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read about called “auto suggestion” made it
easy. He made up two posters on which he
wrote these slogans:“People first, every-
thing else second;” and “T'll spend 1 hour
each day recruiting.”

Max placed the posters on the wall
where they would be impossible for him to
avoid: directly across from his desk.

4. Program yourself to make it happen.
It may sound simplistic, even naive, but
this process of recommitment to a new ap-
proach worked for Max as it will work for
you. Once you think something is a good
idea and make a mental/emotional com-
mitment to making that thought a part of

your life, you begin to program your subcon-
scious mind to make it happen. Max used
this technique to make the necessary
changes in his thinking and routine and he
succeeded in developing, and implement-
ing, a much improved recruiting strategy.

It all began for Max when he decided to
reset his priorities: Put people first. Then,
he acknowledged that more time should
be devoted to staffing, including a long-
term commitment to the process.

You need people to make a team

The sidebar beginning on page 37 presents
Max's five key steps to improving recruit-
ing effectiveness. In the process, Max

learned that people take lots of time, but
people are also your most precious re-
source. No manager can succeed on indi-
vidual effort alone. Like Max Terrier, you
need a motivated staff. And the sooner you
accept the need to place the highest prior-
ity possible on recruiting, the sooner your
staffing problems will go away.

Max Terrier learned you never stop re-
cruiting! LM

The author is director of training and develop-
ment at Scotts Lawn Service in Marysville,
OH. He says Max Terrier is a composite of
two real people who worked for him in Texas.
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B AERA-vator®

By First Product Inc.

Thank you for introducing the
AERA-vator to the Green
Industry! My company and its
clients have been please with the
performance of your product. In
the past, after using many meth-
ods of aeration, we found the
AERA-vator far superior to any
other method of core plugging,
aerating, detaching or slit
seeding. Our company has dou-
bled its production in the past

year and increased profits by an
unrealistic amount. Unlike other
machines on the market we have
experienced very little down
time with the “AERA-vator” as
well as virtually eliminating
callbacks due to poor jobs in dry
conditions. We look forward to
another great year of aeration as
we present your product to
the public.

Andreas B. Dambakakis
President

YARDS “R" US
Winston-Salem, NC
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For a free video please call
1-800-363-8780
www.Istproducts.com | E-mail: sales@ Istproducts.com
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How to sup erVIse

specml peaple

When you hire
young employees,
older workers and
the frequently
unemployed, you
have special
management
challenges. Learn
how to focus

on each type of

employee’s needs

BY DONALD W. JACKSON

iring and retaining em-
ployees can be chal-
lenging at best. We all
want knn\\']t‘dgcahl('

and dependable work-

organizations are only
as solid as their weakest employee. Since
our industry is largely seasonal and depen-
dent on staffing through fairly low-paying,
manual labor positions, it is critical to
make hiring the best possible employee a
top priority.

These ‘special’ employee types can be
suitable and productive candidates with

the proper supervision.

ers, but most landscape

Hiring the frequently unemployed
Many seasonal and entry level positions
are filled by individuals with less than per-
fect work histories. Either they have had
significant periods of unemployment or
are transient and continually move from
job to job.

Also, they may not have graduated

from high school or earned a GED equiva-

lcn(y dvgrcc.
Those who are frequently unemployed

may have family responsibilities that can

éfzxmg

be financially and emotionally demanding,
and their sketchy work histories can some-
times be traced to having had little guid-
ance to prepare them for workplace re-
sponsibilities.

Often, they are inexperienced in func-
tioning within a structured work environ-
ment and may not have developed social
skills involving relationships with cowork-
ers and supervisors or adhering to work-
place rules.

continued on page 44

Three faces with special needs

EMPLOYEE PROFILE # 1
Frequently unemployed
Robert Mills
Age: 34
Height: 59"
Weight: 175 lbs.
Marital Status: 4 children:
ages 5, 6, 11 and 15
Education: GED equiva-
lency degree

P Robert has had four
jobs in the last five years,
with frequent periods of
unemployment over the
last 15 years. These lapses
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often last between six and nine
months.

P Robert does not have any
criminal record and has no his-
tory of alcohol or drug abuse.

» He has worked primarily
as a diesel engine mechanic,
heavy equipment operator
and as a laborer in landscape
and nursery operations.

P Robert is known to have
a hot temper, which has
caused him to be somewhat
difficult to supervise over long
periods of time.



Some tractors are operated by hand. Others by foot.

Patented Twin Touch
: pedals are the most user-
« friendly on the market.
Along with standard cruise
control, this is the most

productive transmission

available anywhere.
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4300 32HP
4400 35HP
4500 39HP
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We were the first to use our head.

The PowrReverser

transmission is perfect
for repetitive blade or
loader work. Simply flip
a lever on the dash and
the tractor changes
directions instantly.

Nothing Runs
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John Deere 4000 Series transmissions
work so well with hands and feet
because we used a part of anatomy
often overlooked: The mind. A little
extra thought allowed us to develop
an economical SyncShift™ gear system
with an added synchronizer that's so
smooth it forever puts an end to

the daily grind. Our PowrReverser™
transmission, by shifting directions
instantly without clutching, greatly
reduces turnaround time. And our
top-of-the-line (available all the way
up to the 48-hp 4700) Twin Touch®
hydrostatic two-pedal control is an
engineering feat twice: It uses the
natural motion of your foot (unlike

a treadle pedal), and leaves you free
to use the left-side turning brakes
(unlike many competitive foot control
systems). So be our guest, test any of
our transmissions. We're not afraid to

go head-to-head with anyone.

Like A Deeret®
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Training ideas

Remember the letters “SSR” when you
train frequently unemployed individuals. It
is important that all training be simple (S),
specific (S) and as relevant or “real life” (R)
as possible. Also remember that visual aids
help a person understand the concepts
you're teaching.

Be thorough in all training and encour-
age personal interaction to assure they un-
derstand the topics you cover. Reinforce
key points when on the job. Encourage and
reinforce positive behavior and accom-
plishments.

Finally, try to establish and promote
cooperation between current, trusted em-
ployees and newly hired seasonals or entry-

level people.

He's just a kid!

High school and college age students offer
our industry another source of labor, and
although many are ambitious and gen-
uinely looking to succeed, their goals are
often short term and usually measured in
weeks or months rather than years. The
quality of a young person’s home life,

EMPLOYEE PROFILE #2
Young employee
Richard Thomas Jr.

Age: 19

Height: 60"

Weight: 195 Ibs.

Marital Status: Single
Education: High school
graduate

P Richard took a year off
to work after high school
before attending college.

P He is an only child and was raised
in a single-parent home. Both his
mother and his high school guidance
counselor advised Richard to work for
a year to give him time to mature.

along with the level of guidance from other
adults, can vary widely along with their
maturity.

There are obvious exceptions, but the
overall affluence and level of disposable in-
come among this age group is relatively
high compared to previous generations. As
a result, in a period of a strong national
economy like the present, it's the employ-
ers who end up vying for people in this age
group.

A positive work environment means
more than a competitive wage at this age.
This may mean better working conditions
and flexible work hours. It is important to
be adaptable and timely in making
changes. The computer age has forced
technology changes to move at a very high
rate of speed. Capable and intelligent
young employees seldom have much pa-
tience waiting for improvements their su-
pervisors promise.

Younger employees often need to feel a
sense of purpose from their jobs. Complet-
ing a task simply because their supervisor
instructs them to do so may not be suffi-
cient for a stimulated and forward-thinking
student. Try to communicate the intention

P Overall, Richard was a
B+ to A- student in high
school but was particularly
gifted in the areas of Eng-
lish, speech and debate. He
is entering Wake Forest Uni-
versity in the fall as a psy-
chology major. Richard will
“ most likely go on to law
. school

P Richard has matured significantly
as a result of job responsibilities and is
currently employed as a summer crew
leader with a landscape maintenance
company in southeastern Connecticut.
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and rationale of each job assignment to the
best of your ability.

Finally, be realistic in your expectations
and objectives. We are sometimes quick to
fall back upon the “when I was their age ...”
philosophy in evaluating the productivity
of younger employees.

Appreciating older employees

Many industry organizations rely heavily
on older employees. That's because they
may be critical to the operation’s success,
as well as an important influence on the
dependability and motivation of other em-
ployees.

Factors that wear on older employees
relate to their physical and emotional well-
being. Influences such as heredity, living
conditions, diet and financial responsibili-
ties can impact an older worker’s health
and productivity. Family-related stresses
can include dependent children and grand-
children. As with any age group, the ability
to cope with job-related and personal stress
varies greatly from person to person.

Because the number of older employees
in our industry continues to grow each
year, more landscape managers are realiz-
ing how productive they can be:

» Job-related turnover is often much
less with older employees compared to
younger workers.

» Older employees are frequently
more safety conscious, maintain a more
consistent attendance record, and, due to
their many years of experience, are often
more skilled at their jobs.

P Older workers matched to the right
job can be very productive. Tasks that re-
quire accuracy, judgment and dependabil-
ity over swiftness are frequently better
suited to them.

P These employees characteristically
bring assets to the table that can be of great
value to their immediate supervisors and
the organization. Through experience, they
have learned to see the “big picture” and



EMPLOYEE PROFILE #3

Older employee
Samantha Hunt
Age: 59

Height: 5'6”
Weight: 145 Ibs.
Marital Status:
Married with two
grown children
Education: Degree

in Business Man-
agement from The
Ohio State University

» Samantha was employed for
more than 35 years with a large farm
equipment manufacturer based in the
Midwest. She was a regional sales man-
ager with the company when she
elected to retire early at age 57.

P She worked the next two years as
a pickup and heavy truck salesman at a
dealership just outside of Cincinnati be-
fore assuming her current position as
commercial sales-customer service rep-
resentative for a large midwestern
nursery and landscape operation.

P Her extroverted personality, high
standards and dedication to detail
have allowed her to quickly excel in
her current position in the landscape
business.

are able to look at jobs with a more long-
term, global perspective. This is especially
important when the job requires contact
with clients — older employees are fre-
quently more attuned to the nuances and

delicacies of good “people skills.”

Make it legal

Good ethical, moral and legal standards
are important to the longevity and overall
success of any business, and such standards
are no less important within our industry.

The selection, training and retention of

quality employees is important at all job
levels. Unfortunately, too many employers
subscribe to an open or “swinging door”
philosophy when it comes to staffing.

It takes time and effort to develop qual-

ity employees at all levels and learn how to

manage them, but it's worth the effort. Try

it. You will reap well-deserved benefits!

— The author directs the horticulture, land-
scaping and turf management program at
The Williamson Free School, Media, PA.
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lig!3 ULTIMATE
WHEELBARROW

preading mulch and compost by hand
is a costly, labor intensive process. It
limits production and puts workers at risk for
injuries. The Express Blower will turn an
inefficient process into a profit center and

blow your competition away!

The Express Blower can be operated by one
person, with remote control, in any weather,
on any terrain. Spread mulch, compost, soil
mixes, playground chips or any number of
other organic materials for landscaping, lawn

restoration, erosion control and much more

With our ALL NEW Injection System, the
Express Blower can inject seed, fertilizer or
other additives WHILE BLOWING! Install a
lawn with soil mix and seed, or blend weed
inhibitors with mulch. You can even topdress

and overseed turf with only one application

Get a jump on your competition. Call today
and find out how you can expand your possi

bilities with an Express Blower!

Visit our web site at
www.expressblower.com

5 MEN AND A
WHEELBARROW

A typical 5-person crew
can spread 8 cubic yards
per hour

| MAN WITH THE

EXPRESS BLOWER

One person, can blow
30 to 100 cubic yards
per hour

A division of Rexius Forest By-Products, Inc., Eugene, Oregon
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ROUNDUP PRODRY “"HERBICIDE.

It's finally here! New Roundup ProDry”— the weatherproof
herbicide that delivers rainfastness in an hour.

Now you can minimize weed control callbacks

and increase your window of application.

Plus, Roundup ProDry mixes in three minutes,

turning into a solution that won't settle out.

Easy to handle. Simple to measure.

To keep your labor dollars working harder.
Wouldn’t you like to try a new kind of dry?

Contact your local retailer and ask
to see a trial demonstration

of Roundup ProDry, or call “}Sﬂl
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The legal alternative

Savvy contractors
are already making
this system work
for them and
there’s room

for more legal
immigrants.

Don’t miss this
opportunity for

quality workers!

BY ROBERT E. REAVES

sk most landscape man-

agers to make one wish
and, in most cases, they
would wish for a reliable,
skilled workforce made
up of local citizens. That
wish probably won't
come true, since most Americans shun hard
labor positions in the landscape industry. Il-
legal workers from Mexico now make up a
large portion of the seasonal landscape labor
force in most areas of the country.

Work site raids have become a low pri-
ority of the Immigration and Naturaliza-
tion Service (INS). It has now initiated a
less intrusive process: making appoint-

ments with businesses and auditing em-
ployee work documents. The major en-
forcement focus is now at the border,
where the U.S. Border Patrol is expected
to swell to more than 20,000 members in
the next few years.

Unless we build a wall extending the
length of the U.S-Mexico border or send in
the military, many believe there’s no way
to control the influx of illegal immigrants
into this country. As long as they see the
United States as the promised land, the
steady flow will continue. And this means
plenty of workers for low-skilled jobs in
the landscape industry.

Devil in the details

The U.S. government is looking for ways to
get a better control over the illegal alien sit-
uation. One idea that seems to be gaining
ground with congressional leaders is a
streamlined visa program allowing compa-
nies to hire foreign workers on a temporary
basis.

Joe Greene, director of the INS district
office in Denver, is skeptical. “With a guest
worker program, the devil is always in the
details,” he says. “How do you control peo-
ple to ensure that if they come in to work,
they leave if it's temporary?”

There's an existing visa program for sea-
sonal workers known as H2B, which allows
up to 66,000 immigrant workers into this
country per year. Controlled by the U.S.
Department of Labor and the INS, it
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grants American companies permission to
hire foreign workers on a temporary basis
— up to 10 months at a time — as long as
they can prove they were unable to find
U.S. workers to fill the positions.

H2B's biggest advantage is the higher
probability of finding workers already skilled
in landscape maintenance. And because the
worker is legally in the United States, there
won't be the usual problems with the INS.
Many landscape contractors say the source
of Mexican workers with green cards has
dried up, another reason to use H2B.

Advantages for the workers

What's in it for the foreign worker? Under
the H2B visa program, workers receive
protection under the Fair Labor Standards
Act, which stipulates that workers are to
receive overtime, at least minimum wage
and pay income taxes.

Many criticize H2B, especially the pa-
perwork that comes with it. To facilitate
the process, some landscape contractors
hire an H2B agent — labor contractor —
to take care of it. Labor contractors locate
workers with landscape skills and see their
clients through the entire process.

Do-it-yourself options
Is it a requirement to use an H2B agent to
secure H2B workers? No.
Although it is more time consuming to
handle the entire process on your own, it is
continued on page 50
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continued from page 48 partment of Labor. Make sure you put a

entirely feasible. You'll also save around dollar value on the time it takes you to work
several thousand dollars the agent would through the certification process. Compare
have charged as a fee.

The first step is to work with your state’s

workforce commission and the U.S. De-

it against the cost of using an H2B agent.
Even if you use an agent, you will still

be required to write letters. Remember,

Top five reasons H2B workers quit

1. Housing is too expensive. Most
H2B workers can only afford $25 per
week. The H2B housing should not be
a direct company rental or it would fall
under HUD standards.

2. Bad attitude from the foreman or
supervisors. Use of foul language drives
workers away.

3. No ride to and from work.

4. No evening recreation. These men
are many miles from their families.

5. “Us" versus “them” atmosphere
at work. They don't feel they are part
of things.

Note: Check your local Labor Certifica-
tion Office at the U.S. Department of
Labor/Employment Training Administra-
tion for more information.

the H2B agent can'’t provide you with
shortcuts around the legal process. In other
words, don’t get a false sense of security
that the INS and U.S. Department of
Labor will “look the other way” because
you are involved with the program or
working with an agent.

Use of the H2B program in the industry
continues to grow. According to the U.S.
Department of Labor, the program is so suc-
cessful that the number of workers certified
has more than doubled in the last two years.

“Two years ago, the Dallas regional office
did not even certify workers in the H2B
program for landscape and related jobs. We
thought there were enough U.S. workers,”
says John Bartlett, certifying officer with the
U.S. Department of Labor’s Dallas office.

continued on page 52

Aerators, Bed
Lawn Overseeders

$2,125. $999.

$110/mo $58/mo

w/B&S Engine

D With parts direct, delivered
overnight you save time and $3$

D 90 day same as cash

D Just 2-3 jobs a month can
cover your *payment

*Monthly payment may vary, call for quote.

Sod Cutter Edge-R-Rite Lawn Overseeder
D High performance equipment D 2-year warranty backs our
at prices you can afford quality promise
D Easy set-up and service D Monthly payment option

Aerator Tines

Aerator tines that fit Ryan; Claussen;
Bluebird; Lesco® and Turfco®

(800)679-8201 . turfco.com

Aerator

$2.55
each

Circle 123

50 LANDSCAPE MANAGEMENT / MARCH 2000 / www.landscapegroup.com

® Registered marks are owned by their respective companies



