’s a lot of, you know, actually computer systems and tracking of things to make sure they get where they are needed on time.  And so I wanted you to know that we also have – in addition to “My next move” and that information by occupation, we have information on industry competencies.  We don’t have one for the agriculture industry, but we do have one for transportation, distribution and logistics.

And this shows there’s actually special competencies for warehousing and distribution, and so that’s the link for that.  This site isn’t actually designed for individuals who are seeking jobs; this is more for people who are developing curriculum and training programs.  But it’s still a useful resource.  There’s a lot of tools there.  You can download the model into a worksheet to help you design curriculum and things like that.

So, for example, under warehousing distributions, it would tell you the kinds of knowledge, skills and abilities you need to have.  So it includes things like labeling goods, processing shipments, tracking, sorting and labeling, tracing lost shipments.  It’s actually pretty complicated and interesting.  And like I said, there are certifications in this field.

So there’s my information and some of the key websites, and they’re also repeated at the end.

MS. YOUNG:  Great.  Thanks so much, Pam.  That was really useful to hear about so many different opportunities that exist out there in ag jobs, maybe some – those you haven’t heard of.  I know I learned a thing or two about some opportunities in the agricultural industry and really what the training and skills are needed for farmworkers who want to enter those jobs that can be used as case managers and staff are working with farmworkers on what their career pursuits are.

So, Gary?

GARY GONZALEZ:  So I want to point out a couple things.  You have a chat application at the lower left hand of your screen, which you can use throughout today’s webinar if you have any questions or comments.  We welcome those questions and comments.  We’ll place them in the queue and we’ll address those questions and comments during a dedicated Q-and-A period.

Also, just to reiterate, as Brian said at the beginning of today’s webinar, we have been recording.  We’re going to be posting that recording, along with a transcript of everything that’s said over the phone line, to Workforce3 One.  Again, a transcript will be posted with the recording to Workforce3 One in approximately two business days.

All right, Amy, back to you.

MS. YOUNG:  Great.  So I think we’ll check in now.  

Barbara, are you ready to go with your presentation?

BARBARA COLEMAN:  Yes, just a moment.  Let me make sure that it’s working properly.  

MS. :  OK.  

MS. YOUNG:  And Barbara, if you could – (inaudible).

MS. COLEMAN:  I am.  OK.  Good afternoon, everyone.

MS. YOUNG:  Barbara, you need to mute your computer speakers so we’re not hearing the audio come back through the phone line, OK?  And it’s that green icon at the top of the webinar – (inaudible).

MS. COLEMAN:  OK, all right.  Sorry.

MS. YOUNG:  No problem.  You sound great.

MS. COLEMAN:  I did.  (Laughs.)  Barbara Coleman, and I’m state director for Telamon in South Carolina, and today I will be talking with you a little about the efforts that we have been able to forge in South Carolina regarding agricultural upgrades – as soon as I can get this to get in the right direction.  OK.

All right.  Our field offices are located in strategic areas throughout the state, as you can see from the map.  (Pause.)  It is not moving.  All right, there we go.  OK.  And some of the crops that are indigenous to South Carolina would be cucumbers, squash.  We have sweet potatoes.  We have watermelon.  We have the white potato.  We have zucchini.  We have peppers, kale.  We have strawberries.  And the picture that you’re seeing right there is a strawberry field where folks can go and just pick their own strawberries.  We also have peaches, apple orchards, tomatoes.  Down through the ages, within – in the South, in – you know, farm workers have been a sight along roadside and gatherings at the local community stores.  Within the past decade, the faces of farmer workers, as it has across this country, has changed, and the way crops were harvested has taken on a new perspective.

Mechanization has replaced many workers in the field, and it has relegated what has promised some years ago to be a lengthy season, despite the low wages, to a short-lived experience, and it forced numerous stops among the Southeastern coast, you know, with individuals migrating from the South up the East Coast and back again in search of a sustainable or shall I say less than a sustainable wage.  

H-2A legislation has posed a threat to some of the growers due to the cost and the mandatory adverse wage rates.  Small farmers could not afford this luxury, therefore they fell prey to the larger farmers.  It is in this group of farmers that Telamon in South Carolina is found to be more amenable to the agricultural upgrade component.  The cost factor associated with the H-2A provides it – us a beneficial advantage and a foothold in the door to be able to discuss the advantages of agricultural updates.  So we need it more.  I want more.  (Inaudible.)  

So within the past couple of years, we’ve slowly – (inaudible) – farmers with every type of benefit that we could give them and that we could think of as a way of showing good faith and concern in meeting the needs of the workers and their housing needs, and this effort was primarily done through a variety of things.  A couple of them included health kits and – to the farm laborer and housing repair to their migrant housing, and this was done or provided through the Department of Labor Housing programs.  So with these acts good will and purposeful rapport building, it has helped, to an extent, this on the farmers’ attitude and their fear of losing a workforce to an agency such as yours and such as mine because we know that this attitude has existed for a long time.  

So once we built this mutual trust, then we were able to then go in and discuss the value of a more trained worker and the competitive advantages that he, meaning the farmer, would have in the marketplace.  So what we did is actually – actually what we did was try and paint a picture about his return on investment through minimize in turnover and keeping his replacement cost down and how, you know, by having these trained workers he would experience less disruption in his operation.

Another (tool ?) that we use to gain the trust was to frequent (growers needed ?).  Every chance we got we would not only be participants for a presence, but we would be the presenter.  These meetings provided an excellent opportunity for us to talk about our programs, particularly the agricultural upgrade.  And because what we needed to do was to dispel that perception that they had, so we would, you know, address it head-on, because we knew that the perception that they had about us was actually their own reality.  And it was really hard for them to hear what we had to offer.  Even when we wrote introductory letters for our staff to introduce the program and talk about the benefits of, you know, the NFJP program, it was very hard for them to hear that when what they perceived was already negative.  So that provided a great forum for us to address that head-on.  It was almost like, OK, in a Growers Association meeting we have a captive audience.  

There were three types of training that we used to affect agricultural upgrade in South Carolina – OK, all right, there we go – and that was on-the-job training, safety training and the ESL.  It jumped ahead.  All right.  

So, anyhow, our on-the-job training program, this was – and this is not to say that classroom training was not an option, it’s just that we’ve not had to use it.  Excuse me.  So we – like right now we have a farmer who’s in our upstate area of the state who’s called and said, OK, I want you guys to, you know, provide welding training to one of my laborers.  But, you know, when it’s at the end of the season, which would be in August. And we’ll see how that goes.  But to date, we’ve not used classroom training.

The OJT training allows the farmers to put, you know, a little skin in the game, if you will.  And this investment helps to ensure that the placement will occur at the end of a contract because we want to – you know, one thing about an OJT is that bring about an investment by the employers, unlike the classroom training, which is a totally subsidized type of venture.  It is also an incentive to help defray extraordinary cost of training, which we know.  And it is done at 50 percent reimbursement.  

The Workforce development specialist in our office, or the case manager, you know, whomever you have that works with the customers, in putting together the OJT contract, and once the grower has agreed that they want to engage in ag upgrades, they sit down with the grower and they say, OK, what is it that you need?  What kind of skills are you looking for?  And so they confer with the grower regarding the identified needs and then they determine a job description, and oftentimes the Workforce development specialist would refer to ODET (ph) information to get some idea about the skill levels and the time – the length of time that contract would need to be developed for in order for them to obtain those skills.  And so it’s a joint effort between the case manager and the farmer – farmworker.

OK, safety training – and (girls ?) love it – not only (girls ?), any employee.  They love it when they know that you have received – or their workers have received some type of safety training, because this just takes a load off their mind.  And so this training is administered primarily through our job readiness consortium, and it teaches work safety practices on the job.  It teaches them how to avoid pesticide spray or what to do if you feel like you’ve come in contact with it, how to wash your clothes and how to dispose of them properly, et cetera, and how to prevent workplace injuries.  Now, the pesticide training itself is not administered by us.  This is done through the – (inaudible) – extension agency.

Our programs, as it relates to the skill – actually skill training where a certification is administered – the forklift training is one of the areas where we have been able to, I guess, develop training for our customer.  But it has not been through the classroom training component.  And that is not to say that it cannot happen.  They have received forklift training, but it has occurred from the farmer.  And so they typically – a forklift training through a technical institute is one day, and at the end of that training, if they pass, et cetera, then they’re issued a national certification.  So with the forklift training that they are receiving on-site at the grower’s farm, it is portable, it increases their long-term employability, and it’s transferrable.  They just do not get a national certification.

OK.  The ESL program was developed by our staff, and it was developed into 10 easy modules.  And this was primarily designed to teach workplace English.  Our clients had to pass each module before they could go to the next step, and we designed it with an 80 percent proficiency rate.  Tests are designed to be easy because we wanted them to see themselves progressing.  And it was this psychology of the mind that we wanted to put within that curriculum to help our customers dispel the fear of, you know, progressing.  We wanted to see them – see them see themselves progressing.  And if they saw that, then whatever ideas they had about what they could not do because of illiteracy skills and, you know, low academic levels, et cetera – it would dispel that within themselves.  And so it will instill more confidence in them while they are on the job, they would do a better job, and it would improve their workplace opportunities.

And so far it – you know, we’ve done pretty good as far as individuals going through this particular program and coming out feeling like, OK, hey, I can – (inaudible) – now because I passed an ESL.  It is not structured – it’s a nonthreatening environment.  Let’s see.  Can you go to the next slide?  It’s a nonthreatening environment that is taught within the local office by the workforce development specialist.  And they go through each lesson.  At the end of each module, the test that they pass – they go on until they complete 10, and they get a certification.

OK.  Next.  All right, two positions that we’ve utilized in our upgrade program has been, one, a laborer.  This position is hired at $10 an hour, you know, by the farmer that we’ve – we work with, and most of the farmers that we work with.  And on the – it starts at $10, and under this particular position, the farmworkers learn a variety of different types of skills.  And there again these skills are taken from the O-NET and in conjunction with the grower, and they – and they learn to do a variety of job tasks that, once they decide to leave, that are transferrable.

OK, the OJT training.  OK, the next slide is – I want to talk about the – an individual that we consider to be one of our success stories with the ag upgrade, and his name is Adolfo Chavez.  Can we go to the next slide, please?  OK, next slide.  All right, Adolfo was hired as a mechanic’s assistant.  He started out at $10 an hour, and he progressed to $13 an hour.  He worked at a hay farm in Aiken.  Next slide.  OK.

All right, and eventually they put him in charge of the fleet of vehicles that he was to oversee.  And he’s standing there with the farmer who hired him.  All right, next slide.  He was taught how to – how to lubricate the vehicles, the machinery, how to dismantle them and put them back together again and – using (sundry ?) tools.  And it provided him with a lot of transferrable skills that he could take to the next job, which he did eventually – (inaudible).  The next slide.  OK, and there he is again with one of the vehicles that he was in charge of.  Next slide.

All right, challenges that we encountered and still encounter, and I think many of you probably encounter these challenges still, and that is hard sell.  OK, we know that ag upgrade is a hard sell.  And we may be even facing greater challenges in the future if some of these bills pass into law that we see under the umbrella of immigration, such as the H-2C.  We may not even be having a webinar on ag upgrade; we may be thinking about revamping – (inaudible) – and how we can work with H-2C, which would be an immigrant population coming in through – (inaudible).  (Chuckles.)  This may – this may be a moot point.

Anyway, ag upgrade remains a hard sell for us because the farmers primarily are still reluctant to hire outside of their family members for skilled positions.  That – so that mindset that existed some years ago, I have found in South Carolina still exists pretty much not until you can change that mindset – and that comes through some of the strategies that I talked about earlier, and that is getting in their face, building a rapport, letting them see who you are, and then when they start calling you, you sort of – you know, they let their guard down, and then they’re more willing to believe what you say because we’ve been taking ag upgrade for many years, but no one really, really wanted to listen.

But now, you know, the economy, I’m sure, has something to do with it.  Sometimes people are finding it hard to find the right kind of labor crew.  And so – and aside from us being in their face and building this rapport, they’re picking up the phone, and they’re calling from one thing to another, not necessarily ag upgrade, but when you start talking to them about something that you want, then, you know, they’re more amenable to listening.

So – because the mindset of the – of providing skills to laborers would make them, the farmer, more vulnerable to demands for higher wages.  This is probably – (inaudible) – and they’ve thought like that for many years.  And they feel like they would have less stabilization in their workforce, and they also felt like that these jobs should be, you know, to those individuals who are outside – (inaudible) – work or to family members, and – (chuckles) – they just – in my – in my opinion there are those who would much rather keep farm workers in a subservient mode.  That way, you have more control.

So – and these were the challenges that we face, and they are – they are some of the challenges that we face.  But – (inaudible) – no way to ensure that a farm worker would remain in ag upgrade once you put them in there.  But one thing for sure, as with Adolfo, Adolfo stayed there, he acquired skills, he went through (retention ?); he has now moved on to better things.  And the skill set he earned through ag upgrade were very transferrable, they were portable.  And I know it assisted him in getting another job.

So that was – that was the – primarily convincing the farmer that even though our primary purpose is to place farm workers in benefit-paying jobs, ag upgrade fits that bill as well.  And through our efforts to do that, he, meaning the farmer, can also profit.  And we’ve just – you know, not all farmers just want to leave the farm, we know this, but one thing for sure, all of them want a decent wage.  So we continue to make progress within this component, and we put strategies in place to affect better outcomes in this area.  And hopefully, they will pay off in the future.

And that is the end of my presentation.

MS. YOUNG:  Thank you so much, Barbara.  We are now going to jump right into Patricia’s presentation.  So Patricia, take it away.

PATRICIA STOVALL:  OK.  Well, am I getting feedback, or do I need to go off of speaker?

MR. KEATING:  (Inaudible) – yeah, you –

MS. YOUNG:  Yeah, you sound just fine.

MR. KEATING:  OK.  Great.  Go ahead.

MS. STOVALL:  OK.  Welcome.  Hello, everyone.  My name is Patricia Stovall.  I’m senior director of training and employment programs for operating the national farm worker job program in New York, Vermont and Ohio for PathStone Corporation.  And I’d like to share with you from the program perspective some thoughts or concepts that we have on agricultural skills upgrades.

And – but first I’d like to share with you our definition or description that we share with ag employer.  And that is, agriculture skills upgrade enables us to provide training to qualified farm workers at no cost to the ag employer with the agreement to increase wages hours based on new skills gained, training that will contribute to the ability and efficiency of the employee while making the workplace a more productive environment.  This can also help open doors to a better living for the farm worker and their families by advancing their education and/or skills levels.

PathStone can arrange to provide training to fit the needs of your business, including but not limited to the following area:  fork lift operations certification, farm tractor safety courses, pesticides application certification, commercial truck driving license A or B – (inaudible) – certification, good agricultural practices and first aid and – (inaudible) – pathogens.  And we have done some of all of them.

In my presentation I want to talk to you about the purpose of ag upgrades and understanding the benefits.  So let’s see if I can get this to move.

I want to talk about the who, what, when, where and why or ag upgrades.

The who in ag upgrade would be who benefits.  The entire population benefits.  And for us, it’s farm workers, it’s ag employers and, also, your program.

Is somebody moving this slide for me?  (Laughs.)

The what in the bill is the benefit of ag upgrade.  It’s building relationships with ag employers and your program.  So it’s a connection.  The main benefit is the – (inaudible) – relationships to a partnerships.  Partnership building is a component that will allow you not to (access ?) to the farm workers but to help the ag employer and the community build and be more productive.

Ag employers and – with their agencies taking and losing good workers, that’s one of their main concerns, but we also share with them that that is not what ag upgrades are about.  Some people, like Barbara said, don’t even want to leave agriculture.  They love working out, and they love working outside.  They love doing agriculture practices.  But what we want to do is provide them better wages.

It’s also word-to-mouth advertising.  The grower and the farm workers get to see what’s in it for me, or WIIFM.  And they tell others about it.

It’s free training, and the keyword is free.  And everybody likes something free.  Growers get a skilled labor force with certification, documented workers get safety training as well as other occupational skills training and that meets the OSHA requirements.  Farm workers gain transferrable skills.  Your program does what it’s supposed to do, and that’s provide the training to the underskilled or unskilled workers, for training and employment.  Our programs – (inaudible) – to train unskilled or underskilled workers for greater opportunities of self-sufficiency.

And then I want to talk about – present the opportunity on outreach when.  And one of the things that happens for us is we don’t really realize that when you go out to these places to meet with the ag employers and also the farm workers, you really have to schedule it at a specific time of day because an agriculture employer doesn’t want to talk to you in the middle of their day while they’re out working themselves as well as you talking to the workers that are working for them during the middle of the day.  So the most important thing is convenient time to reach out to those that they – that they serve or that you serve and that time of day is key.  You have to go when they’re available.  You have to go when there is nothing else going on for them.  Growers get angry, workers become afraid, and the appearance of this interest becomes prevalent.

And so I want to talk about the where, where do we go.  And you plan where to go.  You reach out to the potential growers and the participants wherever they live, work and play.  You always have to be in marketing mode.  So even if you go to a grocery store, you need to always have your business cards, your brochure, things like that with you so that you can share the information.  And perfect example, we were in Ohio, and we were just driving down the road, and we saw some people in the field.  We stopped the car, went over to the field, we had our brochures ready.  You know, we watched the game and waited to the end of the game.  And of course, what did you think we found?  We found some farm workers.  And then we talked to them about them going into other occupations or if their employer had something that they believed that they could do but aren’t doing now, but if they had the skills, what would that be.  And we shared that information.  They shared with us where they worked.  We went and met with the ag employer.  And so those are some of the opportunities that you have to be ready for.

And the why in ag upgrade.  The why in ag upgrade is to develop relationships that benefit the agriculture industry.  If we did not have this agriculture industry, can you imagine if we went to this grocery store and had to buy a $5 apple or a $6 onion, you know.  So the industry is really important, and we want to let them how important we think it is and how we’d like to help them expand their business or cultivate their business by getting them skilled employees.

Recruit participants for your program.  That’s another important component of agriculture skills upgrade, to educate the community about the available services, to provide information about our agency and all the other programs that we offer.  Without growers and participants, our programs probably would not exist.

And then the training for the job.  Agriculture skills upgrades, we have done them in multiple fields, and I name some of them in the beginning, but some of them that are really – that we’ve really done a lot of training in.  Of course, there’s the commercial truck driving, the fork lift operation, heavy equipment or tractor operation training, pesticides application.  But our agency also does a component of pesticides safety training as well, which is free to the growers, and it gains us access.  And all those other occupations do come with certifications or license, and they do provide transferrable skills.

I want to talk about that – how and where you could get some of those trainings.  So I want to go back one slide.  And how and where you can get some of those trainings is really important as well.  And the training for certifications or licenses are essential because you want to give that person – that farmworker, even the grower, a skilled workforce.  But you want to give them something that they can use anywhere they go in the country, like Barb was saying as well.  And so their license or the certification is essential.  It provides credentialing for our participants.  I have employers that get that skilled workforce.  It’s a great place for all types of skills and training, the technical schools.  Some of the places that we have tapped into is the technical schools, and they can also share with you who else might provide the training.

For instance, the tractor operations training – you could even come to some of the places that sell them, and they would be able to tell you, in your area, who does the training for them.  Also, community colleges – we’ve been able to tap into community colleges, and they have an agricultural component with them, and they will be able to provide the training for our participants – (inaudible) – trainers.  You could even go and do a Google search and find some of the trainers in your own particular area and the type of training for ag upgrade – you can either train individual or do group trains.  And many of ours that have given us the bang for our buck is group training.  And so forklift operations – I could tell you we’ve done sometimes six at a time.

And anytime we do over three people in a type of training, we get an agreement with the grower and the trainer, and what – and have a memorandum of understanding so that each one of us plays a part in the success of that participant and what happens next.  The grower needs to provide for them an agreement to give them a change in their job title, also an increase in their wages.  That’s extremely important to that – and sometimes that equals year-round employment.

But also, we have to find out what the grower needs.  So we go to them, and we market to them that program that we have to offer and share with them what we can do for them and tell them about how much it would cost if they were to train that particular person and then how much they would benefit if they didn’t have to drive the tractor theirself or the other heavy equipment theirself or drive the truck to the market, you know, if they’re carrying the milk or any of the other produce, how much time they would save and how much that costs them for them to have to do it rather than paying someone else to do it.  They’d have free time to do other things.

Another essential component is to definitely negotiate the – how important it is for them to have an increase in wages.  So that would be one of the things that is a challenge for us, especially with the scare of a recession.  Many times people don’t want to increase the wages, but when you – when you let them know what the benefit is to them and what the small increase would be based on the benefit, a lot of times they go ahead and they would negotiate with you, and the people do get the skills upgrades.

Want to talk about to-dos in the ag upgrades, and sometimes people overlook these things.  We kind of go out, and we forget to be prepared.  Make sure you carry your ID badges, because people don’t know who you are necessarily, but even if they’ve already met somebody else, you want to be professional about it.  You want to be prepared.  You want the grower to know that you offer this awesome opportunity, and you want the farmworkers to trust you as well and that you offer that awesome opportunity.  Take your business cards because you might not get the sale right at that moment, but you’ll be able to leave something for them to call you back after they think about it.  Make sure you take your logs and your pens because it’s critical to our program that we – that we have the information so that we can show that we are using the program properly, and then take your brochures and other forms so that you can share with the individuals.

I want to talk a little bit about the don’ts.  First of all, especially in the evenings, even though it’s – daylight hours are a little bit more extended, don’t go alone.  You know, you never know what you might encounter.  Don’t go alone.  And something that you might be able to share, somebody else that’s with you from your office will be able to pick up that information and share that information.  Don’t be pushy or overly persistent.  You know, you don’t want to miss a later opportunity, so you want to share the information so that the people will listen to it, and maybe you go back at a later time.  Don’t forget to get phone numbers.  Even if you’re talking to – because no matter where you are, you might have that opportunity, that open window at that moment.  You may need to call them back.  Have you ever gotten in a car and driven, like, a mile down the road and realized, oh, my gosh, I forgot to get a number?  Don’t forget to get the number.

Agriculture skills upgrades benefit everyone.  Plan your expected outcomes.  If you plan to fail –  if you fail to plan, your plan will fail.  But success is in your hands.  Thank you.  I’m done.

MS. YOUNG:  Thank you so much, Patricia.  That was a really great presentation.

And I think our last slide here, before we go to questions, which we will do in just a minute – so if you can continue to answer – put your questions in the chat room.  We have a slide here with resources, which we’re covering on the presentation, so you can refer to those and check those out later.

So now we’re going to move to questions.  And I’ll read them out, and then Pam – either for Pam or Patricia or Barbara.  And our first question will be coming up right now.

The question is:  Are there state or regional-level data on employment outlooks for the different jobs you talked about during your presentation today?  So that’s for Pam.

MS. FRUGOLI:  OK, yes.  Here – this was – I’m on the live site now for My Next Move, and this is just the farm equipment mechanics and service technicians.  So again, this is the national data, and then the state data are available under these tabs.  Check out my – under “Job Outlook,” check out my state and local salary information and then find jobs.

MS. YOUNG:  Thanks.  And then this next one is for Pam as well:  How do I find out about related certifications and license?

MS. FRUGOLI:  OK, I was really glad to hear the other presenters talk about that they actually –as part of the ag upgrade, they not only train the farmworkers but get them certifications and skills.  And I just wanted you – those of you who don’t have a program already, you might be saying, well, what certifications would I do?  So I would show you that you can search under “Find Training” for these agricultural occupations, and you can get that information.  It’s searching a database, and it’ll come up in a moment.  So there’s actually training programs in the state, and then there are certifications for farm equipment mechanics and service technicians, you know, how did the mechanics – (inaudible) – so these are the kind of things, if you’re developing a training program, you can – you can look this up.  OK, thank you.

MS. YOUNG:  Thanks, Pam, for that demonstration.

So Patricia and Barbara, we now have a number of questions for you.  And the first one, I think it would be great for you both to weigh in on, and because you both talked about the importance of partnerships in creating strong relationships with employers.  So what were some of your biggest challenges that you had in developing partnerships with employers?  And can you expand on the negative receptions that you may have encountered that growers had?

MS. COLEMAN:  OK, well, I talked about some of the challenges.  This is Barbara.  And those challenges, of course, had to do with a lot of the old mindsets that existed in the farming community, particularly as it related to – as it relates to providing training or skills to a population that normally would not possess these skills and the fear of that population, you know, being too mobile; they can up and go someplace else and demand a higher wage.  And it was to their advantage to keep them, you know, unskilled.  And so that’s why we engage in the strategies that we did, and that was attending the growers’ meetings.  We would write letters of intro.  We would assist them with whatever services that we had in the way of benefits from our program and freebies that we would solicit from the community, such as the faith-based communities, and any type of service needs that they would have to the extent that we could to show good faith in the fact that we were also concerned about your laborers, and we wanted to ensure that, you know, in the winter, you know, if I can tomatoes that you grew locally, that I had them to eat if I wanted to.  

So I also – you know, aside from working with the NFJP program, I was a consumer, so I was concerned as so was the farmer about making sure that his harvest or his crops were harvested.  So that is – that’s what we did, and those were some of the challenges.  

So what we have said to our workforce development specialists is just to be persistent because sometimes it takes a while to, you know, disarm and change mindsets that have existed for so long.  

MS. YOUNG:  Thanks.  And Patricia, did you have anything you wanted to add on that about developing partnerships with employers in the context of ag upgrades?  

MS. STOVALL:  Well, one of the biggest challenges that we have is to negotiate higher wages.  And they don’t have a problem with changing titles, but to negotiate higher wages so that we can begin to develop a partnership.

What we did was – in many instances, we wrote down how much it cost to train them, we broke it down and then – also we give them stipends while they go to training and things like that and what the cost was to us, which would have been transferred to them had they trained them, and they could see the benefit in it; also, as Barbara continued to say, to dispel the rumor that we’re out there trying to take their best workers.  What we like to do is make your best workers better.  And so if you would – if they would allow us the opportunity to give them that necessary training, they would see the benefit in their own business.  And that has worked for us as well.  

MS. YOUNG:  Great.  Thanks.  And actually, Patricia, this next question is going to be for you as well, which I think is an interesting one.  

So what characteristics do you think farm workers need to move to the next level in ag?  So I kind of think like how do you identify which of your participants are interested or right for going into – in an ag skills upgrade approach. 

MS. STOVALL:  OK.  Some – the characteristics are people that really want to do something different.  Also, their limited English level, we encourage them to go to ESL classes.  We don’t have it available, but we do refer them to ESL classes.  We can’t have them in our offices, but we encourage them to increase their English language skills so that they can benefit when they go to the training or be successful in the training. 

Also, we would – when we do our assessments, we make sure that they are successful before we even put them in the training that they can even read at a fifth grade level and their math level is at least at a fifth grade because we won’t set anyone up to fail.  

Some of the other things that we do is refer them for their GED if they don’t have a high school diploma because if they did want to transfer out of agriculture, they’re going to need that to be competitive in the workforce.  

MS. YOUNG:  Thanks.  

MS. COLEMAN:  All right.  Can I just chime in on that?  

MS. YOUNG:  Oh, sure.  Please. 

MS. COLEMAN:  OK.  I just want to add to that, that farmworker must want to remain in farm work in order for them to be successful in ag upgrade because that is still farm work.  And we know that not all farm laborers want to be farm work for whatever reason.  And there are many of them, and I won’t – I won’t go into that.  

They must also be a quick study, and they must possess that work ethic that the farmer sees and quickly identifies him as being aggressive and showing that drive to learn.  And that is where you get the word of mouth on the golf course where one farmer is talking to another farmer about, well, you know, this is not a bad idea.  Do you feel – 

MS. YOUNG:  Absolutely.  

MS. COLEMAN:  – and so – OK.  All right.  I just wanted to chime in on that. 

MS. YOUNG:  No.  Thank you.  

MS. STOVALL:  I agree.  

MS. YOUNG:  So Barbara, there’s two questions that came in during your presentation, and the first is about on-the-job training, which is, are farmers taking advantage of training migrant/farm workers on OJTs?

MS. COLEMAN:  Yes.  The farmers that we work with – and there again, as I stated in the beginning, we have had limited success with the ag upgrade even though we have strategies and we continue to work on strategies to improve that productivity.  But it’s through the on-the-job training that they – that we use to put them into these trainings, and we work with the rural manpower at the local one-stops to help identify farmers who would be interested in working this program.  

MS. YOUNG:  Great.  And the next one we have is specifically about ESL, so it’s kind of a two-part which is, the ESL module – is the ESL module available?  And who teaches the ESL?  I think – is it the local school or is it the one-stop career center?  Or how do you do that?  

MS. COLEMAN:  Oh, yes.  OK, as I stated in the – in the presentation, it – we put it together, we designed it and it was because, you know, we just sort of like lost faith in a lot of programs that are out there because they sort of have this inherited characteristic of being a structured curriculum that doesn’t really seem inviting to a farmworker group who has low academic skills or who can’t even read in their own language, OK?  

So we developed an ESL audio CD and we have a booklet.  And like I said, it has 10 modules in it, and we wanted it to be very user friendly and we wanted them to succeed.  It was the psychology of the mind, I call it, where – and it’s 20 hours, you know, so it’s not very long, but it is enough for someone who thinks that they cannot succeed in anything.  Once they go through it and see that they have actually gained a certification – even though it’s in-house and it doesn’t carry any kind of, you know, weight other than the fact that they completed the course that we designed – it gives them the impetus to want to do something else because then they say, well, heck, I’ve been told all my life that I can’t do this.  Look what I did.  I’ve gone through this.  And now – and the hope is that they would go into a more structured environment and not feel so intimidated and – because it is taught in our local office in a nonthreatening environment.  

And once they’re done, we give them the CD as an incentive; we say, take it home and practice it.  

MS. YOUNG:  Great.  So the next question I actually think probably Patricia and Barbara, you both might want to weigh in on, which is do you generally target smaller local farms or larger ones such as Monsanto or Pioneer?  Perhaps you can both –  

MS. STOVALL:  This is Pat.  Well, I think we target any.  So a lot of times, you might find a smaller farm and you want to talk to them about their best worker and what would they like to do to promote them or have them to learn a new skill so that you don’t scare them away by the hourly wage increase for so many people. 

But I have had and worked with larger farms like Burma Farms Incorporated in Ohio and TrioPack (sp) Farms where they have multiple workers and they have trained up to 10, 15 workers.  

I don’t – I don’t think there is a larger or smaller that you target.  You go and market the program to everyone.  And as Barb was saying, and once they have that – once they have that opportunity and they see how it benefits them on that golf course or at a picnic or someplace else, they share the information, even at the ag meetings.  

MS. COLEMAN:  OK, we sort of – we don’t turn anybody away, and through Rural Manpower – you know, they are sort of like our gateway to introducing us to farmers that they know would be more amenable to hearing about this because they know the attitudes and that’s their primary function is to make sure that they teach that farmer, so they know.  And so they keep us in the loop.  

But I have found because the larger farmers in South Carolina – OK, real quick.  South Carolina did not use to have a lot of H-2A workers.  Now we have H-2A workers than we’ve ever had.  And it is futile for me to go to a farmer or to even try to make recruitment for ag upgrade at a place that only uses H-2A workers.  And so we find that the smaller farmers – or the middle-to-smaller farmers are the ones who have more of that need and is interested.  

And there may be one person that they want to keep year-round that can do odd jobs or this, that and the other, but – that will have the skill levels that would be able to, you know, oversee operations and get things done, whereas the larger farms are – they hire from outside usually or they’re family farms, and it’s the son or it’s the grandson who’s running this or running that and they don’t really – I don’t get as many calls, I’ll put it that way. 

But that doesn’t mean that the doors are closed.  I mean, I will accept, you know, offers from anyone.
MS. YOUNG:  Great.  So our next question is interesting.  Someone asking about encourage agricultural employees to extend upgrade opportunities to female farmworkers.  And so maybe you could talk about who – participants that you’ve had in your programs and just comment on that more generally.  I think either Patricia or Barbara. 

MS. STOVALL:  This is Patricia.  And I remember in Williamson, New York – (audio break) – and not just limited to Williamson, but we were faced with some females that the grower did want to have good agricultural practices.  And also with them dealing with the produce, and they needed them to have the safety training in pesticides – safety training and things like that.  And they were females.  

Now when you talk about the forklift operators, we have had female forklift operators as well.  I don’t think they’re as prevalent, but I think that females would have to be competitive and work aggressively – as aggressively as men, and there’s nothing we can do about that is the mindset of the person that employs them.  But we have had some success with having some females that did the ag upgrades as well.  

MS. YOUNG:  Great.  So we’re actually coming to our last question, and it’s about state – Arizona has seasonal crops – and it’s more of a comment, but it says very few (follow the crop ?) to other seeds because it’s not cost-efficient to maintain two homes, and so agricultural upgrades is not a popular option in this area. 

I do wonder, though – I think one of the benefits of agricultural upgrades is that it can provide more stable year-round employment, so there’s this agricultural – some sort of agricultural activity that’s year-round that’s not based on picking crops.  

But for Patricia and Barbara, I don’t know how – what your states, if it’s more seasonal or if you could just comment on that.  

MS. STOVALL:  Well, in New York and in Ohio, it is seasonal, and many times, they do some – do migrate.  One of the things that we realized is many times when we do the agricultural skills upgrade, the grower offers them year-round employment, whether it be in their packing house or whether, if it’s on a dairy farm, if they just stay year-round and they don’t travel.  

But it does allow them the opportunity to have year-round employment in that area so they don’t migrate anymore.  And that’s one of the things that we share with them is the opportunity to stabilize in that area so they don’t have to migrate.  

MS. COLEMAN:  Well, our – most of our crops are seasonal, too, but, you know – for example, such as in the peaches.  You know, even though it’s a seasonal crop, you know, there are times of the year – say, like in January, when you have to prune and there may be irrigation systems that you have to put in place so that you can be prepared for the harvesting season. 

So there are jobs that are pretty near; I won’t say 365 days, but I’m – you know, through ag upgrades, pretty near full-time, year-round that will certainly avail that farm worker a longer and lengthier employment season. 

MS. YOUNG:  Great.  Thank you.  

So we are just about to wrap up our webinar with a few closing things.  First of all, I want to thank Pam and Patricia and Barbara so much for being our presenters today and for sharing your expertise and ideas on agricultural upgrades.  And the – your – their contact information is listed here, so if you have any specific questions, follow-up questions or any we didn’t have time to get to, you can get in touch with them there.  

And with that, Brian, I think I’ll turn it back over to you.  

(END)
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