











Rosette weeds were killed by dipping an ice
pick in a pickle jar of sulfuric acid and plunging
it into the heart of the weed. One club with
bermudagrass fairways embarked on a program
of improvement that involved fencing in several
fairways, turning in a carload of steers and
feeding them generously with hay and cotton-
seed cake. When the area was generousiy coated
with manure, the steers were sold and every-
thing was incorporated by disking. The ber-
muda grew vigorously and, presto, with the
course out of play only a year, the fairway turf
was greatly improved.

1929 was a significant year in turf. Penn
State, under H. B. Musser, and New Jersey,
under H. B. Sprague, began their programs of
research and teaching in turfgrass management.
The National Greenkeepers Association was
organized with John Morley as the first Presi-
dent. John Monteith had been employed by the
USGA to conduct the affairs of the Green
Section and to bring his training in plant
pathology to the USGA Member Clubs. B. R.
teach found that arsenate of lead controllied
Japanese beetles. An important side effect was
that chickweed and Poa annua were reduced
and often eliminated. Demonstration gardens
had been established on golf courses in strategic
tocations over the United States. They had an
important function in testing strains of grasses,
fertilizers, disease control and other features of
management. Garner and Allard, at Arlington
Farms, had discovered and demonstrated the
length-of-day principle.

1931 was a year of decision for me. | had
lost both my parents and was graduated from
the University of Nebraska. Dr. Monteith made
a place for me on the Green Section Staff, first
at the Midwest Turf Gardens, Chicago, later in
Washington, D.C., where | helped to edit The
Bulletin and worked with Dr. Reid, Dr. Dahl,
Kenneth Welton and others at Arlington Gar-
dens, where the Pentagon now stands.

The emphasis these days was on chemical
weed control. At Nebraska | had worked with
iron sulfate. At Maryland sodium arsenite and
sodium chiorate came into prominence. Now
we were in a great depression. Money was
extremely tight. The USGA lost Member Clubs
by the hundreds. Green Section employees tost
their jobs. The Bulletin was discontinued.
Through Dr. Jacob Metzger, at the University
of Maryland, | was able to pursue my Ph.D.
work.

This was the era of Green Section “pie
greens'’ where on many golf courses bentgrasses
were planted and compared for suitability,
texture, putting quality and other character-
istics. Some of these greens and several of the
grasses still are in existence.

1935 saw the depression easing. Leaders in
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Pennsylvania had convinced the University
officials that an extension agronomist in turf
was needed. | was chosen, and in February, |
began my duties. In June | stumbled on
crownvetch near Virginville in Berks County.
Today, this variety is called Penngift and is a
world leader.

In 1937 several of us attended the Fourth
International Grasslands Congress in Europe. it
is significant that turf was not a part of the
official proceedings; it had not yet been recog-
nized. The war threat in Europe sharply cur-
taifed travel and conversation. Shortages of
nitrogen were anticipated, and as a precaution-
ary measure, Dr. K. G. Clarke was assigned to
“Project Ureaform™ at Beltsville, Md. His suc-
cessful findings are well known today.

The first crude “hydroseeder’” was oper-
ated in 1939 on the original Pennsylvania
Turnpike. It blew on the slopes a thin mud
which carried fertilizer, lime, organic matter,
soil and seed (FLOSS). It worked! Now the
hydraulic seeder often is seen on golf courses.

Turf Culture was launched in 1939 to try
to bring a general publication before the public.
It ran for about three years, then disappeared.
At this same time fertilizer manufacturers from
Michigan, Ohio, and Indiana agreed on a 10-6-4
analysis which would be designated a *‘turf”
fertilizer. They admitted that it was not the
best formulia, but it was one that they couid
agree on.

The war years saw turfgrass work aban-
doned. Research workers joined the war effort
trying to convince army engineers that grass
had a place in erosion control and dust abate-
ment. Agronomists simply were not recognized.
The Green Section of the USGA published
Timely Turf Topics, a mimeographed series of
sheets, that tried bravely to keep the few
remaining Member Clubs advised on how to
produce useable turf under wartime restrictions
and shortages of nearly everything. As the
country recovered from the war, | became
Director of the Green Section in August, 1945,
The Arlington Turf Gardens had been moved to
Beltsville. Mitchell and March, USDA, had
proved the value of 2,4-D for broadleaf weed
control.

Green Section Service Subscriptions were
begun ($35 a year), and for the first time in
USGA history, commercial firms and in-
dividuals could share with Member Clubs in the
benefits of Green Section findings. The plan
was to build a fund that would support
Turfgrass Fellowships for training leaders.

In 1946 the American Society of
Agronomy recognized turf, and the Turf Com-
mittee held its first meeting in Omaha.

The first aerator was built and demon-
strated in 1946. Today this is a standard piece




































minimum maintenance and located to accom-
modate equipment with greater capacity. The
construction of greens and trees employing the
latest materials and techniques developed
through research will unquestionably con-
tribute to efficiency. Such a program may
require several years for completion, but with
competent direction, supervision and adequate
equipment may be accomplished through care-
ful budgeting for new and replacement equip-
ment.

It must be recognized that adequate equip-
ment for one turf facility may be inadequate
for another and excessive for a third. Therefore,
equipment must be selected on the basis of the
individual requipments for the particular
facility.

A common reason for shortened life span and
high maintenance costs is the use of a machine
for the wrong job. When choosing equipment:

1. Consider the terrain to be cut. Is it
wooded, rough cutting, hilly or more
formal? Decide if a reel or rotary type
machine is to be purchased, based on
course conditions.

2. Consider the size of the area and buy
the largest machine that is practical.
The job gets done faster—with less
man hours. Figures are available re-
garding capacity. If the machine is to
be used for trimming and demands on
the mower are not too heavy, a small,
light-duty machine can be used. How-
ever, maintenance costs on this type of
equipment are inevitably higher.

3. Look for simplicity of design. A com-
plicated machine has many moving
parts and may have a high mainten-
ance cost. Also, it may be difficult to
adjust, and a trained expert may have
to be used for repair.

4. Check for construction and durability.
The machine should be substantially
built, well-braced, with good bearings.
The sideframes, handles or drawbars
should be heavy enough to do the job.
The bed bars, reels, and bilades should
be rigidly constructed.

Variations in terrain on which the machine
is used, the type of lubrication it receives, the
correctness of repair, the treatment by the
operator, storage, accuracy of records, all have
an influence on cost per-machine-per-year and
useful life-span. However, to get the lowest
possible machinery operating costs under the
conditions of your course—buy quality equip-
ment, buy the right machine for the right job,
operate and maintain it properly, and keep
adequate records.

Other matters to consider when developing
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the budget for new equipment should inciude:

{1) Consultation with the manufacturer or
his representative regarding the type of equip-
ment needed. Information on new equipment
and improved features, as well as the suitability
of their equipment for the job at hand, is
readily available from the reliable manu-
facturer.

(2) The availability of parts and service
facilities. This is of prime importance when
selecting equipment. If repair parts are not
available when needed, and a machine is in-
operable for extended periods, it is of guestion-
able value and certainly will contribute little to
efficient operation.

(3) Develop or estimate a reasonable or
probable life, and, based on current replace-
ment costs, allow for the proper amount of
depreciation per year. Then, request or provide
a yearly sinking fund for the orderly replace-
ment of the equipment when it becomes
economicailly feasible or when new and im-
proved equipment becomes available.

(4) Prepare supporting statements for
capital budgets. List each piece of equipment
separately and state concisely why it is needed
and the benefits to be derived from its use.

(5) When possible, invite those responsible
for approving your selection of equipment to
join you at local turf equipment field days or
national shows.

Capital budgeting has significant long-range
implications and may have a major impact on
the economic well-being of a turfgrass facility.
When dependable estimates and reliable pro-
jections indicate the desirability of the invest-
ment and funds are not available, or if the large
commitment would jeopardize the financial
structure of the organization, then a leasing
program should be considered. Most major
manufacturers offer practical leasing arrange-
ments or programs to qualified organizations.
The major advantage of the lease-buy program
is to reduce or eliminate the requirement for an
immediate capital expenditure. Instead, the
equipment purchase is programmed into the
operating budget and handled on an annual
basis. Also, there may be a tax advantage. Such
a program is particularly suitable for new turf
and recreational facilities and for those desiring
to expand their current operation. For that
matter, it is suitable for any organization
concerned with new equipment purchases.

Lease or buy—that answer and the answer
to many other questions that plague a golf
course superintendent are to be found in sound
management. And that in turn is based on good
planning, good budgeting, and good record-
keeping. Take care of those chores and tomor-
row will hold no unpleasant surprises.

15









planning for the next year's work. First, set-up
a master plan for a five-year period covering
every hole on the course. | suggest that you set
up a loose leaf book with a page for each hole.
Each page should have a scale drawing of the
hole and then add comments regarding the
work required for that hole. During the initial
stages of annual planning, review your plan
book and decide what to put on the coming
year's work schedule.

| recommend a three-year capital budget,
up-dated each year. With this set-up, capital
requirements do not come as a shock to the
board, and equipment purchases can be handled
in an orderly fashion. This forces us to plan our
operation more thoroughly than if we just live
from year to year. Another advantage is that
you always have the board and the club officers
presold on your program. If things go well, you
may be allowed to get something from next
year’s shopping list a year early.

The operating budget should be compared
with those of the prior years and then projected
a year into the future. Budget time is a good
time for questioning. Look at each operation.
Question each expense. Are we getting full
value? | feel that the ground work on the
budget and all other plans should be done by
the superintendent. He should then review and
finalize his program with the chairman.

The budget determines the whole program
for the coming year, and it must be set up in
detail. Only then can an intelligent analysis of
the budget be made. The preparation on the
budget must start with a realistic picture of
what the members want and what the club can
afford. The club officers and board must
understand what can be done at different
expense levels. The key is the close relationship
of the chairman and the superintendent. When
both understand one another’s problems, much
more can be accomplished. The chairman con-
tributes his understanding of the members
requirements and his knowledge of what will be
approved by the officers and board. The super-
intendent contributes knowledge of costs and
what can be done at each expense level. A good
team reinforces one another and produces a
stronger program.

A good record comprised of well thought-
out, detailed budgets and final expense records
provides a history that the superintendent and
future chairman will find invaluable.

In his day-to-day operation, the super-
intendent must manage the assets he has to
work with in the manner calculated to give the
club maximum return on its investment. Some
suggested practices are—

1. Set up staff for the most efficient
operation possible.

a. Constantly review jobs on the
course.
b. Are crews the right size?
c. Do we have the right equipment?
d. Use good labor practices.
2. A well-planned purchasing program—
a. Avoid panic purchases.
b. Compare purchase value on a rou-
tine basis.
3. Set up and follow through on equip-
ment maintenance.
a. Make sure work is done as
planned.
b. Keep shop neat to facilitate work
and improve employee morale.
4. Take time every day to look at your
course and appraise its condition.
a. Put your comments on paper and
review them with the chairman.
This helps him in his job of liaison
with the board and club officers.
b. It is hard to rate yourself ob-
jectively. Confer with your chair-
man, the USGA Green Section,
and others for constructive com-
ments.

The superintendent is in the business of
managing the golf course, not just its turf. This
is a very challenging job and requires constant
updating of his supply of knowledge. We
continually learn more about our jobs as we go
along. Most superintendents seek knowledge
from every available source—USGA, State and
Federal Agencies, personai contact, colleges and
other sources. The superintendent must con-
stantly review why things are being done in
their present manner. Labor practices, equip-
ment, and maintenance policies should con-
stantly be studied to see if there is any room
for improvement.

Baltusrol, where we have two outstanding
golf courses, has not been without its share of
turf management problems. We were host to
the 1967 United States Open. Conditions were
excellent. Two weeks later our courses were in
very poor condition. Our problems stemmed
from a number of causes:

1. Heavy accumutation of thatch in our
fairways.

2. Large areas of silver crabgrass.

3. In many cases Poa annua population
of 80 percent in fairways.

4. An outmoded manual irrigation
system.

5. Limited amounts of old and obsolete
equipment.

6. Equipment maintenance was being
done in an old house.

7. Tees were too small for increased
volume of play.

USGA GREEN SECTION RECORD






where help is needed. Handling the problems of
people is the most important function of the
green committee chairman—to keep balance, to
evaluate complaints. His responsibility is to
communicate and to maintain liaison with the
superintendent, the board of directors and the
membership.

Do you realize that at many clubs a large
percentage of the membership doesn’t know
the superintendent? They do not know what he
is responsible for or what he does. They are
unaware of what is required to give the member
what he doesn’t know he has or what he thinks
he wants!

Is that confusing? In most business organ-
izations, peopie have job descriptions; areas
clearly defined as to responsibilities; and con-
tracts. Usually when responsibilities are defined
and written out, the employee at least knows
where he stands.

Because most members are interested only
in enjoying the golf course and getting away
from their own problems, they employ prof-
essional people to operate their golf courses
—the golf course superintendent, the golf pro-
fessional and the clubhouse manager. These
men are trained to provide service to golf club
members. The success of most clubs starts when
the three professionals work toward this com-
mon goal.

To be successful a golf course and club
must be effectively and efficiently managed.
The degree of management should be estab-
lished and agreed upon by the board of
directors or executive committee. This has to be
done with the money available to provide
services expected by the membership. What is
expected by many is becoming more difficult
to provide, simply because a business-like ap-
proach to management is lacking.

Player demands have increased each year.
People have more free time to play goif and use
other club facilities. They expect excellent
conditions seven days a week. There are more
goif tournaments of all types—member-guest,
shotguns, you name it! The golfing season starts
earlier and ends later.

You read everywhere about the high cost
of golf. But hasn’t inflation affected other
forms of recreation and business as well?
Managing a golf course requires capable leader-
ship and men and women experienced in
working with people. It requires those who can
face up to problems and look at the overall
picture, the short-term and the long-range
problems as well.

Members who serve on committess should
be hand-picked. They need not be low or high
handicap golfers, but a cross section of the
membership. They need notl necessarily be the
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ones who complain the most, or the loudest. A
factual approach is required—not an emotional
one,

The green or ground committee chairman
is one of the most important men at the club.
He should ideally serve as chairman for five
years, and the man who succeeds him should
have at least three years' experience on the
committee. In all, this means an eight-year tour
of duty. Lack of continuity and lack of
long-range planning both add to the high cost
of golf. The committee should be in agreement
on programs, and once initiated, plans should
not be changed. They should, however, always
be explained to the membership. If the chair-
man or superintendent needs outside help or
wants to consult with others, call on experts. It
all adds up to understanding what the members
want and what the superintendent can give
them within the budget. Wouldn't it be wonder-
ful {o have enough to do the job right just
once?

How many superintendents believe they
have an adequate budget? How many club
officiats think their superintendent is spending
too much money?

The budget should be separated into spe-
cific categories so that you know your actual
costs. Then when club officials compare
budgets they will mean something. When com-
paring budgets, why not also compare those
areas that influence and effect budgets: age of
the golf course; acreage of greens, tees, fair-
ways, roughs and overall acreage; wooded areas;
contour of the area; soil conditions; grass types;
and questions such as was the course properly
constructed? can modern equipment be used
efficiently or is a large amount of hand work
required? how many playing members and how
often do they play? how many golf cars? how
are they used and are they controlied? do you
have roads? How much damage results from
improper use?

Player attitude toward the golf course is
very important. Do members care? Do they
practice golf etiquette? replace divots? repair
bail marks? rake out their own foot prints in
traps? take care of their own litter? Do they
respect the rules of the club? Player demands
and player attitudes contribute directly to the
high cost of golf.

Budgets must be adequate to provide the
facilities and services demanded by the mem-
bership. Budgets must be flexible enough so
that the unexpected problem or condition
doesn’t cause a major panic. Construction and
major course improvements should be separate
budget items, as they usually represent capital
improvements. Capital improvements need to
be planned well in advance and performed
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when possible by outside contractors during the
off season. Superintendents and club officials
frequently get into trouble by trying to do
construction work during the playing season,
thereby overextending themselves and their
maintenance people.

Equipment needs should be approached as
in any business. Equipment is needed to get the
job done. It is not purchased necessarily to
replace people but to make them more pro-
ductive and efficient. Equipment requires ser-
vice and preventive maintenance. It is usually
more economical and practical for clubs to
service and maintain their own equipment, but
someday it will wear out and will have to be
replaced. Constantly repairing junk egquipment
adds to the high cost of goif.

An adequate facility should be provided to
store and repair equipment, 1t should include
proper work areas; have adequate lighting and
heating; and have electrical and air outlets so
power tools may be used. There should be an
area where topsoil and soil amendment
materials can be prepared and stored. Clean and
sanitary areas for the maintenance crew are
essential. They handle dangerous chemicals and
materials and must be provided with safety
equipment and encouraged to use safety pro-
cedures.

An efficient and adequate water system
with the capacity necessary to meet player
demands for fine turf is of utmost importance
today. An automatic water system is a neces-
sity—not a luxury. It is not a cure-all or
laborsaver by itself, but a tool—one of the best
tools available because it gives some irrigation
controi back to the superintendent. It will save
labor in some areas but increase it in others. it
enables the superintendent to provide better
playing conditions, fo inconvenience the golfer
less, and to conserve water and use it more
efficiently.

The highest paid, most efficient, best
educated and trained superintendent with the
biggest budget, the most modern equipment, in
the best service building, with the best auto-
matic irrigation system, on the best constructed
golf course means absolutely nothing unless
you have peopte—good, qualified, reliable and
dependable people—interested in working on a
golf course.

The golf industry is behind in providing
adequate and favorable working conditions,
fringe benefits, proper sanitation facilities and
safety practices for the people who provide a
service for the membership. At most ciubs labor
represents 60 to 70 per cent of the overall
budget. Most clubs are constantly turning over
people, replacing and retraining and using these
people unproductively. Most workers like to
know exactly what they are going to do each
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day and want some type of job description.
This is impossible when you operate with a
constant turnover of help. Player demands and
player attitudes are reflected by worker at-
titudes. The turnover at a club reflects the ciub
policy, or more accurately stated, lack of
policy.

Assuming now that we have everything we
need to do the job—adequate budget, etc., that
nature is kind, that we aren't plagued by
disease, insects, storm or vandals—we next need
understanding of one another’s problems and
responsibilities. The Golf Course Super-
intendents Association of America published a
brochure entitled *“The Golf Course Super-
intendent, His Qualifications, Responsibilities
and Requirements.” The USGA Green Section
has published handbooks, numerous brochures
on everything from constructing greens to
standardizing budgets. There is a wealth of
printed information available to club officials
written by experts. It is the club’s responsibility
to establish policy, and that policy should be
set up by the board of directors within the
financial structure of the budget. Lack of
direction and policy contribute to the high cost
of goif.

Today’s successful golf club will take ad-
vantage of professional services available, the
Golf Course Superintendents Association of
America, the Green Section of the United
States Golf Association, Soit Conservation Ser-
vice, U.S. Department of Agriculture, and state
university and extension services, They are
capable and willing to provide a service. Often
it is free. Work closely with your local golf
association. In Massachusetts, the Golf Associa-
tion and the Golf Course Superintendents
Association of New England work together; we
understand one another’s problems and we
communicate. We are interested in better golf
courses and in the golfing public; amateurs and
professionals, juniors and seniors. Work with
state universities or colleges. Support these
groups; they also face inflation. | think clubs
have a responsibility to support turfgrass re-
search. 1 would suggest to golf officials that
scholarships be presented to those young men
who, although not caddies, contribute equally
to the game. Those young men who work on
the golf course or in the locker room or the
kitchen at a ciub.

Consider the other person. Everyone wants
to do a good job, to be recognized, to enjoy a
better way of life. Everyone is looking for
security of one type or another. The game has
done so much for so many. | know we can do
more for golf through understanding, better
coordination and better cooperation between
those who work and those who play (and pay)
in golf!
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bership clubs not open to the general public, or
privately operated clubs which are open to
public patronage, which have two or more
employees engaged in interstate commerce, or
the production of goods for interstate com-
merce. This includes employees handling, sell-
ing or otherwise working on goods that have
been moved in or produced for commerce by
any person, and where the enterprise has an
annual gross volume of business of $250,000 or
more, exclusive of excise taxes at the retail level
which are separately stated.

In connection with this dollar volume test,
the Act has defined enterprise to mean “the
related activities performed (either through
unified operation or common control) by any
person or persons for a common business
purpose, and includes all such activities,
whether performed in one or more establish-
ments by one or more corporate or organiza-
tional units.”

If the enterprise coverage conditions are
met, all employees in the enterprise are
covered, whether or not they are individually
covered by their relationship to interstate com-
merce.

Questions have arisen as to whether golf
professionals, operating facilities at a golf club,
are independent coniractors of the kind
excluded from enterprise coverage by Section
3(r) of the Act, or whether their activities must
be inciuded as part of the enterprise. In this
regard, it has been concluded that not only are
the activities of the goif professional not
excluded from the enterprise, but his em-
ployees would be covered under enterprise
coverage to the same extent as other empioyees
of the golf club.

In computing gross annual volume of
business you must count such receipts or items
as initiation fees, charges for use of club
facilities, food and beverage sales or charges,
athletic or sporting rental fees, fees paid by
members to club professionals, lodging and
valet charges, and pro-shop sales and income.

There is an exemption provided in Section
13(a)(2) of the Act from minimum wages and
overtime pay for employees of a ‘‘retail or
service establishment.”” A retail or service
establishment is one wherein at least 75 per
cent of annual sales or services are not for resale
and are recognized as retail in the industry,
whose sales made within the state amount to
more than 50 per cent of such dollar volume,
and which is not a part of a covered enterprise
or, if in such an enterprise, has less than
$250,000 annual dollar volume of sales ex-
clusive of specified taxes. This exemption may
apply to employees of a golf club establishment
which is open to the general public, but does
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not apply to any select membership private
club.

The Section 13(a)(3) exemption from the
Act’s minimum wage and overtime pay require-
ments may also be applicable to a goif course
establishment which meets the specific tests of
seasonality of that Section, and which is used
by the public for its amusement or recreation.

To qualify for this exemption, a golf
course must be open to the general public, must
operate for no more than seven months of any
calendar year, or during the preceding calendar
year its average receipts for any six months of
such year were not more than one-third of its
average receipts for the other six months of
such year.

Another exemption of interest to you is
provided for bona fide executive, adminis-
trative, and professional employees under
Section 13(a){1). This exempts from both
minimum wage and overtime those employees
who meet the tests set forth in Regulations,
Part 541.

Briefly, thie primary duty, amount of dis-
cretion and independent judgment exercised,
degree of responsibility, amount of time spent
in non-exempt work, and salary, determine
whether or not an employee qualifies for
exemption as an executive or administrative
employee. Compensation on a salary basis at a
rate of $115 to February 1, 1971, then $125 or
more a week exclusive of board, lodging, or
other facilities is required for exemption.

The tolerance for non-exempt work is
limited to 20 per cent generally; in a retail or
service establishment it must be less than 40 per
cent. If such an empioyee spends less than the
permitted percentage of his work week in
non-exempt work, such work does not dis-
qualify him for exemption under the special
provisions of the Act and the Regulations
which apply to bona fide executive and ad-
ministrative employees.

A professional’s primary duty must be the
performance of work requiring knowledge of an
advanced type in a field of science or learning
customarily acquired by a prolonged course of
specialized instruction and study, and whose
work requires the consistent exercise of dis-
cretion and judgment in its performance. There
is a 20 per cent tolerance for work not an
essential part of and necessarily incident to his
primary responsibilities, and payment on a
salary or fee basis of not less than $130 to
February 1, 1971, and then $140 per week is
required.

There are shortened duties tests for ex-
ecutive, administrative and professional em-
ployees paid on a guaranteed salary basis of at
least $175 until February 1, 1971, and then
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$200 per week. These standards are all spelled
out in Regulations, Part 541.

The Act contains five major requirements:
minimum wage, overtime, record-keeping, child
labor, and equal pay.

The minimum wage, since February 1,
1968, has been $1.60 per hour for non-exempt
employees individually covered because of their
relationship to interstate commerce, and for all
empioyees who are enterprise covered because
the enterprise in which they are employed
meets the $1,000,000 annual dollar volume
tests.

Employees in employment not covered
before the effective date of the 1966 amend-
ments who are employed in an enterprise meet-
ing the $250,000 test or in connection with the
golfing facilities of a privately or publicly
operated hospital, school, or residential care
institution described in Section 3(s)}{4) of the
Act are entitled to a minimum of $1.45 per
hour, unless specifically exempt, and $1.60 on
February 1, 1971.

It should be pointed out that tips or
gratuities paid to employees by a third person
such as a member of the golf club, may be
counted as wages to the extent permitted under
Section 3{(m) of the Act, as explained in
Section 531.50 of our Regulations, Part 531.

Certificates authorizing payment of less
than the minimum wage, usuatly 75 per cent of
the applicable minimum wage, can be secured
from regional offices of the Wage and Hour
Division for handicapped workers or student
learners employed as part of a bona fide
vocational training program.

Insofar as caddies are concerned, a golf
course operator would be required to pay the
caddies in accordance with the monetary re-
guirements of the Act only if they are his
empioyees within the meaning of the Act's
definitions, as interpreted by the couris. Al-
though the courts have established general
guidefines for determining the existence of an
employment relationship under the definitions
of the Act, they have not, to our knowledge,
dealt with the application of these guidelines to
a factual situation involving the relationship
between caddies and golf course operators or
any comparable situation.

Caddies are engaged to serve particular
ptayers exclusively for substantial periods of
time, and their services are generally directed
by and for the benefit of the player himseif,
who is ordinarily expected to pay in one way or
another for the service they provide. The
compensation arrangements undoubtedly differ
in accordance with the policies adopted at
particular playing courses, as does the nature
and extent of control by the course operator
over the activities of the caddies. Control, in
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any event, is not the sole test of the employ-
ment relationship under the Act, which must be
determined by the total situation, viewed in
terms of economic realities rather than tech-
nical concepts. In recognition of these con-
siderations we are constrained to refrain from
the assertion of a responsibility as an employer
under the Act in the case of a golf course
operator with respect to payment of statutory
wages to caddies who work on the course.

Employees covered under the Act must be
paid in accordance with applicable overtime
pay requirements, unless specifically exempt.
Employees subject to the minimum wage must
be paid time and one-half their regular rate of
pay for all hours over 40 worked in a workweek
unless specifically exempt.

it should also be pointed out that Sections
13(b)(8) and 13(b){18) provide an exemption
from the overtime pay requirements of the Act
for employees of restaurants and certain food
service employees of retail or service establish-
ments. Information concerning these Sections
of the Act as well as any other information may
be obtained from the nearest Wage-Hour office.

In computing overtime pay, a cardinal rule
is that each workweek stands alone. To illus-
trate:—1f the maximum workweek applicable to
a given employee is 40 hours, that worker is
due overtime pay for each hour of work
exceeding the 40-hour standard in any work-
week. His hours are not to be averaged over two
or more workweeks. In other words, 35 hours
one week and 45 the next aren’t equivalent to
two 40-hour weeks. Premium pay would be due
for the five overtime hours worked during the
45-hour workweek.

As to the workweek, it need not coincide
with the calendar week, but it must be a
regularly recurring period of 168 hours consist-
ing of seven consecutive 24-hour periods.

We are frequently asked how to figure
overtime pay for non-exempt salaried em-
ptoyees. The first thing to do is to determine
the employee’s regular rate of pay, which must
at least equal the applicable minimum wage. If
the employee is paid his salary for a 40-hour
week, divide the weekly salary by 40. When he
works overtime, he must be paid for each
overtime hour not less than one and one-half
times the regular rate so obtained. This sum, of
course, is added to his salary.

What if the employee is paid a fixed salary
which is paid as straight time compensation for
all hours worked by the employee in a work-
week, and the number of hours worked
fluctuates from week to week? Such salary
arrangement is valid for straight time pay under
the Act so long as the salary is in sufficient
amount to ensure that the employee will be
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paid not less than the minimum wage for each
hour worked in the longest workweek that he
works. if the salary meets this test, the regular
rate of pay when the employee works overtime
is computed by dividing his salary by the
number of hours worked each workweek.
Naturally, the regular rate will vary from week
to week. For each overtime hour, the employee
must be paid an additional half of his regular
rate for that week, which is added to his salary.
Of course, the amount of overtime pay will
vary from week to week as the number of
overtime hours vary.

The examples | just gave are based on the
assumption that the employee receives no
compensation other than his salary.

The keeping of certain records is required
by Department of Labor Regulations, Part 516,
‘“‘Records to be Kept by Employers.’”’ There are
no particular forms for maintaining the records;
the required items are the kind firms usually
keep as a matter of good business practice. For
non-exempt employees, such items as the
following must be recorded: name, sex, address,
occupation, regular rate of pay, hours worked
each day and week, and weekly earnings.

From time to time, in various industries or
enterprises, it has been found that the term
‘“‘hours worked' is often misunderstood or
misapplied. By law, the term ‘‘employ” in-
cludes *‘to suffer or permit to work.” The Act
does not contain a definition of “work.” If an
employee is ‘“suffered” or permitted to work at
the end of his shift at his own volition, or
because he wishes to complete a particular
assignment before he leaves for the day, the
time so spent is working time. The reason for
his working beyond his regular hours is im-
material. It is the duty of management to
exercise its control and to see that no work is
performed unless it is properly compensated.

The record-keeping regulations also require
covered firms to display the official poster
where employees can readily observe it. The
poster briefly outlines the Act's major
provisions, and copies can be obtained free of
charge from any of our offices.

As to child labor, another major require-
ment, the minimum age for general occupations
under the Act is 16. Occupations declared
hazardous by the Secretary require an 18-year
minimum. Under restricted conditions, 14 and
15-year olds may work outside school hours for
a limited number of daily and weekly hours.
You can protect yourself from unintentional
violation of the taw by keeping on file an
employment or age certificate for each young
person on the club staff.

With respect to the fifth and final require-
ments of the Fair Labor Standards Act, an
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employer may not discriminate on the basis of
sex in the payment of wages. The equal pay
provisions apply to every establishment where
an employer has covered employees, and re-
quire the payment of equai rates of pay within
the establishment to men and women doing
equal work on jobs requiring equal skill, effort,
and responsibility, and which are performed
under similar working conditions.

The payment of wages at lower rates to
one sex than to the other is not prohibited
where the employer can establish that the
differential is based on a seniority system, a
merit system, a system measuring earnings by
quantity of production, or any other factor
other than sex. However, any such system must
be applied equally to men and women engaged
in work subject to the equal pay provisions.

We seek compliance through an extensive
information and education program, and by
investigations. If you are investigated, don't
assume that a complaint has been received.

Investigations are made for a variety of
reasons, all having to do with equal enforce-
ment. The same basic investigative principle, to
do only what needs to be done and no more, is
applied in all our investigations, whatever the
reason for the investigation.

While there is no requirement that advance
notice of an investigation be given, normally an
appointment will be made if time permits. If
the investigator appears at, or an appointment
is made for, an inconvenient time, an agreeable
date and time will be substituted.

in the usual case, the following steps are
taken during an investigation:

1. An opening conference is held with the
employer or his designated representative.

2. A tour of the establishment is made and
pertinent records are inspected to determine
coverage, exemption, and the status of com-
pliance.

3. A representative number of employees
are interviewed.

4. Hf necessary for completion of the
investigation, the employer may be requested
to make extensions, recomputations, or
transcriptions of records.

5. A closing conference is held with the
employer or his designated representative to
review the results of the investigation.

There are various methods for the recovery
of unpaid wages owed under the Fair Labor
Standards Act. They may be paid under super-
vision of the Administrator. In certain cir-
cumstances, the Secretary of Labor may bring
suit for back pay upon the written request of
the employee. The employee himself may sue
for back pay and an additional sum, up to the
amount of back pay, as liquidated damages,
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What are some of the sources of labor for
golf course maintenance? Because most golf
course work is seasonal, we can only appeal to
certain people. It really isn’t a problem of labor
shortage so much as it's a problem of finding
people interested in this type of work. Oc-
casionally someone with golf course training
who is between jobs or who has moved from
another area may come by, but these people are
rare.

One good source of labor is from the ranks
of college students. Many of these boys are in
turf schools and are being placed at courses
between school years. This is a limited group,
and unfortunately there are not enough to go
around. They are studying to become super-
intendents and appreciate the additional train-
ing under the guidance of a good superintend-
ent. Some of these schools are: Penn State,
Purdue, Michigan State, lllinois, Ohio State,
lowa, and several others in the East as well as
some of the schools in California. As a rule, you
have to place your request for these boys early
in the fall.

There are also the regular college students
looking for summer employment. These
students are usually available from mid June
until mid September. They usually want to quit
a few weeks early (just before Labor Day) to
take a short vacation before returning to
school. You must have some type of incentive
to keep them until after Labor Day. A smali
bonus can do the trick in some cases.

Many clubs find good workers from the
iocal high schools. If you contact the vocational
agriculture teacher or the athletic director you
can normally find a few boys who would like to
work with nature and, in the case of the
athlete, love an opportunity to work outside all
summer. Of course, these people are limited to
the times they can work. Often they can come
in after school for a few hours and on the
weekend. During the summer they can work for
three solid months. If these boys enjoy their
work, they will come back all through college.

Another good source is retarded children.
Most school systems have classes for these boys,
and they are always looking for employment.
One receives a great deal of personal satis-
faction from working with and helping these
students. They are capable of doing many jobs,
such as raking traps, mowing around trees,
trimming around fence lines, gardening, etc.
With a littie encouragement they become loyal,
hard-working men who are very proud of their
work.

We occasionally hire handicapped per-
sonnel. Most cities and the Veterans Adminis-
tration have a list of these people. One nice
thing about hiring the handicapped—they repay
you with good, hard work.
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There are several sources of ex-prison
inmates who have successfully completed re-
habilitation programs and are available for golf
course work. With proper management they
become good citizens again and fulfill a need.

Many courses in the larger metropolitan
areas have begun to hire migrant laborers,
usually Mexican Americans. They arrive in early
spring and stay until late fall. Very often the
clubs will furnish housing, which must meet
government specifications. Family ties are quite
strong. Often the entire Mexican crew may be
related in some way to one another. If one
quits or gets fired, you may lose the entire
crew. They are very hard workers and enjoy
their work.

On occasion | have used married couples
for certain work. They can make a good team
for night watering. During the installation of
our watering system, the wires for the auto-
matic controls were installed and coded by a
young married couple. It worked out very well.
She even washed our tee towels and uniforms
from time to time.

if you have a job that must be done in a
hurry, usually a temporary employment agency
can be of help. If your club uses caddies, ask
the caddie master for the names of good
workers.

When looking for a man to work as a
steady crew member for the entire season we
must use a different approach. Want ads are a
possibility. Men looking for steady employment
on a golf course are usually retired military
personnel, semi-retired businessmen, firemen,
retired farmers and drifters.

Labor Use

Now that we have found the men, how do
we keep them and how do we use them? If we
would like to do the job with fewer men, we
must become superior managers.

Properly trained peopie with the incentive
to do a good job can save labor. One good man
is worth two or more poorly trained men.

We must instill pride, and here are a few
ways to do this.

1. We must offer fair wages, hours and
working conditions. Wages must fit in
with the area you live in. It varies
quite a bit from place to place.

2. Let the men participate in decision

making.

Give them economic security.

. There must be opportunity for ad-

vancement and self-improvement.

5. We have to make the men feel that
their individual accomplishments are
significant and worthwhile.

6. We have to create a positive group
feeling.

Pw

USGA GREEN SECTION RECORD



























or two to record will provide pieces to a large
picture puzzle—a picture that is completed by
one complete season or annual cycle. (See log
and record charts).

The foundation of this record system is
based upon the Employee’s Daily Operation and
Maintenance Log. It is here that the worker
enters the basic elements of information re-
quired for this record system.

The Monthly Labor Utilization and the
Monthly Equipment Utilization forms con-
solidate all the daily totals of labor and
equipment hours used in performing specific
tasks, and reflect the daily totals to come up
with the monthly totals.

The Annual Labor Utilization and the
Annual Equipment Utilization forms reflect all
the monthly totals gathered from the monthly
forms and show the annual total of labor and
equipment hours, as well as each specific area
where labor and equipment were utilized and
the processes that were performed.

The annual forms are the simplest to
complete and the most indicative of your
overaltl golf course operation. You can tell at a
glance when you have fertilized or sprayed,
watered or aerified, together with a man hour
figure that tells you the cost of any specific
operation, or the equipment used in performing
these tasks.

The preventive maintenance requirements
are geared to this information gathered from
these forms. This data that indicated the total
hours of operation for each item of equipment
enables the superintendent to forecast engine
overhaul requirements and specific schedule
maintenance in accordance with factory recom-
mendations, as well as your projected equip-
ment replacement program.

It also enables you to review items of
equipment that have not been used to deter-
mine if the lack of hours was due to lengthy
down-time, or because of an inferior product or
a change of requirements.

Those items that show a high usage factor
may warrant the purchase of a more efficient
machine that may pay for itself due to less man
hours utilized in accomplishing the same task.

The seasonal needs and usage of specific
equipment are apparent, and this information is
used to schedule equipment for scheduled
maintenance, and also when these items can be
serviced for storage to prevent deterioration
because of idle equipment. The frequency of
use determines the frequency and type of
service your equipment should receive.

The Annual Labor Utilization together
with the Annual Equipment forms provide a
composite picture record of your complete
operation. It is a tool that you can use to
convince your green committee in any area
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where they may need convincing. Qur green
committee chairman showed his confidence in
our judgment by authorizing the purchase of a
triplex for greens mowing. Initially we
speculated on this new labor saving machine,
but now our records attest to the wisdom of his
decision by showing the man-hours saved.

At Avalon and Avalon Lakes we can read
the weather from the Annual Equipment
Utilization forms. When our lift-pump is used
to lower the lake level, it shows that we had
rain. When the irrigation equipment is recorded,
it shows the need for offsetting a dry spell.
These items of information are interesting and
useful, but the basic document that feeds the
information to this form, the Operator’s Daily
Operation and Maintenance Log is the founda-
tion of the entire record and maintenance
system. It is here that we deal with the most
important and critical element of any main-
tenance program—the operator and his equip-
ment.

It is here that the superintendent can check
for work progress and problem areas. He can
tell whether the employee was or was not
working efficiently. He can also see if the
mechanics have responded to the mechanical
difficulties noted. 1t assigns direct responsibility
for your equipment to the operator and
minimizes unreported maintenance problems. If
used properly, it will assist you greatly in doing
something about the ‘‘whether”—whether you
will be ready to go when conditions warrant.

The Employee’s Daily Log is the onty form
that requires explanation to the employee.
Actually, there is only one column that requires
any real explanation and that is the ‘“Job Code"
column. In order to identify a specific job, a
job code number has been assigned. A four digit
number is used. The first two digits are assigned
to specific areas. We have assigned numbers in
order of priorities and frequency of use. Ex-
ample—the name of the golf game is *‘greens”
so the area of greens has been assigned *‘01."”
The process performed with the greatest
frequency is mowing, cutting and trimming, so
this process has also been assigned ““01.”” The
combination of both numbers makes up the job
code. 0101 denotes that the greens have been
mowed; 0103—changing cups on the green;
0105—watering greens, etc. The system is best
understood by looking at the job identification
list. The Job Code Identification List is posted
in an area that the employees use for record-
ing equipment used and work performed.

To give the system additional flexibility, a
double “00" is provided so the employee may
add in the ‘“remarks’ column any area or
process not listed. This enables the super-
intendent to add, if he deems necessary, the
new process or area noted. All other columns
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