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INTRODUCTION
The adage, ignorance of the law is no excuse, certainly applies to Ohio
farm employers and employees. However, they face an increasingly complex set
of regulations affecting farm employment. There are both federal and state
farm labor regulations; thus both federal and state agencies are involved.
Some labor regulations are long standing and well understood. Others are new
or continually changing and are not well understood. Some regulations affect
few farm employers and employees while others affect all farm.employment. Some
regulations do not affect farm employment, but publicity about possible extension to farm employment leaves much doubt about current coverage.
No single source of information or single document covers all farm labor
regulations affecting Ohio farm employment. Both employers and employees have
had to search for answers to even their basic labor questions from several different federal and state agency offices and extension personnel. This handbook
is intended to fill the information void. The specific objective is to provide
information about all major labor regulations in one reference source. Through
the handbook, an individual employer or employee should be able to obtain answers to most questions and have a basis for determining if the responsible
agency should be contacted for more detailed information.
This handbook provides summary information about labor regulations. The
usefulness of the handbook will be determined .not by the authors but by those
currently or potentially influenced by the regulations. The handbook is neither
a defense nor criticism of any regulation. It simply provides information; the
responsibility for its use in acting within the regulations or working to change
the regulations is left to Ohio's employers and employees and others interested
in improving farm employment conditions.
There are several important cautions for users of the handbook. It is not
an official interpretation of any regulation or law. Our summary information
does not have weight of law. A representative of the responsible agency has
reviewed each section. However, the user of the handbook assumes responsibility
for any actions taken on the basis of information in it. Furthermore, new legislation and court decisions regularly modify labor regulations. Consequently,
the information cannot be guaranteed to be current after June, 1980 .
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SUMMARY OF
AGRICULTURAL EMPLOYER COVERAGE PROVISIONS
This summary of agricultural employer coverage prov1s1ons is intended as a
very general guideline for identifying those sections of the handbook which may
apply to an individual employer. It should only be used to identify those sections of· the handbook to be studied in more detail. In some cases, there are ·
specific exemptions and provisions which make the coverage different for particular employers from that stated in this summary.

Item

Page of
Detailed
Coverage
Discussion

Employer Coverage

1.

Ohio Workers'
Compensation Law

1

Employ one or more workers

2.

Federal Minimum
Wage Law

7

Employ more than 500 man-days of
labor in any calendar quarter
of the preceding year

3.

Employment of
Minors

4.

OSHA

25

Employ 11 or more workers at any
time during the year but every
employer must report an employee
death to OSHA

5.

Unemployment
Insurance

33

Employ 10 or more workers in each
of 20 or more weeks in the
current or previous calendar year

Employ one
18 years
or under
(federal

15, 18, 19

or more minors under
of age (state laws)
16 years of age
laws)

or
Pay $20,000 or more in cash wages
in any calendar quarter of the ·
current or preceding year
6.

Federal Income
Tax Withholding

41

Withholding is permitted but not
required

7.

Ohio Income Tax
Withholding

43

Withholding is permitted but not
required

vi

8.

Social Security
Employee Taxes.

47

Employ one or more workers who:
received $150 or more in
cash wages during the calendar
year
or
performed agricultural labor
on the farm for 20 or more
days during the calendar year
for cash wages

9.

New Jobs Tax Credit

51

Increase the total wages paid
employees

10.

Civil Rights
Regulations

57

Federal - employ 15 or more workers
State
- employ 4 or more workers

11.

Migrant Labor Camp
Regulations

12.

Farm Labor Contractor
Registration Act

65

Recruit, solicit, hire, furnish,
or transport, for a fee, any
number of workers

13.

Federal Motor Carrier
Safety Regulations

69

Transport three or more migrant
farm workers more than 75 miles
and across a state line

14.

Alien Worker Employment

X

No specific employer coverage
provisions

15.

Retirement Plans for
Employees

X

No specific employer coverage
provisions

16.

Employer-employee
Collective Bargaining

X

No specific employer coverage
provisions

59' 62' 63

vii

Provide temporary housing for
employees in an agricultural
labor camp

OHIO WORKERS' COMPENSATION LAW
OBJECTIVE
Workers' Compensation is an insurance system that provides protection for
workers who are injured on the job, and it frees the employer from liability
for such injuries.
COVERAGE
Every person, firm and private corporation that hires one or more (full or
part-time) workers in its regular business, regardless of the amount paid, is
required by law to carry Workers' Compensation Insurance with the State·of Ohio.
Also included are household workers who earn $160.00 or more in cash in any
calendar quarter from a single household and casual workers who earn $160.00 or
more in any calendar quarter from a single employer.
An employee-employer relationship exists where there is a contract of hire
between the two parties. The contract may be written or oral. It may be expressed or implied from the circumstances.
An independent contractor hired by a farmer is not considered to be an employee nor are any other workers who might be working with the contractor.
However, the farmer should make sure the contractor carries Workers' Compensation Insurance on himself and his employees to avoid becoming involved as a
prime employer if an injury should occur.

Under the revised Workers' Compensation Law, members of the fami~y must be.
covered where there is a definite employer-employee relationship. The empl~yer
or members of a partnership can also secure coverage and receive all of the
benefits, but the commission must be given written notice naming the employer
or partners to be covered.
When two farmers agree to exchange labor, they usually do not consider
themselves employers and often do not consider what the consequences of an injury could be. However, if an injury does occur, the neighbor could file for
compensation. Then it would be up to the Bureau of Workers' Compensation to
decide if the claim should be allowed. If it is allowed, the employer farmer
who has Workers' Compensation Insurance is protected. The safest thing to do
is for the farmers to agree on the value of the services and report that value
for premium payment. Then both are protected. The value of exchange labor can
most appropriately be determined by the prevailing hourly wage for farm labor.
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EMPLOYER PROVISIONS
Initiating and Maintaining Coverage
Prospective agricultural employers desiring coverage should write to the
Underwriting Section, Bureau of Workers' Compensation, 246 North High Street,
Columbus, Ohio, 43215, or contact personally or write to any of the District
Offices listed in this section. Information is also available from the
Cooperative Extension Service and Farm Bureau offices.
The prospective employer will be given an application form on which he
must describe the nature of his business in detail. The Bureau then assigns
the applicable classification(s) of employment from the many classifications
listed. When completing the original application, a $10.00 check, made out to
Treasurer, State of Ohio, must be included. Coverage will become effective the
date the application and check are received by the Bureau.
When the coverage is established, the employer is then asked to make an
estimate of payroll for eight months. The Bureau applies the proper rate, based
on each $100.00 of payroll estimated, and bills the employer-for that amount.
This advance deposit insures coverage during the six month period plus a two
month grace period for reporting actual premium. If the payroll, as originally
estimated, varies from the actual payroll submitted at the regular reporting
period, then the advance deposit is adjusted accordingly.
The Bureau operates on a.fiscal year of July 1 to June 30 for premium purposes. In June and December of each year, the Bureau sends out payroll reports
to be completed by the employer. Each payroll report contains the assigned
manual classifications and rates and is for the previous six months. Coverage
will lapse if premiums are not paid by March 1 and September 1. Employers should
be prompt with their payroll reports to alleviate any problems in accounting and
possible lapse of coverage.
The rate in each classification is determined by the frequency and severity
of accidents in that classification. Rates are revised on July 1 of each year.
There is also a minimum administrative cost charged as a part of the rate. This
cost is computed at a rate of .095¢ per each $100.00 of payroll or a m1n1mum of
$3.00. In addition to the payroll premium and administrative costs included in
the rate, there is also included a 5¢ per $100.00 of payroll for Disabled
Workers' Relief Fund.
The majority of farm operations will be classified as 0006-General Farming,
and employers will pay on that rate. Some, however, may be able to take advantage of other specialized farm labor rate classifications, either due to change
in operations or an awareness of different classifications available. Some of
the specialized farm labor rate classifications may reduce costs involved. If
an employer feels that his farm or .agricultural operation can justify more than
one rate classification, he should request a rating inspection from his nearest
Workers' Compensation underwriter. Following this request, an underwriter will
visit the operation during the time when the employer has workers actively working at the task subject to inspection and possible reclassification.· Once the
inspection has been made, the request will be evaluated and the employer will be
notified of the decision. Employers interested in different rate classifications
or possible reclassification of an operation need to be aware of the necessity
for segregation of not only the labor force but also documented segregation of
their payrolls. For more information on the procedures involved, visit the
nearest Workers' Compensation office underwriting section.
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In periods of no payroll, the employer must still file a payroll report,
in this instance marking it "no payroll this.period," and submit the $3.00
minimum administrative cost if he expects his coverage to continue.
Other Factors for Consideration
An·employer who does not carry Workers' Compensation could suffer severe
financial loss. A farm worker who is injured may sue his employer and recover
any proven damages. Or he may elect to file a claim under the Workers' Compensation Law, in which case the employer is liable for the full amount of the
award that is made. In addition, the employer will be liable for all of the
premium that be should have paid, together with penalties provided in the law.
The employer should not permit a child under 18 years of age to work in
those jobs prohibited in Section 4109.12, Ohio Revised Code. The employer
should also be aware of the restrictions involved in hiring 14 and 15 year olds
to operate tractors and farm equipment. Both of the above mentioned youth labor
restrictions can become a significant factor in the event of an lnJury or
fatality to a youthful employee. (See the Employment of Minors section of this
handbook.).
The employer should make sure that an injured worker receives prompt medical attention. The employer should advise the physician that a claim will be
filed with the Bureau of Workers' Compensation. The employer should also assist
the injured worker in preparing the claim application which should be filed
within the week following the injury. The employer is required to keep on hand
a supply of claim applications which are available without charge from any
Workers' Compensation office.
EMPLOYEE PROVISIONS
If an employee is injured while on the job, he should report this injury
immediately to his employer. He should then go to the doctor of his choice.
Be sure to inform the doctor that it is an industrial accident. A claim form
should be secured from the employer, completed and filed with the Bureau of
Workers' Compensation for payment. All claims must be filed within two years
of the injury in order to be valid.
Benefits are paid to employees who sustain injuries in the course of and
arising out of their employment, provided the injury was not purposely selfinflicted. The injury must occur while the employee is performing some duty
for the employer. The injury must have a direct relationship to the employment
to be compensable. Benefits are also paid to employees who contract a disease
which is peculiar to the occupation and to which they are not ordinarily subjected or exposed other than the actual period of employment. Benefits are
paid to dependents of workers whose deaths are directly caused by an injury or
occupational disease compensable under the act.
Detailed compensation, benefits and claim information for employees is
available from any of the Workers' Compensation offices listed in this section.
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RESPONSIBLE AGENCY
This is an Ohio law administered by the Bureau of Workers' Compensation.
For further information contact the district office of the Bureau of Workers'
Compensation in your area.
680 E. Market Street
Akron, Ohio 44304
Counties Served:
Summit, Portage, Medina
855 National Road
Bridgeport, Ohio 43912
Counties Served: Belmont,
Monroe, Jefferson, Harrison
Eagles Building
601 Market Avenue, South
Canton, Ohio 44702
Counties Served: Stark, Wayne,
Holmes, Tuscarawas, Carroll
Knott Building, Room 303
40 South Main Street
Dayton, Ohio 45402
Counties Served: Hontgomery,
Darke, Preble, Miami, Shelby
114~ North West Street
P. 0. Box P
Lima, Ohio 45801
Counties Served: Allen, Paulding,
Putnam, Van Wert, Auglaize,
Mercer, Hardin, Hancock

1225 West Hunter Street
Logan, Ohio 43138
Counties Served: Athens, Meigs,
Gallia, Hocking, Vinton, Jackson,
Fairfield
Zwelling Building, 4th Floor
.421 Main Street
Zanesville, Ohio 43701
Counties Served: Muskingum,
Guernsey, Perry, Morgan,
Washington, Noble, Coshocton
5650 W. Central Avenue
Toledo, Ohio 43615
Counties Served: Lucas,
Ottawa, Wood, Fulton, Henry,
Defiance, Sandusky, Williams
Note map on last page of this section.

One Hundred East Eighth Building
100 East Eighth Street
Cincinnati, Ohio 45202
Counties Served: Hamilton,
Clermont, Brown
Perry Payne Building
740 Superior Avenue West
Cleveland, Ohio 44113
Counties Served: Cuyahoga,
Lorain, Lake, Geauga
Ohio Dept. Building, Rm. 404
65 South Front Street
Columbus, Ohio 43215
Counties Served: Franklin,
Delaware~ Union, Licking,
Madison, Pickaway, Ross, Fayette
202 Monument Street
Hamilton, Ohio 45011
Counties Served: Butler,
Warren, Clinton
1054 Park Avenue West
Mansfield, Ohio 44906
Counties Served: Richland,
Ashland, Erie, Huron, Knox,
Morrow, Crawford, Marion,
Seneca, Wyandot
724 Findlay Street
Portsmouth, Ohio 45662
Counties Served: Scioto,
Highland, Adams, Lawrence,
Pike
505 McAdams Building
31 East High Street
Springfield, Ohio 45502
Counties Served: Logan,
Champaign, Clark, Greene
5212 Mahoning Avenue
Austintown, Ohio 44515
Counties Served: Mahoning,
Trumbull, Columbiana, Ashtabula
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District Offices and Counties Served,
Ohio Bureau of Workers' Compensation
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FEDERAL MINIMUM WAGE LAW
OBJECTIVE
Federal minimum wage standards are established in the Fair Labor Standards
Act of 1938, As Amended. This act also establishes overtime pay, equal pay,
recordkeeping, and child labor standards for cove.red employment unless a specific exemption exists. The objective of the act is .to establish fair labor
standards in employment in and affecting interstate commerce. The act is specifically concerned with the maintenance of the minimum standard of living
necessary for health, efficiency, and general well-being of workers.
The child labor provisions of the act are discussed in another section of
this handbook. This section is concerned with the minimum wage and related
provisions of the act. The Fair Labor Standards Act As Amended includes separate standards and some exemptions for agricultural employment. Only the agricultural employment provisions are discussed here.
COVERAGE
Agricultural employers who use more than 500 man-days of labor in any calendar quarter of the preceding year must pay at least the minimum wage. The
act exempts all other agricultural employers from the minimum wage provisions.
EMPLOYER PROVISIONS
Minimum Wage
Beginning January 1, 1978, the minimum wage for farm workers covered-by
the act is $2.65 an hour. This minimum will increase to
$2.90 an hour beginning January 1, 1979,
$3.10 an hour beginning January 1, 1980,
$3.35 an hour beginning January 1, 1981.
Workers paid.on a weekly, monthly, or piece-rate basis are also covered
by the act. The hourly rate for an employee paid a salary for a regular or
specified number of hours a week is obtained by dividing the salary by the
number of hours. The hourly rate of pay for an employee paid on a piece-rate
or piece-work basis is obtained by dividing the total weekly earnings by the
total number of hours worked in the same week.
Wages which are required. by the act are due on the regular pay day for
the pay period covered.
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500 Man-Day Test
Employers who use more than 500 man-days of labor in any calendar quarter
of the preceding year must pay the minimum wage. A "man-day" is any day during
which an employee performs agricultural labor for at least one hour. Five hundred man-days is approximately equivalent to seven employees employed full-time
in a calendar quarter (7 employees X 5.5 days per week X 13 weeks= 500.5 days).
If the employer did not employ more than 500 man-days of agricultural
labor in any quarter of the preceding calendar year, his agricultural employees
are exempt from the minimum wage provisions of the act for the entire following
calendar year.
All employees except members of the employer's immediate family are included in the 500 man-day test. If the employer is a corporation, there are
no family exemptions.
Exemptions
The minimum wage provisions of the act do not apply to certain exempt employees. They are:
1.

Employees who are members of the employer's immediate family.
employer is a corporation, there are no family exemptions.

If the

2.

Hand· harvest workers who commute daily from their permanent residence,
are paid on a piece-rate basis for work generally recognized as piecerate work, and were employed in agriculture less than 13 weeks during
the preceding calendar year.

3.

An employee who is 16 years of age or under, employed as a hand-har-

vest laborer beyond commuting distance from his permanent home on the·
same farm where his parent or person standing in the place of his
parent is employed, and paid on a piece-rate basis at the same rate
as employees over age 16 on the same farm.
4.

Employees principally engaged in the range production of livestock.
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Perquisites
The value of housing, board, other facilities and items_provided employees
may be added to the cash wages paid a worker in the determination of total com~
pensation. Consequently, an employer would be in compliance with the act if
cash wages were less than the minimum hourly requirement, but the difference
was made up through perquisites.
The value placed on a perquisite is usually the reasonable cost to the employer of providing the perquisite. The total value may include the cost of
operation and maintenance, including depreciation and interest. Fair rental
value also can be used in some cases where housing or a garden plot is furnished.
The employee must receive the benefits of the facility for which he is
being charged and his acceptance of the facility must be voluntary. The perquisites must be offered for the benefit of the employee and not for the benefit
or convenience of the employer.
Employers should contact the nearest Wage and Hour Division of the U. S.
Department of Labor for more detailed information concerning individual situations.
Overtime Pay
The law does not require overtime pay for farm workers.
Student Wages
Full-time students may be employed at rates lower than the minimum required
for other farm workers. The wage paid these full-time students must be no less
than 85 percent of the minimum wage otherwise applicable. The maximum number of
full-time students which can be employed on any workday at the subminimum wage·
is 6. These students employed at subminimum rates can work no more than 8 hours
per day, 20 hours per week during school weeks, and 40 hours per week during
summer months. Employers must obtain a Full-time Student Certificate if student
employees are to be paid less than the minimum wage. These certificates are
available from the regional office of the U. S. Department of Labor. The address
is:
Wage-Hour Division, Section 14
Special Minimum Wage Programs
230 South Dearborn Street, 16th Floor
Chicago, Illinois 60604
Handicapped Workers
There are. special provisions in the law relating to minimum wage requirements for handicapped workers. Employers may obtain information concerning
these provisions from local offices of the U. S. Department of Labor.
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Recordkeeping
Payroll records containing the following information with respect to. each
worker subject to the minimum wage must be kept:.·
1.

Name in full and home address

2.

Sex and occupation in which employed

3.

Birthdate (if under 19 years of age)

4.

Number of man-days worked each week or each month

5.

Time of day and day of week when workweek begins

6.

Basis on which wages are paid (for example, per hour)

7.

Hours worked each workday and total hours worked each workweek

8.

Total daily or weekly earnings

9.

Total additions to or deductions from wages paid each pay period

10.

Total

11.

Date of payment and pay period covered by payment

wa~es

paid each pay period

Only items (1) and (2) are required for employees who qualify for exemption from the minimum wage as members of the employer's immediate family.
Items (1), (2), (3), and (4) need be maintained for those hand harvest
laborers exempt from minimum wage provisions as explained under exemption&
earlier in this section of the handbook.
These regulations do not prescribe a special form of record nor are any
reports necessary. Records kept for other purposes will suffice if they contain the necessary information.
These recordkeeping requirements do not apply to an employer not subject
to the act as determined by the 500 man-day test. However, an employer with
nearly 500 man-days of labor in a calendar quarter should have a record of the
number of man-days worked each week or each month by each employee. Such a
record will provide an employer a basis for proving he is not subject to the
act.
Poster

An official poster containing a "Notice to Employees," furnished by the
Wage and Hour Division of the Department of Labor, must be posted where employees can readily see it. This poster contains basic information about the act.
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EMPLOYEE PROVISIONS
There are several methods available to .employees for recovering unpaid
minimum wages:
1.

The Wage and Hour Division of the U. S. Department of Labor may
supervise payment of back wages.

2.

The Secretary of Labor may bring suit for back wages and an equal
amount as liquidated damages.

3.

An employee may file a private suit for back pay. and an equal
amount as liquidated damages, plus attorney's.fees and court costs.

4.

The Secretary may obtain an injunction to restrain any person from
violating the law, including the unlawful withholding of proper
minimum wage compensation.

A two-year statute of limitations applies to the recovery of back pay,
except in the case of willful violation, in which case a three-year statute
applies.
RESPONSIBLE AGENCY
The Wage and Hour Division of the U. S. Department of Labor is responsible
for the minimum wage provisions of the act. Ohio area offices of the Division
are:
Akron:

Room 425, Federal Office Building
2 South Main Street, Akron 44308
Phone: 216/375-5820

Cincinnati:

Room 1010, Federal Office Building
500 Main Street, Cincinnati 45202
Phone: 513/684-2942

Cleveland:

Room 817, Federal Office Building
1240 East 9th Street, Cleveland 44199
Phone: 216/52-2-3892

Columbus;

Room 646, Federal Office Building
200 North High Street, Columbus 43215
Phone: 614/469-5677

Note map on last page of this section for counties served by each area
office.
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SPECIAL NOTES
1.

2.

Ohio Minimum Wage Law - ~here is an Ohio Minimum Wage Law. However,
for agricultural employers, the federal and state minimum wage provisions are the same. Therefore, if an employer is in compliance with
the federal law, he will also be in compliance with the state law.
Sugar .Act of 1948 - The Sugar Act of 1948 has expired. Therefore,
there are no separate wage requirements for workers employed in pro. ducing, cultivating, or harvesting sugarbeets.
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EMPLOYMENT· OF MINORS
INTRODUCTORY NOTE
This section of the Handbook is concerned with the federal and state laws
concerned specifically with the employment of minors in agriculture. There are
three areas covered by the discussion:
1.

The Federal Fair Labor Standards Act provisions for child labor.
The child labor section of this act is concerned with ages at
which minors can be employed.

2.

Jobs in agriculture declared hazardous by the U. S. Secretary of
Labor and the associated employment restrictions for minors.

3.

Jobs in agriculture prohibited by Ohio Code.

These three areas are closely related, but there are separate regulations
for each area affecting employment of minors.
OBJECTIVES
The objectives of the laws and regulations affecting employment of minors
are to provide for the health, safety, and welfare of employed youths and to
prevent their exposure to certain hazardous jobs.
COVERAGE
Employment of minors under age 16 is subject to federal requirements set
by the Fair Labor Standards Act, most recently amended in 1977. The requirements for agriculture are fewer than .those for other industries. Employment of
children by their parents or by persons standing in the place of their parents
on a farm owned or operated by such parent or person is exempt from the act.
There are some other specific exemptions to coverage as discussed in the employer provisions section below.
Effective June 6, 1978, the U. S. Secretary of Labor declared certain jobs
in agriculture hazardous for the employment of children under the age of 16
years. The same exemption for children employed by their parents or by persons
standing in the place of parents discussed in the previous paragraph applies to
hazardous occupation regulations. There are also specific exemptions for youth
having completed a tractor and farm machinery certification course. This course
is conducted by extension agents and/or vocational agriculture teachers. There
are also exemptions for student-learners enrolled in a vocational education
training program in agriculture.
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In addition to the federal hazardous occupation regulations, there are
applicable state regulations. The Ohio Revised Code (Section 4109.12) prohibits minors under 18 from certain jobs related to agriculture. All of the
following are exempt from these state hazardous occupation regulatio~s:
1.

a child who has graduated from an accredited high school;

2.

a child who has completed a State Department of Education approved
vocation or special education program operated by the Ohio Youth
Commission;

3.

a child who is employed or permitted to work on a farm operated by
his parent, grandparent, or guardian where· the child is a member
of the guardian's household.

A child is not exempt if he resides in an agricultural labor camp.
There are other sections of the Ohio Revised Code concerned with employment of minors, working conditions, hours· of employment, and minimum wage requirements". However, there is an exemption from all of these state regulations
for minors employed on farms. (See Special Note at the end of this section of
the handbook concerned with expected changes in the state child labor laws.)
EMPLOYER-EMPLOYEE PROVISIONS·
Federal Child Labor Regulations from Fair Labor Standards Act
There are no regulations in the Fair Labor Standards Act affecting children ages 16 and above.
Children 14 and 15 can be employed in any non-hazardous agricultural
occupation outside school. hours.
Children under 14 may be employed in agriculture' if one or more of the
following conditions are met:
a.

If child is 12 or 13, employed'outside school hours, and one of
the. following:
1.

written consent. of his parents (or a person standing in the
place of the parents).
or

2.

employment on the same farm where his parents are employed
(or a person standing in the place of the parents).
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b.

If child is less than 12, one of the following:
1.

if child is employed by his parents (or a person standing in
place of his parents) on a farm owned and/or operated by his
parents.

2.

if child is employed with the parents' written consent and on
a farm that is exempt from minimum wage and equal pay under
the 500 man-day test (see minimum wage section of this handbook).

The Secretary of Labor is authorized by the act to grant a waiver from
these employment restrictions for children ages 10 and 11. The children must
be employed as hand harvesters in an agricultural operation .which has been,
and is customarily paid on a piece-rate basis. The employment of the children
cannot be for more than 8 weeks in any calendar quarter. An employer or group
of employers may apply to the Secretary for the waiver. The Secretary may not
issue a waiver unless data are provided by the applicant to demonstrate that:
1.

the crop to be harvested is one with a particularly short harvesting
season;

2.

the child labor provisions of the act would cause severe economic
disruption in the industry;

3.

the employment of the children would not be deleterious to their
health or well-being;

4.

the level and type of pesticides and other chemicals used would
not have an adverse effect on the health of the children;

5.

individuals age 12 and above are not available to harvest the crop.;

6.

children under 12 years of age have been traditionally and substantially employed in the industry without displacing substantial
job opportunities for individuals over 16 years of age.

If the Secretary grants a waiver, it shall require that the children:
1.

be employed outside of local school hours;

2.

must commute daily from their permanent residence to the farm
where employed;

3.

be employed for not more than 13 weeks between June 1 and October 15
of any calendar year and in accordance with any other terms prescribed
by the Secretary.

For each violation of the child labor provisions of the Fair Labor Standards Act, employers may be subject to a civil money penalty of up to $1,000.
Willful violation and offenses after conviction for a similar offense can result in fines up to $10,000, up to 6 months imprisonment, or both.
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Hazardous Occupations in Agriculture
(Federal Regulation)
The employer is prohibited from hiring children under 16 years of age in
those jobs declared hazardous by the U. S. Department of Labor unless they have
successfully completed the 4-H or vocational agriculture certification program
or qualify under the student-learner exemption. Jobs designated as hazardous
to youth under 16 years of age include:
1.

Operating a tractor of more than 20 PTO horsepower, or connecting
or disconnecting an implement or any of its parts to or from such
a tractor.

2.

Operating or assisting to operate (including starting, stopping,
adjusting, feeding, or any other activity involving physical contact associated with the operation) any of the following machines:
(a) corn picker, cotton picker, grain combine, hay mower,
forage harvester, hay baler, potato digger, or mobile
pea viner;
(b) feed grinder, crop dryer, forage blower, auger conveyor,
or the unloading mechanism of a non-gravity-type selfunloading wagon or trailer;
(c) power post-hole digger, power post driver, or non-walking
type rotary tiller.

3.

Operating or assisting to operate (including starting, stopping,
adjusting, feeding, or any other activity involving physical contact associated with the operation) any of the following machines:
trencher or earthmoving equipment; fork lift; potato combine; or
power-driven circular, band, or chain saw.

4.

Working on a farm in a yard, pen, or stall occupied by a: bull,
boar, or stud horse maintained for breeding purposes; or sow with
suckling pigs, or cow with newborn calf (with umbilical cord present).

5.

Felling, bucking, skidding, loading, or unloading timber with butt
diameter of more than 6 inches .

. 6.

Working from a ladder or scaffold (painting, repa1r1ng, -or building
structures, pruning trees, picking fruit, etc.) at a height of more
than 20 feet.

7.

Driving a bus, truck, or automobile when transporting passengers,
or riding on a tractor as a passenger or helper.

8.

Working inside a fruit, forage, or grain storage facility designed
to retain an oxygen deficient or toxic atmosphere; an upright silo
within 2 weeks after silage has been added or when a top unloading
device is in operating position; a manure pit; or a horizontal silo
while operating a tractor for packing purposes.
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9.

Handling or applying (including cleaning or decontaminating equipment, disposal or return of empty containers, or serving as a flagman for aircraft applying) agricultural chemicals classified under.
the Federal Insecticide, Fungicide, and Rodenticide Act (7 U.S.C.
135 et seq.) as Category I of toxicity identified by the word
"poison" and the "skull and crossbones" on the label; or Category
II of toxicity, identified by the word "warning".on the label.

10.

Handling or using a blasting agent, including but not limited t·o
dynamite, black powder, sensitized ammonium nitrate, blasting caps,
and primer cord.

11.

Transporting, transferring, or applying·anhydrous ammonia.

Youth aged 14-15 having completed training and receiving certification in
a bona fide 4-H or FFA tractor operator course (Item I above) and.machinery
operator course (Item 2 above) can apply for and accept employment relating to
these two areas within the limits indicated in Items 1 and 2. Training programs
are offered annually, usually in.late winter or early spring.
NOTE: There are no certificate training programs for those tasks listed in
Items 3 through 11, and employment of youth under 16 years of age is prohibited
for these jobs.
Employers should check the specific level of certification that a prospective youthful employee (age 14 or 15) has documented on his certificate. If,
for example, the youth has been certified for only Item #1 as indicated above,
then he cannot be hired to do tasks listed in Item #2.
Employers are responsible for instructing employees on safe and proper
operation of equipment. The employer is also required to supervise work where..
feasible and make midmorning and midafternoon checks where field work is involved. Copy of the certification is to be maintained by the employee and a
copy also is provided to employer to keep on file.
Jobs Prohibited by Ohio Code
The Ohio Revised Code prohibits minors under 18 from certain jobs relating
to agriculture. These prohibited jobs are not necessarily the same as those
termed hazardous occupations in agriculture in the federal regulations. It
should also be noted that the federal hazardous occupations apply to minors
under 16 year.s of age while the Ohio regulations for prohibited jobs apply to
minors under 18. Unles$ specifically exempted as explained in the coverage
section above, no child under 18 shall be employed or permitted to work:
1.

In the outside erection and repair of electric wires.

2.

In the running or management of elevators, lifts or hoisting machines
of more than one ton capacity unless such employment is incidental to
a bona fide program of vocational cooperative training or special education training which meets the standards of the State Board of Education.

3.

In oiling or cleaning machinery in motion.
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4.

In the operation of emery wheels or any abrasive, polishing or buffing
wheel, where articles of the basic metals or iridium are manufactured
unless such employment is incidental to a bona fide program of vocational cooperative training or special education training which meets
the standards of the State Board of Education and operates under the
supervision of the public school.

5.

In the operation of power-driven woodworking machines or of powerdriven machines used for rolling, pressing, milling, punching, bending,
hammering, or shearing metal, unless such employment is incidental to
apprentice training, under the direction and supervision of. an instructor as a necessary part of such apprentice training, and is carried on
in accordance with a written apprenticeship agreement that. has been
approved by the Ohio State Apprenticeship Council or the Department of
Education or unless such employment is incidental to a bona fide program of vocational cooperative training or special education training
which meets the standards of the State Board of Education.

6.

In the operation of motor vehicles and work as a helper thereon except
the following:
(a) Farm tractors and self-propelled farm equipment.
(b) Farm trucks operated by a child with the permission of his
parent or guardian.
(c) Motor vehicles operated in connection with employment which is
incidental to a bona fide program of vocational cooperative or
special education training which meets the standards of the
State Board of Education.
(d) Operation of automobiles or trucks not exceeding 6,000 pounds
gross vehicle weight if such driving is restricted to daylight
hours on private premises of his employer, and is incidental
to the child's employment for other purposes, provided the
child holds a state license valid for the type of driving involved in the job which he performs, has completed a stateapproved driver education course and that the vehicle is
equipped with a seat belt or similar device for the driver
and each helper, and that the employer has instructed each
child in the use thereof. This subdivision is not applicable
to any occupation of motor vehicle driver which involves the
towing of vehicles or the operation of motor vehicles on any
public road or highway.

7.

In an occupation involving exposure to toxic or noxious dust, gases,
vapors, or fumes in injurious quantities (could include anhydrous
ammonia).

8.

In logging or sawmill operations.
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RECORDKEEPING
Employers of minors under 16 years of.age must maintain and preserve records
containing the following data about each minor employed:
1.

Name in full.

2.

Place where the minor lives while employed. If the minor's permanent
address is elsewhere, both addresses should be given.

3.

Date of birth.

4.

Evidence in writing of any required consent from parent or person
standing in place of the parent.

The employment of one's own children is exempt from these recordkeeping
requirements.
RESPONSIBLE AGENCIES
The agency responsible for enforcement of the Federal Child Labor Laws
and Federal Hazardous Occupation.Regulations is the U. S. Department of Labor,
Wage and Hour Division. Area.offices in Ohio are:
Cincinnati:

Room 1010, Federal Office Bldg.
550 Main St., Cincinnati 45202
Phone: 513/684-2942

Cleveland:

Room 817, Federal Office Bldg.
1240 East 9th St., Cleveland 44199
Phone: 216/522-3892

Columbus:

Room 646, Federal Office Bldg.
200 N. High St., Columbus 43215
Phone: 614/469-5677 ·

Akron:

Room 425, Federal Office Bldg.
2 South Main St., Akron 44308
Phone: 216-375-5820

Note map on last page of this section for counties served by each area
office.
The state agency responsible for enforcement of the Ohio Code as it relates to prohibited jobs for minors is the:
Division of Women, Minors, Minimum Wage and Prevailing Wage
Department of Industrial Relations
2323 West Fifth Avenue, P. 0. Box 825
Columbus, Ohio 43216
Phone:

614/466-4340
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REFERENCES
"Agriculture and the Child Labor Requirements Under the Fair Labor Standards
Act as Amended in 1966," Child Labor Bulletin No. 102, U. S. Department
of Labor, Wage and Labor Standards Administration, Wage and Hour Division.
"Minor Labor Laws," Ohio Department of Industrial Relations, Division of Women
and Minors and Minimum Wage, 1972.
Further information regarding the 4-H Club and vocational agriculture certification programs can be secured from any county Cooper~tive Exte~sion office
or instructor of vocational agriculture.
SPECIAL NOTE
The Ohio General Assembly is expected to make major changes in the Ohio
child labor laws in September, 1978. As of July, 1978, H. B. No. 833 has been
passed by the House and is awaiting action by the Senate. The_ current child
labor law exemptions for agriculture are expected to be deleted. Therefore,
agricultural employers of persons less than 18 years of age may be required to
make changes in their employment practices as a result of these expected regulations.
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Counties Served by U. S. Department of Labor Wage and Hour Area Offices
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OSHA
THE OCCUPATIONAL SAFETY AND HEALTH ACT OF 1970
OBJECTIVES
This act became effective April 28, 1971. Its purpose is to assure, as
far as possible, every working man and woman in the nation safe and healthful
working conditions and to preserve our human resources. The law is administered by the Occupational Safety and Health Administration (OSHA) of the U. S.
Department of Labor.
·
COVERAGE
The prov1s1ons of the law apply to every employer in any state or territory of the United States engaged in any business that affects interstate
commerce. Agriculture is included.
Ohio farm employers must comply with the OSHA law if their labor force is
not exempted under the provisions of the below listed "temporary" Agricultural
Exemption. Immediate members of the farm family are not considered employees
when working on the family farm. In most instances, when farmers exchange labor
with one another as a neighborly gesture, neither is considered the other's
employee.
Agricultural Exemption (temporary)
Farmer-employers hiring 10 or fewer employees at any one time during the
year are exempt from OSHA inspection and all subsequent rules and penalties for
the period October 1, 1977 through September 30, 1978. Farm employers hiring
11 or more employees at any one time during the year are subject to inspection
for the same period indicated above. Farm employers with 11 or more employees
are generally exempt from civil penalties for nonserious first-instance violations unless 10 or mbre violations are found on any one inspection. Serious,
willful or repeated violations will be subject to citation on any inspection.
The inspection exemption is good only for the period indicated unless again
extended by Congress in 1978. Farm employers should check with their local Extension office in September of 1978 to see if the agricultural exemption noted
in this text will be in force for another 12 month period extending into 1979,
Knowledge of the OSHA regulations and compliance procedures related to agricultural labor is still an· employer responsibility regardless of the number of employees, and it is important that farmers provide the safest possible working
environment and equipment for employees regardless of the status of federal and
state regulations from one year to another.
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A May 23, 1978 Supreme Court decision indicates that an OSHA inspector is
required to produce a search warrant prior to entering the workplace if requested
by the employer. The inspector still has a right to enter the workplace but must
first obtain a warrant showing due cause for the inspection if the employer refuses entry. The Court also indicated that a majority of employers can be expected, in normal course, to consent to inspection without warrant. It would
seem that farmers confronted with an inspection should not make too big a point
of the necessity for a search warrant since it might tend to leave the impression
that there is something to hide in the workplace. This is especially relevant
in view of the fact that farmers with 11 or more empioyees are generally exempt
from penalties for first-instance nonserious violations unless 10 or more are
found ort any one inspection.
EMPLOYER PROVISIONS
Agricultural Standards
SMV Emblem - This standard requires the use of the SMV emblem in conjunction with employee assignments where farm machinery classified as slow moving
vehicles is involved. Ohio highway law. already clarifies the use of the SMV
emblem. Those farmers using approved SMV emblems in the manner specified by
Ohio law will be in compliance.
NOTE: This standard is in the process of being revoked. This fact should
not affect the use of the SMV emblem in Ohio due to the fact, as already indicated, that SMV use is required by Ohio law.
Anhydrous Ammonia ~ This is largely an equipment standard. Dealers supply
most of the anhydrous ammonia application equipment, and farmers are responsible
to comply with this standard when employees are using application equipment.
Farmers should ask suppliers to verify that their equipment meets OSHA standards.
A supplier with application equipment that does not meet OSHA standards appears
to be somewhat .negligent by providing sub-standard equipment for use by farmers.
Find a supplier who has equipment that meets OSHA standards. Equipment owned by
farmers should meet OSHA standards. If it does, employees can use it. If it
does not meet standards, it must be brought up to standard or used only by the
farm operator. Key pciints to consider are quality and condition of hoses.and
valves.
Personal protective equipment must be used by employees who handle anhydrous
ammonia. This includes approved gloves and goggles, in addition to 5 gallons of
water mounted on equipment and recommended squee'ze bottle for personal use.
Temporary Labor Camps - This standard .covers environmental aspects of temporary housing for employees and affects mcistly those farmers dealing with seasonal labor for specialized crops. (For more detail, see the section of this
handbook concerned with migrant labor camp regulations.)
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Pulpwood and Logging - This standard is directed toward those who hire employees to work specifically in this type of work. The standard covers both
protective equipment and working practices. The standard is both detailed and
specific to this industry. Persons involved in pulpwood and logging employment
should secure the appropriate OSHA regulations and interpret them for their
specific situation.
Rollover Protective Structures (ROPS) for Farm Tractors - This federal
standard requires that all employee operated-tractors of over 20 horsepower
manufactured after October 25, 1976 must be equipped with a seat belt and cab
or protective frame meeting crush resistance requirements specified in the
standard. Frames and cabs that meet this standard are equipped with a label
stating they meet OSHA regulations. Employees must use seat belts when operating a tractor equipped with such frames or cabs. Selected "Low-Profile" tractors for use in orchards and other special situations are exempt from the ROPS
standard only if used exclusively in low profile situations.
Required Employee Training - ROPS - Employees who operate any
farm-tractor must be instructed on operation practices listed in the
standard for employee instruction-training. Points specifically
listed are:
1.

Securely fasten seat belt, if tractor has Rollover Protective Structure (ROPS).

2.

Where possible, avoid operating tractor near ditches,
embankments, and holes.

3.

Reduce 'speeds when turning, crossing slopes, and on rough,
slick, or muddy surfaces.

4.

Stay off slopes too steep for safe operation.

5.

Watch where tractor is going, especially at row ends and
around trees.

6.

Permit no riders other than operator.

7.

Operate the tractor smoothly.
or stops.

8.

Hitch only to the drawbar and hitch points recommended by
tractor manufacturers.

9.

When tractor is stopped, set brakes securely and use
park lock, if available.

10.

Avoid jerky turns, starts,

Employees must be informed of any other operating practices dictated by the work environment.

28
Machinery Guarding and Shielding - This standard is to protect employees
from hazards associated with moving farm machinery parts. The standard includes
farm field equipment Sl:lch as tractors and field implements and self-propelled
equipment in addition to farmstead equipment normally considered to be stationary. The stationary equipment includes augers, elevators, self unloading equipment, and bunker feeders. The examples cited in the preceding statements are
only a few of those pieces of equipment covered by the standard. It is safe to
assume that any piece of farmstead or field equipment, stationary or otherwise,
with moving parts, is included.
A simplified language version of this standard has been developed due to
the complexity of the language and broad coverage of equipment involved.
A brief resume of ·this s.tandard on guarding and shielding follows:
Effective October 25, 1976, all power take-off drives, regardless
of date of manufacture, must be guarded.
-Farmstead and field equipment manufactured .after October 25, 1976
is expected to have a variety of shielding and guarding devices as
standard equipment. Equipment manufactured prior to that date
must have selected decals or warning signs to warn employees of
dangers not covered by shields and guards in the newer equipment.
- 'El.ectrically power.ed farmstead equipment is required to meet
specific disconnect .and lockout requirements as a precaution
against equipment starting up while an employee is in the process
of servicing, adjusting, and doing other main·t.enance jobs. The
effective date for this is October 25, 1976.
- In addi.tion to operator training on specific equipment, there is
a general operator instruction guide ·to be given all employees
working with farm machinery and equipment. This training order is
effective October 25, 1976 and applies to farm field equipment and
farmstead equipment and includes tractors or implements, self propelled implements, or any combination thereof used in agricultural
operations and agricultural equipment normally used in a stationary
manner. This includes, ·but is not limit.ed to, materials handling
equipment and accessories for such equipment whether or not the
equipment is an integral part of a building.
Required Employee Training - Guarding and Shielding - At the
·time of initial assignment and at least annually thereafter, the
employer shall instruct every employee in the safe operation and
servicing of all covered equipment with which he is or will be involved, including at least the following safe operating practices:
1.

Keep all guards in place when the machine is in operation.

2.

Permit no riders on farm field equipment other than persons
required for instruction or assistance in machine operat.ion.
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3.

Stop engine, disconnect the power source, and wait for all
machine movement to stop before servicing, adjusting,
cleaning, or unclogging the equipment, except where the
machine must be running to be properly serviced or maintained, in which case the employer shall instruct employees
as to all steps and procedures which are necessary to ·
safely service or maintain the equipment.

4.

Make sure everyone is clear of machinery before starting
the engine, engaging power, or operating the machine.

5.

Lock out electrical power before performing maintenance
or service on farmstead equipment.
Additional Training Recommendations

The employer will benefit from thorough and complete training of employees
in safe operation, maintenance, and servicing of all equipment. The ROPS .and
guarding and shielding standards specifically indicate the minimum information
to be communicated. Farmer employers should utilize additional training resource materials available in county, area, or state Extension offices.
-

Tractor Tragedy, L-58
Slow Moving Vehicle Emblem, L-165
SMV Color Comparison, L-272
Tractor Courtesy, L-207
Mimeo - Instructional Guide for Employees Operating Farm Tractors
Simplified Language Version - Guarding and Shielding Standard
Using Anhydrous Ammonia Safely, OSHA 2282
Anhydrous Ammonia First Aid, L-273
Anhydrous Ammonia Safety (slide set and cassette)
OSHA slide set on Guarding and Shielding
Safety with Rotary Mowers, L-277
Safety with Front-End Loaders, OSHA 2240
Using Grain Harvesting Equipment Safely, OSHA 2287
Suffocation Hazards in Grain Bins, L-271 (with slide set and cassette)
Mower Miscues, L-248 (with slide set and cassette)

The training and documentation method recommended in Ohio is to discuss
and demonstrate the safety procedures with the employee, require the worker to
read any related bulletins and leaflets, and finally, have the employee indicate in writing that he was given the training. After watching the employee's
work habits, the employer might want to document the fact that the employee was
either warned or re-trained on selected points of safety relating to the specific job he is performing.
All documentation of this nature should be kept on file for future reference in case of an accident or death of an employee while on the job. The employer has the responsibility of seeing that the employee not only works in a
safe manner but also that he uses safety equipment available to him. For example, simply supplying goggles and gloves for ammonia applicators is not
enough. The employer has to make sure that this protective equipment is used.
If the employer has to remind a worker repeatedly about using such protective
equipment, documentation of such warnings could be valuable in the event of· an
accident.
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Recordkeeping Requirement
Employers are required to keep OSHA records of work
juries, illness and days off the job only i f they had 11
any one day during the calendar year. A summary of such
is to be posted during the month of February each year.
Requirements," OSHA leaflet 0-570-326.

related accidents, inor more employees on
records, if required,
See "Recordkeeping

Employer Rights Related to Inspection and Citations
The OSHA law provides specific rights for employers in relation to inspection of the workplace and possible citations and fines. An employer has the
right to request and receive proper identification from an OSP~ official in
addition to being advised as to the reason for the visit. The employer may
participate in the inspection of the ,.;rorkplace.

An inspection may result in the citing of one or more hazards in the workplace that are perceived as being dangerous to employees. In this instance,
the inspecting official will immediately discuss the hazards with the employer
and also send a written report at a later date by certified mail. Generally
there will be a time period in which the employer is expected to correct hazards
cited.
Some hazards may be severe to the extent that penalties are involved. If
the emplbyer disagrees with a citation and/or penalty, he has recourse which
includes requesting an informal meeting with OSHA officials. Further steps in
contesting a citation will be fully explained by OSHA officials involved.
EMPLOYEE PROVISIONS
Each employee must comply with the safety and health standards. He must
obey all the rules, regulations, and orders issued under the terms of the act
that pertain to his conduct in the workplace. However, he is not subject to
fines for noncompliance as is the employer. The employee is required to participate in training and instruction as it relates to specific job assignments,
and to use and maintain personal protective equipment provided.
OSHA REGIONAL AND AREA OFFICES
Chicago
Regional Office

Regional Director - OSHA
230 South Dearborn St.
Chicago, Illinois 60604

Phone
312/353-2220

Cincinnati
Area Office

Area Director - OSHA
4028 Federal Office Bldg.
550 Main St.
Cincinnati, Ohio 45202

Phone
513/684-2354

Area Director - OSHA
847 Federal Office Bldg.
1240 E. Ninth St.
Cleveland, Ohio 44199

Phone
216/522-3818

Cleveland
Area Office
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Columbus
Area Office

Toledo
Area Office

Area Director - OSHA
634 Federal Office Bldg.
200 N. High St.
Columbus, Ohio 43215

Phone
614/469-5582

Area Director - OSHA
734 Federal Office Bldg.
234 N. Summit St.
Toledo, Ohio 43604

Phone
419/259-7542

Note map on last page of this section.
REFERENCES
All Ohio Extension offices have been provided with the following basic .
OSHA information, materials, and resources:
- The original four OSHA Agricultural Standards (SMV emblem,
Anhydrous Ammonia, Temporary Labor Camps, Pulpwood and Logging)
(a) Safety and Health Standards for Agriculture, OSHA-2009
and/or
.
(b) Federal Register, Wednesday, October 18, 1972, Vol. 37,
No. 202, Part II
- Federal Register, April 25, 1975, Agricultural Tractors, ROP
Standard, Vol. 40, No. 81, Part II
- Federal Register, March 9, 1976, Guarding and Shielding Standard
(Part IV)
- OSHA Poster (required posting in workplace) GP0-751-170
- OSHA Recordkeeping Requirements (leaflet) 0-570-326
Miscellaneous farm safety bulletins, fact sheets, mimeos, and
slide sets previously noted
Recordkeeping requirements, accident forms, copies of standards posters,
and additional information may be secured by contacting the OSHA Regional
Office in Chicago or one of the four area offices located in Ohio.
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Counties Served by OSHA Area Offices
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~
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UNEMPLOYMENT INSURANCE
OBJECTIVE
The objective of unemployment insurance is to temporarily replace part
(usually about 50 percent) of a person's income loss due to unemployment.
These benefits are limited to persons tempora~ily out of work through no
fault of their own.
COVERAGE
Effective January 1, 1978, some agricultural employment is covered by
unemployment insurance. Coverage includes those farm employers who during
the current or previous calendar year (a) employed 10 or more workers in each
of 20 or more weeks or (b) paid $20,000 or more in cash wages in any calendar
quarter of the current or preceding calendar year.
A person employed for any portion of any day of a week is counted as one
of the 10 persons in a week necessary for employer coverage. To illustrate,
ten people employed for one hour on a Monday would cause the week to be counted
as one of the 20 necessary. It normally takes at least 10 individuals all employed on the same day to have the week count as one of the weeks toward the 20.
However, this is modified when the employer has the same individuals employed
on a continuing part-time relationship. For example, if five individuals work
regularly two and one-half days per week and another five individuals work
regularly the other two and one-half days, the employer is considered to have
10 workers in employment during the week. If the farm operator has only hourly
workers with no continuing relationship, there would have to be at least 10 of
these workers in one day before the week would be counted.
A calendar quarter is three calendar months. The first quarter begins
January 1, the second quarter begins April 1, etc. Cash wages include all wages
paid in cash including bonuses, commissions, and incentive payments. Cash wages
does not include the cash value of housing, fuel, use of a vehicle, agricultural
products, or any other medium of compensation which is not cash. (For a more
detailed discussion, see the special note at the end of this section.)
Exemptions for Relatives and Minors

An employer's parents, spouse, and own children under the age of 18 are
excluded from coverage. These persons are not counted in the number of employees
and weeks of employment tests for employer coverage. Their wages are not included in the $20,000 quarterly payroll test for employer coverage. Payroll tax
contributions are not made on their wages. This employment does not qualify them
for any unemployment insurance benefits.
There are·no exemptions for minors other than minor children of the employer. Minors are included in the test for employer coverage and their wages are
included in the taxable payroll. They are not excluded from benefits solely on
the basis of age.
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Voluntary Coverage
Voluntary election of coverage is rarely approved by the Administrator of
the Ohio Bureau of Employment Services.
Termination of Coverage
A farm employer who meets the coverage criteria of 10 or more workers in
20 or more weeks or $20,000 quarterly payroll at any time during the calendar
year is subject to coverage during the entire calendar year and the entire following calendar year. Coverage only terminates when an employer has no employment during all of a calendar year. To illustrate, assume that a farm employer
had a $22,000 payroll during May and June, 1978, an $18,000 payroll during 11ay
and June, 1979, and no employees during the calendar year 1980. In this situation, the employer would be covered and required to make tax payments in each
of the quarters in 1978 and 1979. There would be no tax payments in 1980 because of no payroll. There would be tax payments in 1981 only if the employer
met the coverage criteria of 10 or more workers in 20 or more weeks or $20,000
quarterly payroll at any time during the year.
Crew Leaders
It is possible for a crew leader rather than the farm operator to be the
employer liable for paying the unemployment tax, maintaining the required
records and submitting the required reports. The crew leader is the liable
employer only if he:
1.

furnishes individuals to perform services in agricultural labor
and pays the individuals, and

2.

holds a valid certificate of registration under the Farm Labor
Contractor Registration Act (see section of this handbook on
Farm Labor Contractor Registration Act), and

3.

pays'$20,000 or more in cash remuneration for agricultural labor
in a calendar quarter within the current or preceding year or
has in employment 10 or more farm workers in 20 or more weeks in
the current or preceding calendar year.

All of these conditions must be met for the crew leader to be the liable employer. If a crew leader operates in more than one state, the payroll or
number of employees test in (3) could have been met in one or more other states.
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EMPLOYER PROVISIONS
Unemployment insurance benefits to unemployed workers are financed by an
employer payroll tax. Only those employers meeting the coverage characteristics
must pay the tax. To be covered, an employer must have, during the current or
previous calendar year, (a) employed 10 or more workers for one day or more in
each of 20 or more weeks or (b) paid $20,000 or more in cash wages in one or
more calendar quarters. Covered employers are required to make payroll tax contributions on behalr of workers.
Effective January 1, 1978, the taxable wage base is $6,000, i.e., the first
$6,000 paid each worker is taxable. There is a 0.7 percent federal unemployment
tax (FUTA). The 0.7 percent rate applies to all covered employers. The maximum
FUTA tax is $42.00 per worker per year ($6,000 X .007). Additionally, there is
a state tax which varies from 1.1 percent to 4.8 percent of the taxable wage
base. 11ost of the variation in this state tax rate is due to individual employer experience ratings. Employers who seldom lay off workers have a low tax rate
while those who often lay off workers have a tax rate near or at the maximum of
4.8 percent. Employers not previously subject to the unemployment insurance
payroll tax are taxed at the standard rate of 3.7 (state 3.0 and federal 0.7)
percent of the taxable wage base until their experience rating is established.
Farm employers first covered January 1, 1978 will continue with the standard
rate until January 1, 1980.
Tax Deposits
The federal tax (FUTA) is deposited with an authorized commercial bank
or a federal reserve bank. If an employer's liability for FUTA taxes exceeds
$100 for any calendar quarter and any preceding quarter, the tax must be deposited within one month following the close of the quarter.
The state tax is deposited with the Ohio Bureau of Employment Services.
Covered employers must make a quarterly report even if no tax payment is due.
The quarterly reports must be completed and payment made within one month following the close of the quarter.
Record keeping
Employers subject to unemployment insurance contributions must have personnel and payroll records on which to base information provided the Ohio Bureau
of Employment Services. Employers have certain general responsibilities under
the law. Covered employers are required on a continuing basis to: (1) keep
employees informed as to their "covered" status, (2) furnish identification
notices to employees upon separation, (3) maintain a 5-year record of employment,
and (4) upon request, supply wage separation or other pertinent information to
the Ohio Bureau of Employment Services or other states' employment services
agencies.
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EMPLOYEE PROVISIONS
To receive unemployment insurance benefits, an unemployed Ohio farm worker
has to meet certain requirements. An individual must have been employed by a
covered employer one or more days in each of 20 weeks or more during the first
52 weeks of the last 54 weeks preceding the date of filing for the benefits.
The person must have earned not less than $20.00 in each of the 20 weeks. The
20 or more weeks of work may have been in agricultural and/or nonagricultural
employment. The person must be totally or partially unemployed, able to work,
available for full-time work, and seeking work. Workers meeting these requirements may receive weekly benefits for a period of 20 to 26 weeks.
A person who quits a job without just cause is disqualified from unemployment insurance benefits. However, some reasons for quitting a job do not disqualify a person from benefits. These include: had to quit because of illness
or injury and found job filled upon return; work was injurious to person's
health; person was physically unable to do the work (medical statement may be
required); employer fails to meet contract of hire in regard to wages, hours,
or other conditions; employer fails to provide proper safety measures as required by law; or person was requested to perform work which violates or is
contrary to accepted moral or legal standards.
A person who is discharged by his employer with just cause is also disqualified from unemployment insurance benefits. To be disqualifying, it must
be established that the employer had just cause for the discharge and that the
cause was connected with the job. A worker may not be disqualified by his actions away from the job unless such actions affected the work or it can be
proved that they were detrimental to the employer's business. Examples of discharges with just cause are the violation of established employer rules such as
absenteeism or habitual tardiness, use of intoxicants on the job, failure to
maintain equipment, or failure to observe safety regulations; insubordination,
or refusal to perform work as directed by the employer; attitude detrimental to
the employer or its business; and neglect of duty, or performing work· in a negligent manner.
The weekly benefit amount received by unemployed workers and the number of
benefit weeks depend on the unemployed worker's average weekly wage when employed, the number of weeks of work during the previous 52 weeks and the number
of dependents. The weekly benefit amount is basically 50 percent of the average
weekly earnings while employed. However, there are minimum and maximum weekly
benefit amounts. The range for workers with no dependents is $10 to $111 per
week. The range for workers with one or two dependents is $10 to $167 and $10
to $175 for workers with three or more dependents. The maximum amounts·escalate
automatically as the average weekly earnings of covered workers increase.
Under certain circumstances (related to unemployment rates), the period of
time during which an unemployed person may receive benefits is extended beyond
26 weeks. The nearest Ohio B~reau of Employment Services office should be contacted for detailed information concerning the most current provisions of the
unemployment insurance program.
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RESPONSIBLE AGENCY
In Ohio, the unemployment insurance program is administered by the Ohio
Bureau of Employment Services. The unemployment insurance programs in each of
the states are controlled by the Federal Unemployment Tax Act, under which the
Secretary of Labor must approve all state laws and their operation. Local
Bureau of Employment Services offices located throughout the state receive and
process unemployment insurance claims.
Uhemployed migrant farm workers having returned to their home states may .
file claims at their local employment services offices.
Further information on unemployment insurance can be obtained from local
offices of the Ohio Bureau of Employment Services or from the Office of the
Director, Unemployment Compensation Division, Ohio Bureau of Employment Services, 145 South Front Street, Columbus, Ohio, 43215. Phone 614/466-3796.
Note map on the last page of this section for Ohio counties served by each
local office.
REFERENCES
"Understanding Unemployment Insurance in Ohio," Form P 1601, Ohio Bureau of
Employment Services, Columbus, Ohio, March, 1978.
"The Ohio Unemployment Compensation Law - 1975 with Regulations of the Bureau
and Rules of the Board of Review," Ohio Bureau of Employment Services,
Columbus, Ohio.
"Unemployment Benefits in Ohio - 1976," Ohio Bureau of Employment Services,
Columbus, Ohio.
"Unemployment Compensation Amendments of 1976," Public Law 94-566.
Amended House Bill No. 762, General Assembly of the State of Ohio, December, 1977.

38

SPECIAL NOTE
1) The Special Unemployment Assistance Program ended December 31, 1977.
2) "Share Farmer" or "Share Cropper" agreements in which there is no cash
compensation for work performed cause the work to be excluded from unemployment
insurance coverage. Such work does not qualify a person for any unemployment
insurance benefits. To illustrate, a share farming agreement is typical for
harvest of processing cucumbers in northwestern Ohio. The people hand harvesting the crop receive 50 percent of the production. The compensation received by
the persons harvesting the cucumbers is the cash value of their share of the production. No cash wages are involved in the harvest. The contract of employment
provides that the services performed be remunerated wholly with a portion of the
farm produce in lieu of cash. Therefore, the work is not covered employment for
purposes of unemployment insurance. The employer does not make a payroll tax
contribution on the value of the cucumbers. The weeks of employment and compensation received from harvest of the cucumbers are not considered in determination
of unemployment ·insurance benefits for which a worker may have qualified.
It is possible that during a growing season, from planting to harvesting,
an individual may have both covered and excluded service on the same farm.
For example, a person could have been paid cash wages for setting and harvesting
tomatoes but have had a share farmer agreement for harvest of cucumbers. The
wages from harvesting tomatoes would be covered employment but the harvest of
cucumbers on the same farm would be excluded service. Consequently, it is
important that these different kinds of service be separated in recordkeeping
and reporting to the Ohio Bureau of Employment Services. Employers and employees should contact a local office of the bureau for more detailed information
on the unemployment insurance implications of share farmer or share cropper
agreements.
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Office
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I

Addressa

Zip Code.

-150 E. Market St. . ...............................
243 E. Main St. - Box 308 ··················
258 Union Street ..................................
2211 Lake Ave. - Box 630 ..................
424 Richland Ave. - Box 709................

Barberton ........... ....... I 3200 Greenwich Road - Box 1260 ........
Barnesville ................ i 130 W. Main St. .. ................................
Batavia ...................... I 1010 Hospital Drive ............................
Bellefontaine ............ I 1161 S. Main St. - Box 219A ................
920 N. Main St. - Box 889 ··················
Bawling Green ..........

I

I

44308

I

Zip Code

1185 N. Memorial Drive- Box 847 ........
135 N. Broadway ..................................
610 N. Main St. - Box 1108 ..................
1223 W. Hunter St. - Box 95G ..............
17 E. High St.- Box 388 ......................

43130
45036
45802
43138
43140

614
513
419
614
614

653-4262
932-7901
223-2010
385-5609
852·4888

707 Broadway ......................................
88 W. Third St. - Box 758 ....................
Frontier Shopping Center- Box 358 ....
451 N. Main St. .................................. I
100 N. Main St. ..................................

44052
44901
45750
43302
43040

216
419
614
614
513

244-2228
524-4511
374.-7167
382-1115
642-5888

Massillon .................. 151 North Ave., N. E. - Box 580 ............
142 Highland Drive ..............................
. Medina ......................
1737 S. University Blvd .....................
Middletown ................
I Mount Vernon ............ i 2 Pub Ii c Square ..................................
I Napoleon .................. J 2254 N. Scott St. - Box 191 ................

44646
44256
45042
43050
43545

216
216
513
614
419

832-7426
723-5305
422-4567
397-7717
592-1946

I 144 W. Main St. - Box 670 ....................
i 115 N. Main St. .. ................................
I 407 Fourth St., N. W. - Box 509 ............
44 S.. Main St. - Box 390 ......................
IS825Raolroad
Ave. - Box 544 ..................
N. Locust St. - Box 71 ................

43055
43764
44663
44446
44857
45875

614
614
216
216
419
419

345-3402
342-1356
343-5577
652-4371
668-1631
523-3897

1314 Mentor Ave.- Box 350 ................
Painesville ................
Parma ........................ I 5739 Chevrolet Blvd. .. .........................
1
Piqua ........................
1268 E. Ash St. - Box 1155 ................
Pomeroy ....................
107 Sycamore St. - Box 747 ................
Port Clinton ..............
126 E. Second St. - Box 8 ..................
919 Seventh St. - Box 29 ......................
Portsmouth ................

44077
44130
45356
45769
43452
45662

216
216
513
614
419
614

352-6106
888-8666
773-0525
992-6671
732-3421
354-7771

I Ravenna ....................
St. Marys ..................
Salem .: ......................
Sandusky ..................
Sidney ........................
Springfield ................

1081 W, Main St. ................................
114 N. Main St. - Box 169 ....................
272 Penn Ave. - Box 240 ....................
207 E. Water St. - Box 930 ..................
1126 Michigan St. ..............................
239 E. Columbia St. - Box 1527 ..........

44266
45885
44460
44870
45365
45501

216
419
216
419
513
513

296-2841
394-2329
332-4648
625-5732
492-6136
325-7326

II Lon
caster ..................
Lebanon ....................

44805
44004
45701

216
216
419
216
614

434-2141
823-0560
323-1571
992-2132
593-7444

44203
43713
45103
43311
43402

216
614
513
513
419

825-9957
425-3641
732-1564
592-4070
352-1158

lj

'614
419
614
216
216

635-9150
562-9986
432-6355
454-8081
627-5548

I

614
513
513
513
513
614

775-3322
852-3164
631-0750
521-3233
761-3768
477-1602

44601

I

Addressa

Office

Telephone

I

II

I/ Lima ..........................

l.asan ........................

1

~:::"":

Mansfield ..................
Marietta ....................
Marion ······················
Marys viii e ................

Bridgeport .................. · 853 National Road ..............................
117 N. Sandusky St. - Box 229 ............
Bucyrus ....................
Cambridge .................. . 914 Wheeling Ave. - Box 128 ..............
Canton ......................
Cleveland Ave., N.W.- Box 8768
Carrollton .................. ! 308 S. Lisbon St. . ...............................

43912
44820
43725
44711
44615

Chillicothe ................ i 303 S. Paint St. - Box 246 ..................
Cincinnati .................. i 1916 Central Parkway ························
East ...................... 1 6227 Montgomery Road ........................
North .................... i 8234 Winton Road ................................
North (Roselawn) .. : 7685 Reading Road - Box 37820 ..........
Circleville ................ I 1211 N. Court St. -Box 628 ................

45601
45214
45213
45231
45222
43113

Cleveland .................. 13135 Euclid Ave.................................
East ......................
26111 Brush Ave. .. ............................
South ....................
4415 Lee Road ........ :...........................
West ...................... , 3786 Rocky River Drive ......................
Superior Ave. ...... 1 9216 Superior Ave., N. E.....................
24500 Chagrin Blvd. . .........................
Chagrin Blvd. ......

44115
44132
44128
44111
44106
44122

216
216
216
216
216
216

579-7401
289-8550
587-1900
251-3003
795-1660
292-7074

309 S. Fourth St. - Box 1046 ................
3661 E. Main St. - Box 09728 ..............
3434· Cleveland Ave.- Box 24167 ........
3394 North Blvd.- (:k>x 28128 ..............
130 S. Sixth St. - Box 179 ..................
222 Solem Ave. - Box 822 ··················

43216
43209
43224
43228
43812
45401

614
614
614
614
614
513

466-3177
237-2591
268-7990
276-5146
622-3196
224-7611

49 N. Sandusky St. - Box 400 ..............
1931 E. Second St. - Box 468 ..............
614 Walnut St. - Box 1006 ..................
251 Sixth St.- Box 109 ........................
204 N. Main St. - Box 360 ....................
123 N. Main St. - Box 903 ....................

43015
43512
43920
44035
45840
44830

614
419
216
216
419
419

363-1347
782-6050
385-8834
322-5461
423-2980
435-7713

Steubenvi II e ..............
Tiffin ........................
Toledo ......................
Sauthwy,ck ............
Van Wert ....................
Warren ......................

248 N. Fourth St. - Box 340 ................
190 S. Washington St. - Box 370 ..........
1832 Adams St. - Box 2328 ..................
5241 Southwyck Blvd. ........................
117 N. Washington St. ........................
684 N. Park Ave. - Box 1188 ..............

43952
44883
43603
43614
45891
44482

614
419
419
419
419
216

283-4165
447-6812
242-7341
865-8088
238-5811
399-2715

1211 Oak Harbor Road - Box 548 ........
239 Harding Way, East - Box 666 ........
45 Olive St. - Box 360 ........................
115 N. Pleasant St. - Box 26 ..............
350 Walnut St. - Box 310 ....................

43420
44833
45631
45121
45331

419
419
614
513
513

332-7349
468-1968
446~ 1683
378-3254
548-4136

Washington C.H .........
Wauseon ....................
Waverly ......................
West Union ................
Willard ......................

7 Fayette Center - Box 550 ................
Fulton County Bldg. - Box 396 ............
110 E. Emmitt Ave • ............................
126 N. Cross St. - Box 397 ..................
119 Myrtle Ave. ..................................

43160
43567
45690
45693
44890

614
419
614
513
419

335-4830
335-1376
947-5235
544-3011
935-3985

45012
45133
45638
45640
43326

513
513
614
614
419

867-8484
393-1440
532-808 2
286-1803
675-6149

Wilmington ........ , .......
Wooster ....................
Xenia ........................
Youngstown ..............
Zanesville ................

·74 W. Main St . ....................................
221 Beall Ave. - Box 88 ......................
215 S. Allison Ave. - Box 187 ............
~26 South Ave. - Box 1198 ................
711 E. Main St. - Box 1191 ................

45177
44691
45385
44501
43701

513
216
513
216
614

382-4893
262-7735
376-4301
744-5201
452-5491

11100

!

I

Hamilton ....................
Hillsboro ....................
Ironton ......................
Jackson ....................
Kenton ......................

130
144
7'06
317
314

Main St. - Box 326 ........................
Bowo'rs Ave. ................................
Park Ave. - Box 747 ....................
Broadway - Box 470 ....... , ............
W. Franklin St. ...........................

I

I

I

i

Newark ......................
New Lexington ..........

II ~~::~~~~~~~-~-~-i-~
.. ::::::
Norwalk ....................
Ottawa ......................

I
1
I

II

I

.
11

Telephone

---~---

~

. - ··-·----

~
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FEDERAL INCOME TAX WITHHOLDING ON FARM WAGES
OBJECTIVES
The objectives are to collect income tax revenues on a current basis and
to reduce the amount of tax owed by a taxpayer at income tax filing time.
COVERAGE
The Internal Revenue Service has permitted .taw withhplding on wages of
agricultural workers since January 1, 1971. Withholding is still not required
on wages of farm workers, although the Government Accounting Office has urged
that such a change be made.
EMPLOYER PROVISIONS
Application for Withholding
An employee wabting income tax withheld may request his employer in writing
to withhold income tax. No particular form is necessary for this request. The
request must contain the name, address, and Social Security Number of the employee, and the name and address of t.he employer. A fom W-4 must be furnished by
the employee to the employer along with the written request. The W-4 is a simple
card form to claim withholding exemptions. If the fam employer accepts the
written request and W-4 from the employee and commences withholding, this action
indicates voluntary agreement on his part. The voluntary withholding agreement
may be terminated by either employer or employee, by giving written notice 30
days prior to the desired termination date.
Deposit of Withholding Tax
It may be necessary for the employer to deposit tax currently. Fo~ example,
when undeposited taxes (from withholding and Social Security) accumulate to $200
or more, a deposit must be made by the 15th day of the following month. Form
511, Federal Tax Deposit, is used to make such deposits with a commercial bank
authorized to receive federal tax deposits or with a Federal Reserve Bank.
Information Returns
It is the responsibility of the farm employer to file an annual information
return with the IRS for payments made to fam employees during the year for
salaries, fees, and other compensations for personal services totaling $600 or
more to any individual. The federal form W-2 is used for this purpose and is
due January 31.
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EMPLOYEE PROVISIONS
Farm employees should be aware that every citizen or resident of the U. S.,
whether an adult or minor, who had $2,950 or more income in 1978 must file a
return. In the case of married couples filing joint returns, the amount is
$4,700. These figures increase by $750 if the individual or his spouse is over
65 years of age and by $1,500 if both are over 65.
A farm employee is required to file a declaration of estimated income tax
(form 1040-ES) if he has income of $500 or more from sources not subject to
withholding or expects to have a tax of $100 or more above tax withheld. The
tax may be paid in four equal installments. Some employees have been penalized
for not filing estimates.
Working Students Subject to Withholding
Under the tax law, an individual is not subject to withholding of Federal
Income Tax if:
1.

he paid no tax last year.

2;

he does not anticipate any Federal Income Tax Liability this year.
Such a student should fill out form W-4E, Withholding Exemption
Certificate, and give it to his employer. These forms can be obtained from the Internal Revenue district office. Students who do
this will not have to wait for refunds.
Family Employees

The low income prov1s1on in the law applies to children employed by their
parents. The parents should maintain a record of payments including purpose
and amounts. A child employed by his parent can earn up to $2,350 and pay no
tax (low income allowance of $1,600 plus $750 personal exemption).
RESPONSIBLE AGENCY
The Internal Revenue Service of the U. S. Department of the Treasury is
the responsible agency. District offices are located in Cleveland and Cincinnati.
REFERENCES
"Farmers Tax Guide," Publication 225, Internal Revenue Service.
"Circular A," Publication 51, Internal Revenue Service.
"Circular E," Publication 15, Internal Revenue Se:rvice.

OHIO STATE INCOME TAX WITHHOLDING ON FARM WAGES
OBJECTIVES
The objectives are to collect income tax revenues on a current basis and
to reduce the amount of tax owed by a taxpayer at income tax filing time.
COVERAGE
The Ohio State Income Tax Law does .not. require, but does permit,
withholding for state income tax from farm employees.
EMPLOYER PROVISIONS
Application for Withholding
If an employee wishes his employer to withhold for state income tax, he
should make the request in writing and should furnish the employer with a completed Withholding Exemption Certificate (IT-4). If the employer then chooses
to withhold, he must file form IT-1, Application for Registration as an Ohio
withholding agent.
Withholding Account Number

An Ohio withholding account number will be assigned to the withholding
agent after registration. All forms and correspondence must reflect this
account number. The information for registration includes: name; trade name,
if any; address and county; federal employer identification number; type of
business; and filing requirement. The registration application must be filed
within 15 days of deciding to .withhold.
Deposits of Withholding Tax
Farm employers withholding state income tax must make monthly payments,
if withholding exceeds $500 per quarter, or quarterly payments if withholding
does not exceed $500 during the quarter. Payments are made to the Ohio Department of Taxation with remittance payable to the Treasurer of the State.
Monthly withholding agents will have three banking days following the end
of the monthly withholding period in which to remit the amount of Ohio income
tax withheld.
In addition, the definition of a month will be defined as the period beginning on the twenty-first day of a calendar month through the twentieth day
of the succeeding calendar month. The initial .month of each calendar year
shall be the period from January 1 through January 20. The final month of
each calendar year shall be the period from November .21 through December 31.
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Quarterly payments are due not later than thirty days following the last
day of March, June, September, and December.
The employer must complete form IT-501.
Ohio Annual Report
All farm employers who withheld income tax must furnish each employee,, on
or before January 31, two copies of Ohio form IT-2, compensation paid and income tax withheld during the calendar year, or federal optional form W-2 (combined W'-2).
All farm employers withholding income tax must furnish to the Ohio Department of Taxation form IT-941 (annual reconciliation of monthly or quarterly
payments of tax withheld) before January 31 and before the last day ·of February
a copy of the Ohio IT-3 together with a list (preferably on adding machine tape)
of the amount of income tax withheld.
Records
Records must include amounts and dates of all compensation paid subject to
withholding tax; names, addresses, social security numbers, and occupation of
all employees receiving such compensation; and periods of employment, including
periods during which compensation is paid while absent due to sickness and injury.
If an employee discontinues employment permanently before the close of the
calendar year, his employer must furnish the employee form IT-2 (or combined
W-2) within 30 days of termination.
Employers Ohio Income Tax Withholding Instructions and Tables and other
information are available from the State of Ohio Department of Taxation.
EMPLOYEE PROVISIONS
Income Tax Filing
Every individual with Ohio income, whether or not he resides in Ohio, is
subject to the Ohio income tax and must file an annual Individual Income Tax
Return, Form IT-1040, with the following exceptions:
1.

An individual whose 'sole source of income is from retirement income
and is eligible for the $4,000 retirement income exclusion where
such exclusion equals or exceeds his Federal Adjusted Gross. Income
need not file a return, Form IT-1040.

2.

An individual who is eligible for the Senior Citizens $25.00 tax
credit where such credit equals or exceeds the tax liability need
not file a return, Form IT-1040.
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3.

An individual whose deduction for personal and dependency exemptions equals or exceeds his Ohio Adjusted Gross Income need not
file a return, Form IT-1040.

4.

A resident of Indiana, Kentucky, West Virginia, Michigan, or
Pennsylvania whose income earned in Ohio consists solely of compensation and is not subject to the withholding of Ohio income tax
because of reciprocity agreements between Ohio and these states
need not file a return.
Ohio Estimated Income Tax Declaration

Farm employees who reside in Ohio or in another state but receive income
in Ohio are subject to the Ohio income tax and must file form IT-10400ES, Declaration of Estimated Individual Income Tax, if the amount of the tax for the
year can reasonably be expected to exceed by $50 the amount of tax to be withheld or credited against the tax.
The declaration must be filed and ~ of the amount paid by April 15 of
the current year. Payment dates for the remainder are on or before June 15,
September 15, and January 15. }~il forms IT-10400ES to: Ohio Department of
Taxation, P. 0. Box 1460, Columbus, Ohio, 43216.
RESPONSIBLE AGENCY
Ohio Department of Taxation
P. 0. Box 1460
Columbus, Ohio 43216
REFERENCES
"1976 Instructions and Forms for Filing Declaration of Estimated Individual
Income Tax (IT-10400ES)," State of Ohio, Department of Taxation, January,
1976.
"Employers Ohio Income Tax Withholding Instructions and Tables," State of Ohio,
Department of Taxation, January, 1976. Revision to be published September,
1978.
"Application for Registration as an Ohio Withholding Agent," State of Ohio, Department of Taxation, Columbus, Ohio.

SOCIAL SECURITY EMPLOYEE TAXES
OBJECTIVE
The objective of the social security coverage of hired farm workers is to
provide monthly cash benefits to replace a part of the earnings lost through an
employee's retirement, death, disability, or hospitalization.
COVERAGE
Covered farm employers must withhold tax from their employee's cash wages
and match the employee tax with an equal amount. The total amount of tax is
forwarded to the Internal Revenue Service. These social security taxes are
often referred to as FICA (Federal Insurance Contributions Act) taxes.
Farm employers are included in the provision of this regulation if there
are one or more agricultural employees on the farm who meet either of these two
tests:
1.

Employee paid $150 or more in cash wages in the year.

2.

Employee performed agricultural labor on the farm for 20 or more
days during the year for cash wages computed on a time basis (e.g.,
hourly, daily, weekly, or monthly).

Some types of family employment are not covered by social security.
covered family employment is any work performed by:

Non-

1.

a child under 21 years of. age in the employ of his father or mother.
(Note that this is under 21 years of age rather than under 18 years.)

2.

a man in the employ of his wife.

3.

a woman in the employ of her husband.

4.

a parent in the employ of his son or daughter performing:
a.

domestic service in or about the private home of the son or
. daughter;

b.

work not in the course of the son's or daughter's trade or
business.
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The family employment exclusion does not apply to work performed for:
1.

a corporation or an association classifiable as a corporation, even
though the relationship set out exists between the employ~e and the
person or persons controlling the corporation;

2.

a partnership, unless the relationship exists between the employee
and each of the partners.

These family exemptions are required, not optional. For example, a
20-year-old employed by his father cannot elect social security coverage.

EMPLOYER PROVISIONS
Employers meeting the employee test are required to withhold social security tax from the cash wages paid each employee. The current law specifies
the following wage base, tax rate, and maximum tax contribution for each employee:
Tax Rate

Maximum Tax

Year

Wage Base

1978

$17,700

6.05%

$1,071

1979

22,900

6.13

1,404

1980

25,900

6.13

1,588

1981

29,700

6.65

1,975

The wage base is the maximum total earnings in a calendar year on which an
employee pays social security tax. To illustrate, an employee earning $10,000
in 1978 pays social security tax of $605 ($10,000 X .0605) and the employer pays
a matching tax of $605. An employee earning $19,000 in 1978 pays social security
tax of $1,071 ($17,700 X .0605) and the employer pays a matching tax of $1,071.
The total tax due (employer and employee portions) is forwarded to the
Internal Revenue Service. The tax due for a current year must be forwarded to
IRS by January 31 of the following year. However, if the total social security
tax due reaches $200 or more for part of the year, payment to IRS must be made
before January. In such cases, the tax must be forwarded to IRS by the 15th of
the month following the month in which a total of $200 or more has been withheld.
Social security withholding and income tax withholding from employees'
earnings have overlapping deposit requirements. The discussion of federal income tax withholding in this handbook should be considered in combination with
this discussion of social security withholding.
Each employee from whom social security taxes have been withheld must be
provided a statement showing total wages and social security taxes withheld.
This statement must be provided on or before January 31. It also may show income tax withheld.
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EMPLOYEE PROVISIONS
Each employee must have a social security account number. This social
security number is also the employee's taxpayer identification numb~r. If an
employee does not have a number, he should apply for one at the nearest Social
Security office. New rules effective in 1978 require that an applicant for a
social security account number prove his age, identity, and citizenship. The
employee should take this proof to theSocial Security Office along with the
form SS-5.
If an employee already has a social sec-urity number, another number should
not be obtained even if there is a change of employers. If a social security
number is lost:, a duplicate card showing the original number should be requested
from the nearest Social Security office.
RESPONSIBLE AGENCY
The Social Security Administration is responsible for the administration
of benefits; whereas, the Internal Revenue Service collects the social security
tax contributions. There are Social Security field offices located throughout
the state. A local telephone directory should be consulted for the address and
telephone number of the nearest office.
REFERENCES
"Farmers Tax Guide," 1978 Edition, Internal Revenue Service Publication No. 225,
December, 1977.
"If You Become Disabled," Department of Health, Education and Welfare Publication No. SSA 77-10029, 1977.
"Your Social Security," Department of Health, Education and Welfare Publication
No. SSA 77-10035, 1977.
"Applying for a Social Security Number," Department of Health, Education and
Welfare Publication No. SSA 74-10064, 1974.
·"Your Social Security Rights and Responsibilities," Department of Health, Education and Welfare Publication No. SSA 77-10077, 1977.
"Social Security Handbook," Department of Health, Education and Welfare Publication No. SSA 73-10135, July, 1973.

NEW JOBS TAX CREDIT
OBJECTIVE
The objective is to provide employers with a tax incentive to create new
jobs. This federal tax incentive was created through the Tax Reduction and
Simplification Act of 1977.
COVERAGE
The new jobs tax credit is earned by increasing the total wages paid employees. This increase in total wages paid may be from:
(1) adding full-time
employees, (2) adding part-time employees, and/or (3) wage increases of more
than 5 percent paid existing employees. There is a potential tax credit of
$2,100 per new worker. This tax credit is a dollar for dollar reduction of the
tax liability otherwise due. There can be significant tax savings to farm employers adding either full-time or part-time employees.

E~WLOYER

PROVISIONS

The tax credit generally is based on an employer's increase in Federal
Unemployment Insurance Tax (FUTA) base. Because many agricultural employers
are not covered by the unemployment insurance system, the social security tax
(FICA) base can be substituted. Only the first $4,200 in wages paid each employee during the calendar year is counted in the base. Consequently, adding
part-time employees each earning less than $4,200 per year can result in a
higher tax credit than adding the same amount of employment through full-time
workers each earning more than $4,200.
The tax credit is equal to SO percent of the increase in the FUTA Of FICA
base over 102 percent of the base in the previous year. The first two percent
increase in the FUTA or FICA base does not qualify an employer for any tax
credit.
There are· several limitations on the job tax credit: (1) The credit cannot exceed 25 percent of the current year's FUTA or FICA base. (2) There is a
total wages limitation. The tax credit cannot exceed 50 percent of the difference between the current year's total wages and 105 percent of the previous
year's total wages. (There are some special provisions for additional credit
for hiring the handicapped.) (3) The credit is limited to $100,000 per year.
(4) The credit is limited to the employer's income tax liability for the year.
The liability must first be reduced by the foreign tax credit, credit for the
elderly, investment credit, WIN credit, contribution to public office credit,
general tax credit, and child care expense credit. If the new jobs credit exceeds the liability after reduction for other credits, the unused credit of the
current year may be carried back to each of the three preceding years and the
balance still unused carried forward to the seven succeeding tax years. Form
1040X or 1120X would be filed for the tax year to which the unused credit is
carried.
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The jobs tax credit influences the deduction for wages shown by agricultural employers on Schedule F. The wages paid must be reduced by the dollar
amount of the credit allowable during the tax year. Thus the net tax savings
will be slightly less than the actual jobs credit.
Wages of certain employees are not counted in determining whether or not
an employer qualifies for a tax credit. An employer's parents, spouse, and own
children under the age of 18 are excluded from unemployment insurance coverage
and therefore from the jobs tax credit calculations. Other relatives are not
excluded. Self-employed persons are also excluded. However, a corporation can
get jobs tax credit for employees who are relatives of a stockholder or corporate officer.
There is an additional 10 percent credit for handicapped individuals who
have been referred to the employer under a vocational rehabilitation referral
plan.
If a farm employer qualified for a jobs tax credit based on additional
employees in 1977 but failed to take the credit, an amended return can be filed.
The following examples illustrate calculation of the tax credit and consideration of the four potential limitations on the credit. The employer had 3
full-time employees but no part-time employees in 1976. In example A, the number of full-time employees is increased to 4 in 1977. In example B, the number
of full-time employees is unchanged but 3 part-time employees are added.
Data

Year

1976

Example
A
1977

Example
B

1977

Number of full-time employees

3

4

3

Number of full-time employees added

X

1

0

Number of part-time employees added

X

0

3

Wages paid each full-time employee
Wages paid -each par·t-time employee
Total wages paid
FICA base

FUTA taxes paid

$8,000
X

$8,500
X

$24,000

- $34,'000

3 X $4,200
= $12,600

4 X $4,200
= $16,800

0

Deduction for wages on Schedule F

$24,000

Tax liability before application
of jobs credit

$9,000

0

$34,000- 1,974
= $32,026
(Total wages
minus jobs tax
credit)
$11,000

$8,500
$2,500
$33,000
3 X $4,200
3 X 2,500
Total

$12,600
7,500
$20,100
0

$33,000 - $3,624
$29,376 (Total
wages minus jobs
tax credit)
$11,000

~
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Calculations for Example A
Tentative Tax Credit

1)
2)
3)
4)
5)

FICA base in 1977
FICA base in 1976
Multiplied by 102 percent
Difference
50 percent of difference
6) Tentative jobs tak credit

$16,800
$12,600
1.02

$12,852
$ 3,948
.50
$ 1,974

Current FICA Wages Limitation

7) FICA base in 1977
8) Hultiplied by 25 percent
9) FICA base limitation

$16,800
.25
$ 4,200

Total Wages Limitation

10) Wages paid in 1977
11) Wages paid in 1976

12) Multiplied by 105 percent
13) Difference
14) Hultiplied by 50 percent
15) Wage limitation

$34,000
$24,000
1.05

$25~200

8,800

.so

$ 4,400

16) $100,000 limitation

$100,000

17) Limitation based on
tax liability

$11,000

18) Jobs tax credit (least.
amount on line 6, 9,
15 or 16)

$ 1,974

In this example, the total job credit is the tentative job credit shovm on
line 6. None of the potential limitations shown on lines 9, 15 <;~.nd 16 are less
than the amount shown on line 6. In this example, the new jobs tax credit would
reduce the wage deduction on Schedule F by $1,974. The tax liability calculated
after this adjustment in wage deduction would be reduced by $1,974.
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Calculations for Example B
Tentative Tax Credit
1)
2)
3)
4)
5)
6)

$20,100

FICA base in 1977
FICA base in 1976
Multiplied by 102 percent
Difference
50 percent of difference
Tentative jobs tax credit

$12,600
1. 02

$12,852
$ 7,248
.50
$ 3,624

Current FICA Wages Limitation
$20,100
.25

7) FICA base in 1977
8) Multiplied by 25 percent
9) FICA base limitation

$ 5,025

Total Wages Limitation
10) Wages paid in 1977
11) Wages paid in 1976
12) Multiplied by 105 percent
13) Difference
14) Multiplied by 50 percent
15) Wage limitation

$33,000
$24,000
1. 05

$25,200
7,800

.so
$ 3,900

16) $100,000 limitation

$100,000

17) Limitation based on
tax liability

$11,000

18) Jobs tax credit (least
amount on line 6, 9,
15 or 16)

$ 3,624

In example B, the jobs tax credit is $3,624. The wage deduction on
Schedule F would be reduced by this amount. It is important to note that
the jobs tax credit is higher in example B than in example A even though
the increase in total wages paid was higher in A than in B. In this case,
the addition of 3 part-time employees results in a higher credit than addition of 1 full-time employee. This is because the $2,500 paid each parttime employee can be included in the FICA base. Only the first $4,200 paid
the new full-time employee can be included.
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EMPLOYEE PROVISIONS
There are no provisions which apply specifically to employees.

RESPONSIBLE AGENCY
The Internal Revenue Service of the U. S. Department of the Treasury is
the responsible agency.

SPECIAL NOTE
The Tax Reduction and Simplification Act of 1977 created the new jobs tax
credit. The act limited the credit to 1977 and 1978. However, Congress is
considering an extension beyond 1978.

CIVIL RIGHTS REGULATIONS
OBJECTIVE
The objective is to prevent discriminatory employment practices on the
basis of race, color, religion, sex, national origin, handicap, or ancestry.
COVERAGE
The Federal Civil Rights Act of 1964 and Chapter 4112 of the Ohio Revised
Code both apply to farm employers. The federal law applies only to employers
with 15 or more employees. The Ohio regulation applies to employers with 4 or
more employees. In addition, the Ohio Department of Industrial Relations provisions relating to employment of females apply to employers of fewer than 4
employees.

EMPLOYER PROVISIONS
The federal law prohibits any discriminatory employment practices by employers of 15 or more employees on the basis of race, color, religion, sex, or
national origin.
Age discrimination is prohibited by the Age Discrimination in Employment
Act of 1967 by employers of twenty or more employees. The act protects persons
ages 40 to 65. The responsible agency is the U. S. Department of Labor, Wage
and Hour Division.
The Ohio Revised Code states.that any employer of 4 or more employees may
not discriminate on the basis of race, color, sex, religion, national origin,
or ancestry. Discrimination on the basis.of physical handicap is also prohibited. Discrimination against any employee with respect to hire, tenure, terms,
conditions, or privileges of employment is prohibited. Employers covered by
the law must have an equal opportunity poster exhibited on a bulletin board.
This poster may be obtained from the Ohio Civil Rights Commission. The Equal
Employment Opportunity Commission also requires covered employers to display
an EEOC poster.
Prior to employment, the employer must not:
(a) elicit any information concerning the race, color, religion, sex,
national origin, or ancestry of an applicant;
(b) keep a record of these characteristics;
(c) publish advertisement indicating any preference, specifications, or
discrimination based on any of these characteristics.
If an employer has any government contracts, there may be additional requirements, including an "affirmative action plan" for insuring continued nondiscriminatory practices.
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EMPLOYEE PROVISIONS
There are no provisions which apply specifically to employees.
RESPONSIBLE AGENCIES
Rural Manpower Services, Ohio Bureau of Employment Services, 145 S. Front
Street, Box 1618, Columbus, Ohio, 43216; Phone: 614/466-2656.
Ohio Civil Rights Commission, 220 Parsons Avenue, Columbus, Ohio, 43215;
Phone: 614/469-2785 - Also OCRC offices in Toledo, Akron, Cleveland,
Dayton, and Cincinnati.
U. S. Department of Labor - Wage and Hour Division (addresses and phone
numbers are included in minimum wage section of this handbook).
Equal Employment Opportunity Commission, 1365 Ontario Street, Engineer's
Building, Room 402, Cleveland, Ohio, 44114; Phone: 216/522-4793. OR
Room 7019, Federal Office Building, 550 Main Street, Cincinnati, Ohio,
45202.
Ohio Department of Industrial Relations, Division of Women and Minors
and Minimum Wage, 2323 W. 5th Avenue, P; 0. Box 825, Columbus, Ohio,
43216, (Central Office); Phone: 614/466-4340.

REFERENCES
"Affirmative Action for Equal Employment Opportunity - Requirements for Federal
Government Contractors and Subcontractors," OFCCP-5, U. S. Department of
Labor Employment Standards Administration, Office of Federal Compliance
Programs, Cleveland Area Office, OFCCP, U. S. Department of Labor, 803
Federal Building, 1240 E. 9th Street, Cleveland, Ohio, 44199.
"Age Discrimination in Employment Act," WH Publication 1230, U. S. Department
of Labor, Employment Standards Administration, Wage and Hour Division,
Columbus, Ohio, September, 1974.
"Civil Rights and the Law," Attorney General's Office Civil Rights Section,
State Office Tower, 30 E. Broad Street, Suite 1518, Columbus, Ohio, 43215.
"Equal Pay Under the Fair Labor Standards Act," U. S. Department of Labor, Employment Standards Administration, Wage and Hour Division, Columbus, Ohio,
June, 1974.
"General Guide to the Procedures of the Ohio Civil Rights Commission," Ohio
Civil Rights Commission, Columbus, Ohio.
"Laws Against Discrimination- Employment, Public Accommodations, Housing,"
Administered by the Ohio Civil Rights Commission, Columbus, Ohio, January,
1975.
"Questioning Applicants for Employment Under the Ohio Fair Enipldyment"'P~acfi'ces~..~·-r
Act," the Ohio Civil Rights Commission, Columbus, Ohio, May, 1974.
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MIGRANT LABOR CAMP REGULATIONS
Ohio farm employers providing temporary housing for migrant farm workers
potentially face three sets of housing regulations:
1.

Agricultural labor camp regulations of the Ohio Administrative
Code administered by the State of Ohio Department of Health.

2.

Federal regulations administered through the United States
Department of Labor by the Ohio Bureau of Employment Services.

3.

Occupational Safety and Health Act (OSHA) temporary labor camp
regulations administered by the Occupational Safety and Health
Administration.

These regulations are similar, but there are some important variations in
housing requirements and enforcement responsibilities. Therefore, farm employers and employees need to be familiar with the three sets of regulations and
the variations in inspection requirements.

State of Ohio Labor Camp Regulations
OBJECTIVE
The objective of these state regulations is to assure that migrant farm
workers have adequate, safe, sanitary and healthful housing facilities during
the time they are employed in Ohio.
COVERAGE
Any agricultural employer who operates an agricultural labor camp in Ohio
is covered by these state regulations. For practical purposes, a farm employer
has an agricultural labor camp if he is providing free housing or by rental
arrangement to two or more families or five or more persons engaged in agricultural work. To illustrate, one family of four workers living in a building on
the employer's farm would not constitute an agricultural labor camp. Four
workers not in the same family living on the farm would not constitute a camp.
However, two families of two workers each would constitute a camp.
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EMPLOYER PROVISIONS
. Each agricultural employer must obtain a license to operate his labor camp.
Application must be made at least 60 days before any migrant farm worker occupies the camp. Application is made to the State Department of Health or to a
local board of health that has been delegated program responsibility by the
Director. of Health. The license is issued after inspection of the camp has
assured that requirements specified in the Ohio Administrative Code are satisfied. The license is effective for the calendar year in which it is issued.
The camp cannot be opened for occupancy without a license.
A farm employer planning to construct or extensively alter a labor camp
must submit plans for approval by the Ohio Department of Health. Plans may be
approved in local health departments having delegated authority, but plans for
relatively large camps'must be approved by the Ohio Department of Health. Construction or alteration may not be started without written approval.
Following application for a license to operate a camp, an inspection is
conducted by the local health department having delegated authority or by the
Ohio Department of Health. This inspection is to ascertain whether or not the
minimum standards specified in the Ohio Administrative Code are satisfied.
Specifically, the inspection is concerned with the housing site; water supply;
excreta and liquid waste disposal; condition of housing and space provided;
screening; heating, electricity and lighting; toilet facilities; bathing,
laundry, and handwashing facilities; cooking and eating facilities; garbage
facilities; insect and rodent control; sleeping facilities; and fire, safety,
and first aid facilities. Detailed requirements in each of these areas are
specified in the code. Employers and employees should consult this code for
more detail.
Three specific responsibilities are assigned the camp operator. He is responsible for the maintenance of the camp. Following periods of occupancy by
farm workers, he is responsible for placing the buildings and grounds in a clean
and sanitary condition. He also has the responsibility of notifying the local
health department of any known or suspected communicable disease within the camp.
The license to operate the camp may be denied, suspended or revoked for
violation of the code. However, the denial, suspension or revocation may be
effective without delay only if there is an immediate and serious health hazard.
Otherwise, the camp operator is given notice in writing of specific violations
and allowed reasonable time to make corrections.
The regulations specifically provide for an inspector from a health department, upon proper identification to the camp operator, to enter any property or
structure at any reasonable time. This entry must be for making the required
inspections.
Violation of the code regulating labor housing is a misdemeanor.
no monetary penalties specified.

There are
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Farm workers occupying labor camps are required to keep the part of the
dwelling and camp they occupy clean and sanitary. Occupants must have permission of the camp operator to modify or move any building, facility, or piece of
equipment.
RESPONSIBLE AGENCY
The State of Ohio Department of Health is responsible for the agricultural
labor camp provisions of the Ohio Administrative Code. However, the Director of
the State Department of Health can delegate responsibility to local boards of
health. Camp operators should consult their phone directories for the address
and phone number of the local department of health.
The Ohio Department of Health is headquartered at:
246 North High Street
Post Office Box 118
Columbus, Ohio 43216
Phone:

614/466-1390

There is a Northwest District Office at:
1033 Devlac Grove Drive
Bowling Green, Ohio 43402
Phone:

419/352-6591

REFERENCES
"Agricultural Labor Camp Laws and Rules" 2145.32, Ohio Department of Health,
June, 1977.
Sections 3733.41 to 3733.48 of the Ohio Revised Code.
Agricultural Labor Camps, Chapter 3701-33 of the Ohio Administrative Code.

U. S. Department of Labor Federal Labor Camp Regulations
OBJECTIVE
The objective of these federal regulations is to assure that migrant farm
workers recruited for Ohio farm employers through the U. S. Department of Labor
services have housing in Ohio which is hygienic and adequate to the climatic
conditions of Ohio, large enough to accommodate the workers, and in a condition
that does not endanger the lives, health, or safety of the workers and their
families.
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COVERAGE

An Ohio agricultural employer using the interstate worker recruitment service of the U. S. Department of Labor must have housing approved by the department. Ohio employers not using this service of the Department of Labor are not
affected by these federal housing regulations. In Ohio, the Department of Labor
assistance in recruitment of migrant farm workers is provided through the Ohio
Bureau of Employment Services.
The inspection of labor camps for the Department of Labor is based on federal regulations. Thus, a camp inspection by the Ohio Department of Health
does not satisfy the Department of Labor requirement for a camp inspect.ion for
users of their services. However, the .Ohio Department of Health and Ohio Bureau
of Employment Services work in cooperation so that both inspections are normally
made at the same time.
EMPLOYER PROVISIONS
There are no provisions affecting Ohio agricultural employers not using
the Department of Labor interstate worker recruitment services. Employers
using the services of the department must have their housing approved through
the Ohio Bureau of Employment Services. The Bureau uses the Department of Labor
Standard 620 for its inspections.
An employer initia:tes the interstate worker order through a local office
of the Ohio Bureau of Employment Services. The application for workers will
result in an inspectio~ of the labor camp. The interstate order normally has
been.processed following approval of the labor camp. However, changes made in
1976 make it possible for an order to be granted conditional access to the interstate clearance (recruitment) system provided the discrepancies are of a
minor nature and the employer gives assurance that the labor camp will be in
complic:mce 45 days before expected occupancy (giving the specific date). Prior
to three working days. after the specified date, the housing will be reinspected
by a representative of the Ohio Bureau of Employment Services, and if the housing is not in compliance, the order will be immediately removed from interstate
clearance. No referral of interstate workers can be made on the order until
the housing is in compliance.
The inspection is to determine whether or not the m1.n1.mum standards specified in the federal·regulations are satisfied. The standards are similar to
those specified in the Ohio .code, but there are some differences. The federal
code specifies standards for the housing site; water supply; condition of housing and space provided; screening; heating; electricity and lighting; toilets;
bathing, laundry, and handwashing; cooking and eating facilities; garbage and
other refuse disposal; insect and rodent control; sleeping facilities; and fire,
safety, and first aid.
EMPLOYEE PROVISIONS
There are no provisions specifically for employees.
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RESPONSIBLE AGENCY
The Ohio Bureau of Employment Services is responsible for administering
the interstate recruitment services and the associated housing inspections.
The unemployment insurance section of this handbook includes a listing of the
Bureau's local offices.
REFERENCE.
"Housing for Agricultural Workers," Title 20, Code of Federal Regulations,
Part 620.

OSHA Temporary Labor Camp Regulations
OBJECTIVE
The general purpose of the Occupational Safety and Health Act is to assure,
as far as possible, every working man and woman in the nation safe and healthful
working conditions and to preserve our human resources. The OSHA labor camp
regulations are part of OSHA's effort consistent with the act's general purpose.
COVERAGE
Farm employers with 10 or fewer employees have been exempt from all OSHA
regulations since October 1, 1976. One year extensions of the exemption have
been made each year since 1976. The current exemption expires September 30,
1978. Unless the exemption is extended or made permanent, all farm employers
will be covered after September 30, 1978.
During the exemption period, temporary labor camps of farm employers with
11 or more employees are subject to OSHA regulations. There is no licensing
procedure under OSHA regulations. Labor camp inspections are made in response
to employee complaints, following a report of a fatality and on a random basis.
Prior to 1977, OSHA personnel conducted inspections of agricultural labor
camps. In 1977, the Ohio Department of Health and OSHA entered into a contract
under which the Department of Health conducted agricultural labor camp inspections for OSHA using Standard 620 of the Department of Labor. This is the same
standard used by the Ohio Bureau of Employment Services in making camp inspections. This contract arrangement is intended to eliminate duplication of effort
by OSHA and the Ohio Department of Health and lessen confusion of the growers
as to their responsibilities. OSHA and the Ohio Department of Health have extended their contract to 1978. .Under the terms of this contract, the Ohio Department of Health will be making the 1978 OSHA housing inspections. Although
the contract is only for the 1978 season, there are provisions for extension to
1979. Labor camp operators will receive updated information from the Ohio Department of Health concerning inspection arrangements for the 1979 season.
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An agricultural labor camp must be maintained in a condition that satisfies the minimum requirements of the Department of Labor's Standard 620 regulations discussed above.
It is the duty of the camp operator to report immediately to the local
health officer the name and address of any person known to have or sl,lspected
of having a communicable disease.
EMPLOYEE PROVISIONS
There are no provisions specifically for employees.
SPECIAL NOTE
There is much uncertainty concerning state and federal regulations for
agricultural labor camps. There may be major changes. in these regulations and/or
inspection policies of the Ohio Department of Health, Ohio Bureau of Employment
Services, and OSHA prior to the 1979 season.

FARM LABOR CONTRACTOR REGISTRATION ACT
OBJECTIVE
The objective of the act is to reduce irresponsible activities of farm
labor contractors which result in exploitation of farm operators, farm workers
and the general public. This objective is accomplished by requiring farm labor
contractors, their full-time or regular employees and farmers using the services of farm labor contractors to observe certain rules as set forth in the
act.

COVERAGE
This act as amended is concerned primarily with farm labor contractors
(crew leaders). A farm labor contractor (crew leader) is any person who, for a
fee for himself or on behalf of another person, recruits, solicits, hires, furnishes or transports any number of workers (excluding members of the contractor's immediate family) for agricultural employment, whether within a state or
across state lines.
"Person" includes any individual, partnership, association, joint stock
company, trust, or corporation. "Fee" includes any money or other valuable
consideration paid or promised to be paid to a person for services as a farm
labor contractor. "Immediate family" of the contractor includes only a spouse;
children, stepchildren, and foster children; parents, step-parents, and foster
parents; and brothers and sisters. "Agricultural employment" is defined very
broadly to include virtually all aspects of employment in agriculture. In
addition to on farm employment, the definition includes handling, planting,
drying, packing, packaging, processing, freezing, or gradihg prior to delivery
for storage of any agricultural or horticultural commodity in its unmanufactured
state.
It is important to note that the act appears to be concerned only with
migrant farm workers. However, the term migrant worker for purposes of this
act is defined to include any individual whose primary employment is in agriculture, or who performs agricultural labor on a seasonal or other temporary
basis. The key element of this definition is that any individual who is performing agricultural work is a migrant worker for purposes of this act. Whether
or not the worker migrates is not considered.
Some provisions affect those farmer operators or growers who engage the
services of a farm labor contractor. However, employers who personally recruit
farm workers solely for their own operations are exempt from the act.
Other exemptions include:
1.

An employer's regular or full-time employee who engages in farm labor

contractor activities only on an incidental basis and only for the
employer.
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2.

Connnon carriers engaged sole1y in transporting farm workers.

3.

Any person who engages in contracting activity within a 25-mile intrastate radius of his permanent home and does not engage in contracting
activity for more than 13 weeks in a calendar year.

There are some additional exemptions, but these do not apply to Ohio agricultural employers or crew leaders typically involved in farm labor activities
in the state.
FARM OPERATOR PROVISIONS
The 1974 amendments to the act added new requirements for farm operators.
A farm operator who deals directly with a labor contractor must make sure that
the contractor is properly registered before using his service. The user must
determine that the farm labor contractor or crew leader has a valid U. S. Department of Labor certificate of registration which authorizes the contractor
to perform the services required by the user. Contractors who house or transport workers must have certificates specifying those activities. For example,
a farmer may arrange for the crew leader to transport workers. The farmer must
examine the crew leader's certificate of registration to determine whether or
not transportation of workers is authorized. If workers are transported by a
crew leader not authorized to provide transportation, both the farmer and the
ere~ leader may be cited for civil money penalty for unauthorized activities.
There are four types o.f cards farmers may need to check. The orange card
is a certificate of registration for the contractor. A supplemental green card
is used to authorize transportation of workers. A supplemental yellow card is
used to authorize housing of workers. A blue employee identification card is
required of the contractor's employees who are principal assistants.
Farm operators using the services of labor contractors are required to
maintain payroll records of workers recruited for their benefit. The farmer
must have these records even if the workers are paid directly by the contractor.
These payroll records must show, for each worker, total earnings in each
workweek in the payroll period, itemized withholdings from wages, and net earnings. If a worker is paid on an hourly basis, the number of hours worked each
day, the total hours worked each workweek, and the rate per hour must be recorded on the payroll record. If a worker is paid on a piece-rate basis (for
example,. per hamper of tomatoes harvested), the number of units of work performed (hampers, baskets, boxes, etc.), the hours worked each workweek, and the
rate per unit must .be shown on the records. The farmer must also have a copy
of all information which the contractor is required to provide the worker.
A farmer may be fined up to $·1, 000 for each violation of the act. Violations for the farmer would include hiring unregistered contractors and not having the required records.. An Ohio farmer violating the act may also be denied
the facilities and employment services of the Ohio Bureau of Employment Services
for up to three years.
A farmer claiming to be aggrieved by a violation of the act may file suit
in a United States District Court.

~
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WORKER PROVISIONS

.

A farm worker claiming to be aggrieved by a violation of the act may file
suit in a United States District Court. If a worker files a complaint or lawsuit under the act, the law protects him from retaliatory discrimination by the
contractor or anyone else •
FARM LABOR CONTRACTOR PROVISIONS
Farm labor contractors covered by this act have several specific responsibilities. They must:
1.

register with the U. S. Department of Labor. A Certificate of Registration must be carried at all times and shown to appropriate persons
when dealing as a farm labor contractor. Any full-time or regular
employee who may act in behalf of a registered contractor must obtain
and carry an identification card. Farm labor contractors may apply
for registration at any local office of the Ohio Bureau of Employment
Services. Certificates of registration and employee identification
cards are effective for the remainder of the calendar year during which
they are issued unless suspended or revoked. If application for renewal has been made on or before November 30 on the year preceding the
year for which renewal is sought, the authority to operate under an
existing certificate shall not expire until the renewal application
shall have been finally determined. The certificates and cards may be
denied, suspended, or revoked for failure to comply with the act.

2.

at the time of recruitment, inform each worker in writing on a form
such as WH-416 (information on wages and working conditions), in a
language in which the worker is fluent, of all living and working conditions, including location of work site, crops and operations on
which worker may be employed, wages, housing facilities, transportation
and insuranGe, the period of employment, charges to be made for the
services provided, the existence of any labor dispute at the work
place, or any kickback arrangement between the farm labor contractor
and local commercial or retail merchants who deal with the workers.

3.

clearly post, in a language in which the worker is fluent, the terms
and conditions of occupancy for housing owned or controlled by the
farm labor contractor.

4.

upon arrival at a place of employment, post the conditions of employment, in a language in which the workers are fluent, in a prominent
place readily seen by the employees. Workers must be notified of any
changes in such conditions.

5.

if responsible for paying the wages, keep payroll records and provide
each worker with a statement of earnings, withholdings, and reasons
for withholdings. A copy of this payroll information must be given to
the farm operator.
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6.

Notify the Department of Labor within 10 days of any change in address,
the purchase of a vehicle for transporting or facilities for housing
migrants. Also, notify the Department within 10 days after the contr&ctor obtains or learns of the intended use of any real property.
This notification is to be before actual use of the real property.

7.

Buy insurance that protects migrants and their property, if transported
by bus, truck or private automobile owned, operated, controlled, or
caused to be operated by the farm labor contractor. The required limit
for bodily injuries to, or death of, one person is $100,000. The required limit for bodily injuries to, or death of, all persons injured
or killed in any one accident (subject to a maximum of $100,000 for
bodily injuries to, or death of, one person) is $300,000 if the passenger equipment is for 12 passengers or less and $500,000 for more than
12 passengers. The required limit for loss or damage in any one accident to property of others (excluding cargo) is $50,000. Any licensed
insurance agent can sell this insurance.

8.

Not knowingly hire an illegal alien; that is, one who has not been lawfully admitted for permanent residence or has not been authorized by
the Attorney General to accept such employment. Acceptable evidence
of legal employability includes: a birth certificate, certificate of.
citizenship or naturalization, U. S. identification card, passport
identifying the worker as aU. S. citizen, consular report of birth or,
in the case of an alien, an alien registration receipt card.

RESPONSIBLE AGENCY
Additional information may be obtained from any local office of the Ohio
Bureau of Employment Services.
The agency responsible for the enforcement of the Farm Labor Contractor
Registration Act is the U. S. Department of Labor, Wage and Hour Division. A
listing of its area offices and a map showing counties served by each office
are included in the minimum wage section of this handbook.
REFERENCES
"Farm Labor Contractor Registration Act of 1963 As Amended," 7 U.S.C. 2041 et
seq. , Amended by. Public Law 9 3-518, .88 Stat •. , Hi 52; Dec::ember . 7, 197 4.
"Farm Labor Contractor Registration Act As Amended December, 1974," WH Publication 1365, Wage and Hour Division, Employment Standards Administration,
U. S. Department of Labor, October, 1975 (also available in Spanish).
"Regulations Clarifying Farm Labor Contractor Registration Act Amendments of
1974," Federal Register, June 25, 1976.
"Regulations, Part 40: Farm Labor Contractor Registration, Subpart A - Registration, Subpart B- Administrative Proceedings," WH Publication 1369,
Wage and Hour Division, Employment Standards Administration, U. S. Department of Labor, October, 1976.

TRANSPORTATION OF MIGRANT WORKERS
FEDERAL MOTOR CARRIER SAFETY REGULATIONS
OBJECTIVE
The objective of these regulations is to assure reasonably safe condition
and operation of vehicles in which migrant farm workers are being transported.
COVERAGE
These regulations apply to the transport of migrant farm workers if the
total distance is more than 75 miles, but only if such transportation is across
a state line. Therefore, the regulations do not apply to employers transporting farm workers within Ohio. Also, the regulations do not apply if fewer than
three workers are transported at any one time, or if a passenger automobile or
station wagon is used. A migrant worker transporting himself or his immediate
family is not affected.
·
·
·

EMPLOYER PROVISIONS
These regulations are not oriented directly to employers of migrant farm
workers. Rather, compliance is required of the person or business responsible
for the transportation of the workers. This could include a crew chief who
transports migrant workers, or an owner of a truck who transports a group of
migrants. It does not apply to an Ohio farmer who will be the employer of migrant farm workers after their arrival in the state if the employer is not r·esponsible for transporting the workers. Simply sending money to migrants to
finance their travel to Ohio does not make an Ohio employer the transporter of
the migrants for purposes of these regulations.
SPECIFIC PROVISIONS
The regulations pertain to qualifications of drivers or operators, the
driving of motor vehicles, parts and accessories necessary for safe operation,
hours of service by drivers, maximum driving time, and inspection and maintenance of motor vehicles. There are detailed provisions under each of these
categories. Those involved in transport of migrant workers should consult the
references listed. Only a brief summary of the provisions is included here.
Each driver must have a physical examination which certifies satisfaction
of minimum physical requirements. Minimum age for drivers is 21. Drivers must
be experienced, have knowledge of traffic regulations and the English language,
and have a driver's permit. Emergency devices must be available. Hours of
driving must be limited. Vehicles must be equipped in accorqance with minimum
requirements and must be systematically inspected and maintained.
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EMPLOYEE PROVISIONS
There are no provisions which apply specifically to employees.

RESPONSIBLE AGENCY
The U. S. Department of Transportation, Federal Highway Administration,
Bureau of Motor Carrier Safety, Washington, D. C., 20590 regulates transportation of migrant farm workers through Federal Motor Carrier Safety Regulations,
Title 49, C.F.R., Part 398.
Ohio farm employers with questions concerning transportation of migrant
farm workers should contact:
Office of Motor Carrier Safety
Federal Highway Administration
U. S. Department of Transportation
200:N. High St., Box 15008
Columbus, Ohio 43215
Telephone:

614/469-565J

REFERENCES·
"Federal Motor Carrier Safety Regulations, Part 398--Transportation of Migrant
Workers," U. S. Department of Transportation, Federal Highway Administration, Bureau of Motor Carrier· Safety; Washington, D. C., 20590.
"Federal Motor Carrier Safety·Regulations--Revised as of October 1, 1976, U. S.
Department of Transportation, Federal Highway Administration, Bureau of
Motor Carrier Safety, Washington, D. C., 20590.
SPECIAL NOTE
According to information received from the U. S. Department of Transportation in May, 1978, a research study is currently being conducted to provide
data to updat..: and revise the existing migrant worker transportation regulations.
A notice will be publ~shed in the Federal Register seeking comments on any proposed changes prior to any final rule.

ALIEN WORKER EMPLOYMENT
DEFINITIONS

•....

An alien is a foreign born resident in the U. S. who has not become
naturalized. Alien farm workers may be legal or illegal aliens. A certified
alien farm worker is one who is legally in the country through a certification
program administered by the U. S. Department of Labor. An illegal alien
(undocumented alien) is not certified by the Department of Labor and his
presence in the U. S. is in violation of the Immigration and Nationality Act.
CERTIFICATION OF ALIEN FARM WORKERS
Employers may request admission of aliens into the U. S. for temporary
farm work. Such admission is possible only if the Department of Labor certifies that qualified Americans are not available and that the employment of an
alien would not adversely affect the wages and working conditions of similarly
employed workers in the United States. Department of Labor Regulations set
forth the fact-finding process for granting or denial of temporary labor certification. These regulations also set forth the responsibilities of employers
wishing to employ aliens in temporary farm work.
Employers wishing to hire certified aliens must demonstrate that they have
attempted to recruit U. S. workers through advertising, through the public employment service and by other specified means. These recruitment efforts must
assure that there has been an adequate test of the availability of U. S. workers.
An employer who desires to use foreign workers for temporary agricultural
employment must file an application including a job offer for United States
workers with a local office of the Ohio Bureau of Employment Services. The
application should be filed a minimum of 80 days before the estimated date of
need for the workers. This would allow sufficient time for the required 60 day
recruitment period and a determination by the Regional Administrator of the
Department of Labor as to the availability of United States workers 20 days before the date the workers are needed.
The Department of Labor regulations also specify requirements for housing,
payment of· transportation costs, amount and length of employment and various
other conditions of employment.
As explained, the certification of alien farm·workers by the Department of
Labor is possible only if qualified Americans are not available. Since 1958,
there have been no alien workers certified for farm work in Ohio. Although
some workers are being certified in other states, it is unlikely that an employer
would be able to get workers certified for employment in Ohio.
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Employers wanting more detailed information should contact:
Division of Labor Certification
U. S. Department of Labor
Room 8410, 601 D Street, N. W.
Washington, D. C. 20213
Phone: ' 202/376-6295
The Ohio Bureau of Employment Services can also provide information concerning the certification of alien farm workers.
ILLEGAL ALIENS
With the exception of registered farm labor contractors, farm employers
are not prohibited by any federal or state law from employing illegal aliens.
(Note section of this Handbook on Farm Labor Contractor Registration Act.)
Several bills have been introduced in the U. S. Congress which would prohibit
employment of illegal aliens, but as of July 1, 1978, no such law has been
enacted. Although an illegal alien can be legally employed, actual involvement
in securing such employees or shielding them from detection can lead to severe
penalty for criminal violations.
If an illegal alien is apprehended, he is subject to expulsion from the
United States. He may also be subject to severe penalty for criminal violations relating to illegal-entry into the country.
Immigration and Naturalization Service investigators and United States
Border Patrol agents continuously seek out and apprehend illegal aliens either
employed or unemployed. Typically, Border Patrol agents visit a farm after receipt of information indicating the presence of illegal aliens. Employers who
.are known to employ illegal aliens on a continuous basis are also frequently
contacted.
It is the general policy of the Immigration and Naturalization Service to
solicit a farm employer's permission to gain admission to the premises. Urgency of a situation may make it infeasible to get prior permission. There are
legal alternatives available to the Service if a farm employer refuses permission. The details of these alternatives are beyond the scope of this Handbook.
Employers may contact the Service for more detailed information.
The Immigration and Nationality Act does not set forth any recordkeeping
requirements for farm employers. The Immigration and Naturalization Service may
review employment records on occasion. Any method of recordkeeping would be
satisfactory provided the records were riot kept in a manner to deliberately
interfere with detecting illegal aliens.
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RESPONSIBLE AGENCIES
Division of Labor Certification
U. S. Department of Labor
Room 8410, 601 D Street, N. W.
Washington, D. C. 20213
.j

...

Phone:

202/376-6295

Immigration and Naturalization Service
U. S. Department of Justice
Federal Building, Room 1917
1240 East Ninth Street
Cleveland, OH 44199
Phone:

216/522-4774

Immigration and Naturalization Service
U. S. Department of Justice
Post Office Building
100 E. 5th Street
Cincinnati, OH 45202
Phone:

513/684-2931

Note map on the last page of this section for Ohio counties served by the
Cleveland and Cincinnati offices of the Immigration and Naturalization Service.
REFERENCES
"Temporary Employment of Alien Agricultural and Logging Workers in the U. S.,"
Employment and Training Administration, Department of Labor, 20 CFR, Part
655, Federal Register, Part VIII, March 10, 1978.
"Labor Department Issues Final Regulations on Hiring Alien FarmWorkers,"
Employment and Training Administration, USDL-78-186, Office of Information,
United States Department of Labor, Washington, D. C., 20210, March 13, 1978.
Immigration and Nationality Act
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Counties Served By The Cleveland and Cincinnati Offices
of The Immigration and Naturalization Service
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RETIREMENT PLANS FOR EMPLOYEES
Retirement programs may be an important part of the benefit package provided employees. The farm employer has many options for providing retirement
funds for his employees. Some of these options also involve providing a retirement program for himself. If Internal Revenue_ Service guidelines are followed,
an employee-employer retirement plan may qualify as a tax~shelter until .retirement.
Keogh, Individual Retirement Account, and incorporated farm plans are tax
sheltered alternatives an employer may want to consider. There are advantages
and disadvantages of each which should be carefully studied.
If a self-employed farmer provides a Keogh type retirement plan for himself, he also must provide a tax-sheltered retirement plan for his "full-time"
employees. This plan must be on a "non-discriminatory" basis and must be
available to workers after three years of employment.
A farmer may elect to contribute to an Individual Retirement Account (IRA).
The IRA alternative may be used to provide a tax-sheltered benefit for the farm
employer and/or any or all of his employees.
An incorporated farmer may provide a tax-sheltered retirement plan for himself as an employee of the corporation. However, the plan must also provide retirement benefits on a "nondiscriminatory" basis to all other "full-time"
employees who have three or more years employment with the corporation.
The following table compares the three basic types of plans with reference
to who may participate, how much can be contributed and when, when and how
funds are withdrawn, and some alternatives for funding plans.·
Further information concerning retirement plans is available from Extension
Farm Management Agents, local accountants, IRS offices, insurance agents, and
banks. The following sources provide more detailed information concerning retirement plans:
"Tax Sheltered Retirement Plans or Farm Investments," Darrel L. Acker,
Paul L. Wright, and Gerry A. Harrison. North Central Regional Extension
Publication 55, The Ohio State University, 1978.
"Tax Information on Individual Retirement Savings Programs," Publication
590, IRS.
"Tax Information on Self-Employed Retirement Plans," Publication 560, IRS.
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Comparison of Corporate and Non-Corporate Retirement Plans
Points of
Comparison

A.

Participation:
1. Who may participate

Self-Employed Plans
(Keogh)1

Individual Plans

Self-employed persons
and their employees

Persons not covered by a qualified
corporate, self-employed or governmental plan. Must receive compensation, except in special case of spouse.

Must have income from
"personal services".

(IRA)

Corporate
Plans

Employees.

1:&

2. Coverage for
Employees

Required for full-time
employees

Not applicable. (Contribution is really
by the employee.)

Required for certain
"classes" of employees.

3. Maximum waiting

Thirty-six months for employees (Less if employer
has not been in business
for three years.)

Not applicable.

One year, or three years, if
100% immediate vesting
is provided.

Not applicable.

Not applicable.

Twenty-five years

5. Vesting of
Benefits from
employee contributions

100% immediately when
eligible to participate.

100% immediately upon establishing
account.

100% immediately when
eligible to participate.

6. Vesting of Benefits
from employer
contributions

100% immediately when

Not applicable. Is really employee
contribution.

Graded over 5 to 15 years,
or 100% after 10 years, or
"rule of 45."

Lesser of $1500 or 15% of compensation or earned income.

a) Lesser of $25,000
or 2. 25% of employee's
compensation.
b) 15% of aggregate
compensation paid
(25% for carryover
year).

period

4. Minimum Age for
participating

B.

eligible to participate.

Contributions

1. Limits on Deductible Contributions

Lesser of $7500 or 15%
of self-employed person's earned income.
$750 regardless, if AGI
is less than $15,000.
Higher limit may apply
under "defined benefit"
plan.

In special case of employed person
and unemployed spouse, limit is
$1750 for both, or $875 for each
beginning in 1977.

c) Funding needs.

2. Final date for
Deductible
Contribution

Final date for filing tax
for year, including extensions.

45 days after end of tax year, beginning in 1977.

Final date for filing tax
for year, including extensions. Liability for
the contribution must
arise before the end of
the tax year.

3. Penalties for

6% cumulative, each
year, on excessive contribution left in account.

6% cumulative, each year, on excess
contribution left in account.

Loss of tax deduction in
current year.

No.
Yes.
Within 60 days
of distribution.

Yes.
Yes.
Within 60 days of distribution, no
more often than once in three years.

Yes, if Plan allows.
Yes.

Excess Contribution

4. Transfers of
Funds Permitted
Into plan
Out of Plan
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Comparison of Corporate and Non-Corporate Retirement Plans (Cont.)
Points of
Comparison

C.

..

.,j

Self-Employed Plans
(Keogh)1

Individual Plans
(IRA)

Corporate
Plans

Distributions
1. Age for Distribution

Not before 59V2, nor
after 70112.

Not before 59V2, nor after 70%.

Determined by plan requirements (not later
than 65, usually) .

2. Limits on

Lesser of $75,000 or
100% of average of high
three years' earnings (for
defined ·benefit plans).

Not applicable.

Lesser of $75,000 2 or
100'7c of average high
three years' pay.

10% of funds withdrawn
(or pledged) plus income
taxes on amount withdrawn in year of withdrawal (voluntary contributions excepted.)
Plan is terminated.

10% of funds in the account plus income taxes in year distributed or
pledged.

Doesn't apply.

50% of difference between what
should have been withdrawn that
year and what actually was.

Doesn't apply

In year received. Special
10-year
averaging
formula available. That
portion attributable to
years of participation
before 1974 may be
treated as capital gain.
As ordinary income in
years received. Standard
(5-year) income averaging
applicable.

As ordinary income. Can use
standard 5-year income averaging.

Excluded .to extent of inincome tax-deductible
contributions, if balance
is not distributed as lump
sum (within one year).

Excluded to extent of income taxdeductible contributions, if balance
is distributed as an annuity of at least
36 months.

Excluded to the extent
attributable to employer
contributions (i.e. tax deductible) and if balance is
not payable to estate or
distributed in lump sum
(within one year).

IRS-approved; Trust with
bank, trust company,
building and loan. Custodial account with bank
or building and loan.
Mutual funds, life insurance contracts, annuities, endowments.
Special U.S. "retirement" bond.
Can design own plan.

IRS-approved: Account- bank, savings
and loan, credit union, others approved by IRS. Annuity - insurance
company annuity or endowment contract. Special U.S." retirement" bond.

IRS-approved trusts are
the usual method, but
also certain annuities
or face amount certificates or custodial accounts may be used.

Benefits

3. Penalties
Premature
Distribution

Insufficient
Distribution
4. Taxing of
Benefits
Lump Sum

Annuity

5. Inclusion
of Balance
of Account
in Gross
Estate of
Decedent

D. Funding
1. Alternatives

In year received. Special
10-year averaging formula available. That portion attributable to years
of participation before
1974 may be treated as
capital gain. ·
As ordinary income in years received. As ordinary income in
Standard (5-year) income averaging years received. Standard
(5-year) income averaging
applicable.
applicable.

Can design own plan.

Appiies to plans which cover at least one "owner-employee" (one who is a self-employed sole proprietor or who owns more than 10% of the capital
interest or profit in a partnership.)
2 Modified by cost of living index.
1
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EMPLOYER-EMPLOYEE COLLECTIVE BARGAINING IN AGRICULTURE

1'1

•

There are no state of Ohio or federal laws controlling or providing for
collective bargaining by farm employers and employees. Agricultural employment
is specifically exempted from the provisions of the National Labor Relations
Act. This act and its amendments establish the rules and procedures for collective bargaining in industries other than agriculture. The act does not make
bargaining between farm employers and employees illegal; it simply does not provide the rules and procedures for such bargaining. The exemption also excludes
agriculture from the services of the National Labor Relations Board •
.Any collective bargaining regulations existing in other states through
state laws (California laws, for example) do not apply in Ohio.
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