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I:313C5UCTION

Ca Jameary 23, 19¢7, Presidenc Jehascn delivered a cessage to the Congress
cn older Acericans in which he urged remewed efforts to further the employment
of older workers. This goal was to be achieved through actien against dis-
crimination and through a variety of improved employment services. Tae
President’s exhortation follcwed the 1965 zrmendments to the Mampower Development
and Training Acc which also called for special counmselling, training and
placement services for older workers.

This report evaluates four community efforts to obtiain employment for
hard-core unempioyed workers over 50 years of age. The community projects
differed in approach and cechniques, and frequencly ihe approach amd techniques
actually adopted differed from those initially planned. However, the projects
teken as a whole provide a basis for evaluating cesting, counselling, iraining

and placement services zlong the lines espoused by the President and in the

1.D.T.A, amendments.

The older worker projects were carried out by specialized agencies in
Baltimere, Boston, Rilwaukee znd Buncombe Ccunty, North Carolina. Fuads
were provided by the Gffice of Manpower Policy, Evaluatioan and ’:!,esearch* toe each
of the commupnity agencies. Separate funds were provided by OMPER in a coatrac-
tual arrangemenc with the Naticnal Council on the Aging. The N.C.0.A, provided
services and supervision for ihe community agencies, and they were administra-
tively responsible to N.C.0.A. However, N.C.0.A. officials felt that the fund-
ing arrangement weakemed their control over che individual projects. This report
also appraises the effectiveness of this administrative approach tc experimental
and demonstiration employment programs for older workers.

The Case for Special Efforts

The recent amendmencs to the .D.T.A. were designed to correct an

Aate St aar et )

obvious underrepresentation of older workers in Federal retraining

programs. In 1266 more than one-fourth of the unemployed were 45 and

%
Then called the Office of Manpower, Automation and Training.
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ovar, but cnly 10 percent cf 211 M.B.T.A. trainees were in this older
age categery. Even 2 szallar perceatage of older workers were earclled
in on-the-job training programs, a form of training that will be increas-
ingly exphasized by 2.D.T.A. officials in coming years. Siace older
workers suifer a disproportiocnate share of long-term umemployment and
have relatively fewer years to recoup a training investment, beth
exployers and treaining programs are prome to pass them by.

Like the regular M.D.T.A. programs, the various facets of the war
on poverty emphasize youth rather than zge. And yet older persons and
farmilies headed by older persors coastitute a substaantial proportion of
the poor. Even the Work Experience and Training Program (Title V of the
Economic Opportunity Act), desigzmed te imcrease the employability of
public assistance racipients and other needy persoms, includes only a
little more than 10 percent of workers over 50 among its participaats.
Title V is one of the very few 0.E.O. programs that could be expected to
include older workers. It is the one which comss closest to the community
projects evaluated ia this report.

In spite of exhortations and legislative awendments, increased
employment for older workers will not be readily accompiished. There
is not likely to be a marked early improvement in the percentage partici-
pation of older workers in reguiar }M.D.T.A. and 0.E.O. programs. The
obstacles lie not only in the adverse attitudes of employers, reflected
in the seiection criteria of the employment service; but jusi as fund-
amentally in the attitudes and motivation of the older workers themselves.
Belbin found motivational factors to be of key importance in his compre-~
hensive internmatiomal review of the literature on older-worker training
programs prepared for the Organization for Economic Cooperation and

Development in 1965. 1In their extensive survey of labor market adjustments
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of the une—ployed, £odzl and Folk found that “the preporticn of Dersons
with no imterest in retraining was much higker acong older workers than
ameng youager workers." Studies at the University of Wisconsin indicate
that older workers are even much less aware of the opportunity and
availzbility of retraining programs for the uzemployed.

As Belbin and others have shown, intensive counselling is required
to restore the confidence and increase the awaremess of older workers,
especially ameng the long-term unecployed, as a prerequisite to their
labor-market rehabilitation. But the reluctance of many unemployad
older workers tec apply for empicyment-oriented service programs is rooted
in their kncwiedge of the realities of the labor markei. The experience
of their peers gives justification to fears that they may fare poorly
in the selection process; and if accepted, that their employmeat and
income may noi ba appreciably improved. Thus, even on the score of
motivation, vigorous efforts to improve selection technmigues and uliimate
placement ratios are essential.

The Chalilenge and Response

If it is clear that special efforts are required to restore the
employability of displaced older workers, it is not so clear that a
successful formula has been discovered. The specialized literature on
this subject stresses the opportunities, but the results are a perplexing
mixture of victories and defeats. Studies indicate that older workers
can be motivated through specialized counselling stressing awareness and
the restoration of confidence and initiative; that their skills can be
enhanced through a modification of customery training techniques, with a
new emphasis on activity rather than memory and on a :elaxed pace rather
than time constraints; that employers can be induced to open up training
opportunities and jobs if z suitable approach is made on behalf of the

clder worker.
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However, the nftzbie saccers stceries have seldgm included the hard-~
core unezpleyed. Most « £ th: vicicrizs zie scored Dy programs designed
to vpgrade cr faciiitate tie transfer of older wcrkers who are already
employed. Even vhen a training program is directed at the uanemployed, as
in the M.D.T.A. or our surveys in West Virginia, the reasonzbly high
niacement ratios for older workers often reflect other, more favorzble,
characteristics. 7t is frequently found that the most successful older
trainees have higher educational Jewvels or a sounder previous sxiil base
than the average. There is little evidence, as yet, that hard-ccre
unemployed older workers can be restored to employment security, especially
when low education or racial factors compouné their labor-market dis-

advantages.

Demonstrat. . Proiects

Although the nation has apparently accerted the announced goal of
increased employment for older workers, it is ualikely that the drive in
this directien can be sustained without some demcastration of positive
results. 1If resources devoted to this end produce very meager benefits in
employment and income, or if the costs of employment rehabilitation are
very high relative to benefits, pressure will emerge for income maintenance
schemes rather than employment creatica.

Even if it should be accepied that hard-core umemployed workers over
50 can be returned to sSecure empleoyment. the question remains as to the
most effective techniques. 1Is retraining for such workers a sound invest-
ment? Or should emphasis be placed on direct placement activities and
work experience? How important are selection precedures and counselling?
An economic evaluation of programs for older workers is not--and probably
should not--dislodge us from our nationally-determined goal of older
worker employment, but it can play its principal role in defining the most

efficient techniques for achievement of that goal.
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Because regular progrzms desiin.d to iacreazse exployzzat are prene
to by-pass older workers, special cezonstration projects provide a2
necessary vehicle for effective action as well as research evaluvation.
Earlier demonstraticn projects have been geared primarily to the problems
of youth, but the 1¢66 amendments to M.D.T.A. encourage such programs Zor
unemployed oider workers. Several are now under way, o test community
administrative procedures, couaselling techaniques and a variety of
employment and placement services. Unfortumately, msny demcnstration
projects provide less effective lessons than th>y might because they have
not been followed by a careful research evaluation. Even when this is
later initiated, it is fregquently found that the requisite records and
data have not been collected or preserved. The evaiuations reported
here have pot fully escaped from these pitfalls.

N.C.0.A. Project Evaluations

The ¥.C.0.A. older worker projects in four cormunitfies were designed
to test and demonstrate the types of techniques discussed above. The
prcjects were est2blished to increase employment opportunities for un~
emploved older wrrkers througn a variety of procedures. They were not
set up for a res=arch evaluation, 2nd "picking up the pieces” after the
fact created incvitable problems of access to data, workers, employers
and community oZficials.

Since each prcject had its peculiar configuraticn in spite of common
initial goals, the research approach in each community also had its own
peculiarities. The eminent community research investigators had their own
views concerning the most effective mode of inquiry, given the nature of
the project and the availability of data and research resources. None-
theless, there was a major effort to establish some common lines of

investigation so that cross-community comparisons could be made. Through
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a series of —e2etin>s, coriizn guerticznaires mare cdepted for gaining {

inforcaticn frcm workers cud empleyzrs; and ce——ea guidelinos vere

J

utilized in shaping the questicns tc be asked of coeomunity ad-inistrators.
Details cf the resesrch methodolozy are irvcluded ia each of the ceparate
co—uinity evaiuvaticrs.

In the recainder of this report, each of the cc—unity evaluzaticns
coastitutes a separate chapter, and the £insl chapter provides a swmary
analysis as well as scze general conclusions to be derived frcm the
ccerparative investigation. 4

e were especially fortunatc to obtain the researfh expertise of
highly qualified scholars in this field for each of the community inves-
tigations. GCarth ¥Vangum, research Frefessor of Economics at Gecrge
Washington University, conducted the evaluation of the Baitimore project;
David Taylor, Assistant Professor at The Aifr=d P. Slioan Scncol of
Management, M.I.T., evaluated the Boston Project; Juaznita Kreps, Director
of Undergraduate Studies in the Department of Eccnomics and Business
Administration at Duke University, carried out the iavestigatioa in
Buncombe County, North Cazrolina; ané Richard Perimszn, chairman of the
Department of Economics at the University of Wisconsia--Milwaukee, is
author of the Milwaukee evaiuaticn. None of these should be held
responsible for ideas expressecd and generalizations offered in the final
chapter.

As is indicated in the authorship of the final chapter, I am indebted
to Professor Graeme PMcKechnie for hic assistance at all stages cf this
research. I am also grateful to Mrs. Pauline Fosdick for her unfailing
aid. To the National Council ozn The Aging, especially Norman Sprague,
and OMPER go my thanks for this opportunity to make what is hoped to be

a useful contribution to the study of older workers.

Gerald G. Somers
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Evaleatica of the Baltizorze Olcer Werker’s Project

A. TWIRGDTITICU

The Baitimore On-the-Jcd Training Frogren for Worksss over Fifry,
—ore cc——only lmcwn as the Older Forker's Project (GP) was a Labor
Deparicent financed Expericental and Demcastraticn Project to develcp
exploycent for workers over 50 years of age in the Baltirere area. The
Progranm was originaliy structered to provide subprofessional oa-the-jcb
training positions generally in health, education, welfare, recreatica,
urban reaewal and other related community service agencies which &id

not specifically compete with openings scught by younger vworkers. There

were two implied assumptions, (1) that employed older workers were 2
homogeneous group who because of their age, would be willing to accept

jobs whick were vacant primarily because thev offered low pay and

status and (2) that the agencies could be persuaded by the underwriting
of training costs to hire the older workers. HNeither of these assumptions
proved wvalid.

The original Project hypothesis was revised two times. When the

original intent fajled, the Program was redirected to a search for

employment opportunities within the business and industrial commuaity

in addition to the community service agencies. During this second phase,

the Project lost much of its experimental and demonstration emphasis,
thus requiring a further revision to make the Project a meaningful
developmental activity.

The third Project phase attempted to test whether third party inter-
vention on behalf of unemployed workers whose only substantial handicap
was having passed the half-century mark could assist them in their job
search activities. The Program included extensive job counselling and

job referral with Project staff preparing the way with employers.
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Lith e berefit of hinlisign:., several guesticns zre raised comcerniag
tte design znd zd-inistraticn of the Project. Tue liaticnel Coumcil cn the

2,
-

Aginz (NCCGA) was chacsen to act as a develcr—ental ccontrzcter for the selec-
tiocn of local agercies in five cities to zdninister projects desigzed to
expand services for older workers. In Baliticore the Healih azd Welfere
Ccuncil (BXC) w=as chosen and mode respensible for mejotiating a direct
contract with the Office of HManpcwer Policy Evaluation and Research (GHPER)*
but ccnoceptually HCOA was expected to provide techmical assistance both im
program formulatior z2nd cperations because of its assumed expertise. However,
HCOA gave relatively little guidance to the OHP siaff until the final Project
phase and there is no evidence of aay special imsight into older worker
problems or reacticns.

The WP staff was dedicated but inexperienced and much of the year passed.-
in learning unfamiliar techmical tasks such as counselling and job development.
The purpose of the Project was never clear. If the purpose were an experiment
to test whether older workers could be placed im op-ithe-jcb trzining positioams
in public service agencies, the project lacked the rudimentary elements of
experimental design. If the purpose were demonstration, there should have
been more prior consideration cf what would be demonstrated. The assumptioms
of homogeneity and willingness to accept low status and poorly paid enployment
could have been subjected to pretesting. The basis question appears mnever
o0 have been asked: *Is there scmething unique about age which makes it

more significant than other characteristics in determining the appropriate

treatment of a group of workers?”
B. THE PROJECT

1. Origin and Description of the Older ¥orker Project (GHP)

The Baltimore Project began as a joint planning effort by the NCOA

and GMPER. HNCOA was commissioned for a demonstration prcject involving six cities

*
Then designated Cffice of Manpower, Automation and Training.
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each studying 2 different problon of the older worker zzd the Ealticore

Commission on Aging was ccaotacted concerning the possibility of iacluding
Baitirore as cne of the test sites. Ian the fall of 1633 the Hezlth ard
Yelfare Council (H:IC) was cosked to function as the cperating agency for
carrying cut the Baltizore activity. After it was agreed that the EXC
would cperate the progran, that agency proceeded to develep 2 project

hypothesis and negotiated the necessary contract with GXFZR. Feasibility

studies were not conducted on the proposal although several —eetings were
held with persoans amnd agencies on the practicality of the suggested
progran including the local Bureau of Appreaticeship and Training and the
¥aryland State Ecployment Service. 1Ia addition, several hospitals
representing the ccrmunity service agemcies of the type which would

ultimately provide needed job copportunitfies were consulted and a coasensus

.
;
[
E

was reached on the general applicability of the project.

The GHP contract outlined three priority responsibilities: "(1) OJT
development, (2) Pre-placemeant counselling and placement, (3) Continued
counselling, training, education, and other required services.” It was
the second ccmponent of two related activities designed to assist displaced
and unemployed workers in the Baltimcre area. At least 200 workers cver

S0 were to be referred from Component I of the projeci, the Jjecb Counseling

and Referral Clinic Project (JCC),* for the purpose of being placed in

sub-professional skiiled and unskilled on~-the-job training activities. 1In
determining possible training situations emphasis was to be given to
community service agencies for jobs which were "especially appropriate for
; older workers and not competitive with youth, because they may hold little
promise for long-range advancement and career making."

The Project was originally intended to imnclude a threz-month planning

and staffing phace from October through December, 1964. However, HJYC was

*See Appendix for description of project.
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uneble to Fipd a quaolilisg Jirecter. Therefcre, it geve cne of its oun
e-ployees a year's il=zve ci 2dsunte anc assizaed him the task. The
Project becs—a epcrative con Januury &, 1685 with ealy thres, of a pre~
jected eight, on its professicnael staff. Steps wire token to £ill the
rermeining staff positioms at the saze time efforts of the on-board staif
cerbers were directed to finding training cpportemities, e—ploy=ent
cpenings, and processimg a backlog of employzeat searching applicants
=ho had been badgering the paxeat EZC office frem the duy the contract
authorizing the Proj.<t was announceé in the local news media.

interinm staff progress reports indicate the zmost pressing concern

-~

was the necessity of placing clients ia job opportunifies. the EZC staif
man who prepared the Project propcsal {(and incidentally claimed he was

never consultad by the st2ff cperating the GiiP) suggested thet much of

the 0JT training envisioned wmas of a troad informal type rather thaa

specific contracts n2gotiated through federal manpower agencies. Though
job placement was the ultimete justifiable geal, this philosophy tended
to relegate training to a subordinate position even though it was of
first priority contractually.

During this first phase, job development was limited exclusively to
nonprofit community service agencies. Although numerous jobs and applicants
were prccessed by an expanding CiP staff there was neariy a complete
rejection by the applicants of the menial low paying and iow status jobs
made available. At the same time, the training subsidies proved unattract-
jve to the public administrators who were willing to meet their training
needs at their own expense if applicants were available. The staff

recognized tha futility of this limited approach and in February expressed

a need to expand job development activities to the business and industrial

community.
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Neither was steif movals stropsthened by the fsilare to £ill its

! net repect until Xarch 29) and the

s
[
t

ranks (the final job counselor d
resigraticn of thz Chairmen of the 2dvisary Cormittes after its first :
=eeting. In resigning he said the §HF, as it was preseatly structured,

zould result in increased unocplovment im the cez—unity and could only i
provide marginmal ecpleyzent ogportunitiés for older workers.

in March, OMPER permission was cbtained to expand job develcpment

[V )

to business ard industry and begimning April 1 the second phase of the

project became operative. For the first time active recruitzeat of

applicants for employment was attempted. Prior to this appiicants had
come because of {1) gemerzl public announcements about the project, (2)
in response to appeals for employer assistaznce to provide jobs, aci (3)
in response to TV and radic amnouncements about OWP activities which
originated from 2 source uxknown to the Project.

The second phase was characterized by general job development and
placement procedures similar to other ewployment Services but generzlly
limited to persons over 5C. Between April 1 and July 31 the Project made

over half of its direct placements but at the same time lost 2ll semblance

of an experimental and demonstration activity.

in July Miss Frances Schon of the ¥CCA staff consulted with the GWP
- staff. A subsequent staff report commented: "For the first time, Project
staff has a sense of what it is about and how to go about it.” (June-
July Interim Report, page 9). This redirection not only resulted in the

development of an E&D orientation for the GWP but also provided for the

e

first meaningful cooperative relatiomship with the Maryland State Employment

Sexrvice.

During the last five months of the year the OWP was designed to

demonstrate that 50-60 year old workers whose only handicap was "age'!
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develcz=ent procedures. Elinis

50-60 yeer olds who had no phywiczl or s:ontal kendicans and a lopg-tern

attack—ent ¢ the lzbor force. Job developzent efforts with e-picyers

vere directed to placiag people im ssecifically solicited positions.

An izportan® progsan activity was the intervention of (4P spacialists

with ecployzrs who placed age restrictions on USES jcb orders thus

demonstrating that employer attitudes could be a2ltereéd if he were pre-

sented with 2 gualified person bevornd the age range he initially requestad.
Through Noverber (December and subsequent data not availabie) the

G9P reported MNSES forwarded jpfermation on 193 job orders of which 126

contained age restricticns. The &P folicwed up on 67 of these orders

38 of which denied any age bias. Subseguenily job interviews were

arranged for 21 applicants ané three were hired. The remaining jobs in

which Project applicants were slaced resulted from the independent job

dzvelopment activities of the G7P staif.

2. Project Staff

The professional staff of the 0WP included the Director, aan
Administrative Assistant, two Jcb Specialists and three Job Coumselors.

A projected group counsclor position was never filled because of the
relationship with Component I, the group counseliing activity.

Yhen the Project began, onme job specialist and the three job counsel-
ors’were yet to be hired. Although several good prospects tentatively
accepted OWP offers they subsequently fourd more desirable positions and
did not report for work. The full complement of professional staff was
not filled until March 22 when the iast job counselor reported to the
Project.

Although the general caliber of the OJP staff was gon’, none of them

had any significant experience in job development, emplcment counselling,
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or the specific problers cf thr cldor worker. A coz—eat in the CiIP's

s illu-imatirz.

Job Counseling Report

The fact that the pecple wio designed the Froject
and the people vho arce atte—ptiag fo execute it haé szch
linited experience ia tne fieid cf explcyment has not added
to the eifectivenss of the deronstration process. The idea
that persoms with little or no training and experience inm 2
particular field cam, in the spacs of a few montns, add
significantly to the kncwledge of that field is somewhat
paradoxical. Yet, this ‘s the positics in which the Froject
has found itself. (Special Job Coumseling Report, page 1).

Another problem was the comparative youth of the job counseiling
staff as compared to the clientele they served. Duriag interviewiag for
the curreant evaluaticn, ap objection of several people was despite the
fine reception and attenmtion given them by CHP job coumselors, “"those
young peopie just didn’t understand the problems of we older folks."

Some of these allegaticans can be attributed to the eccentricities of

age but them again a more mature counselling staff may have possibly
been better received and particularly had they possessed a more thorough
knowledge of job cocumselling fechnigques.

3. Agency Coordipation

* During the development stage of the CWP discussions were held with
several agencies on the general feasibility of the program. After the

project was initiated additional meetings were held with various groups

to implement the Project’s activities. Unfortunately, much of the

support proffered in these early meetings was never backed by real action.
The Community Service agencies were willing to provide their usual

array of employment positiéns but one of the mz2jor findings of the report

was they were unwilling to "alter stafiing patterns in order to create

sub-professional occupation which might have been suitable to the employ-

ment needs of oider workers." Perhaps some of this resistance could have

been overcome but the current year's programs were already committed
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administrativesy eond iinanciily and the short duration of the AP made
it izpossible to overceze these obstacles.

A pore serious prcblen develcped in the UHP's relatioans with the
¥aryland State Exmployzmeat Service. A limited number of referrals were

zade in the Project’s early life but no continuing relationship was i

established until August either for clieant referral or jcb development. i

in fact, early attempts to cbtain the names of registered MSES applicaats

ST E TS

over 50 or permission to interview older workers whose uaemployzent
compensation eligibility was about to expire wexre both rebulfed.

Early Project reports express a sense of accomplishment in beiag able
to develop iobs without. the assistance of other employment ageancies and
may partially ezplain the Project's reiuctance to push MSES relationms.

However, there appears to be zn unnecessary duplication of effort in this

approach and this coupled with the imexperience of the OifP staff suggests
a considerable inefficiency that could have baen alleviated through a
cooperative OWP-MSES relationship as it existed in the final project
operation. From the beginning, OWP applicants who were mot in the

Emplovment Service's active file were required to register with the MSES
mp Loy q

before receiving Project services.

The OHP had good relations with the Baltimore Public Welfare Depart-
ment partially illustrated im that this was the only agency which sponsored
an 0JT program. A referral procedure and applicant interviewing program
also was operated. 1In the event OYP applicants needed income maintenance
: assistance the OWP referred them to the Welfare Agency. During the Project's
life the state Vocational Rehabilitation Agency was also involved in this
type of cross fertilization of services.

Relations with the JCC, Component I, of the Project were less pro-

ductive than they might have been. Formalized referrzl procedures vere
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not established until the thizrd Project phase. Through the end of July ]
cnly 28 referrals hod originuted £rom this source. Durimg the third
phase, however, GJP staff ret with JCC Coumscling greuvps during the first
of the six sessions provided clieats aznd offered CWUP assistance to
qualified individuals. The job counselcrs aiso recommeanded that GUP
agpplicants avail themselwes of the JCC services as a part of their
cverall counselling activity. Thie final report indicates 72 people were
referred from JCC but it does not tell us how many additiomal GWP
applicants took adwvantage of JCC group coumselling services.

Relations with trainicg-oriented agencies were either nonexistent

or considerabiy frustrating. No meaningful associatiocns were instituted

with Vocational Education but this is undersiandable because of the 0JT
orientation of the project. Alttough several attempts were made ic get
OWP applicants referred to MDTA courses they all ended in frustration.
Osteusive reasons given for the lack of ¥DTA support were inappiicability
of courses, inadequate client qualifications, and excessive referrals
from other sources; but OWP stzff indicated they felt more training slots
could have been filled by OWP applicants had »DTA administrators been
more willing to cooperate.

During its early life the GiP appareantly felt a keen sense of
satisfaction in being able to "go it alone" in its job development and
recruiting activities. Unfortunately, this independent attitude probably
resulted in a less effective program during the first two phases than
might have otherwise been the case. The Project would certainly have
been more ﬁeaningful had the operations carried out during the third
Project phase been extant in earlier periods and perhaps this would have
been possible had there been a closer NCOA relationship. In retrospect

it would have seemed advisable for NCOA, as long as it has the contracts,
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to have either directly opercted the Project or at least bezzm intizately
involved from the begziznning.

&, Training Experieance

The interim reports indicate an early emphasis oa job development
and placement that appears to overshadow serious eiforts im the establish-
ment of OJT activities. Fifty-one heaith, education, and weifare agencies
were approachzd but only ome contract was finally negotiated.

The January project report cutlimed a tentative “dictaphone machine
operator” course to be sponscred by the Baltimore City Depariment of
Public Welfare. The course was delayed for nine mozmths vhile technical
contract difficuities were negotiated and finally started in September
with six traineses. The instructor proved tc be incapabie of adsquately
motivating the enrolled trainees who in turn lacked sufficient educatiocn
and background to meet program standards. During November and December
a program evaluation determined the inadequacy of the instructer which
resulted in her dismissal the last cf December. After a futile search
for a competent replacement the course was discontinued in mid-January.
Two of the five then enrolled trainees were emploved by the Welfare

Department on a provisional l.asis.

A11 other efforts at initiatiag OJT contracts ended in frustration.
State agencies indicatzd that r.onies received from OJT could not be used
to supplement budgets but rather had to be returned to the general fund
of the State Controller thus effectively overcoming any fimancial
incentive offered. Then, tco, staff requirements were already unalterably
committed during the limited duration cf the OWP contract. Other agencies
reported that OJT training for contemplated OWP type positions were

already operative and there was no justifiable need for QWP monies.

Several hospitals were willing to accept OWP applicants but the available
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requestiag participaticn and mzarly 150 Inliow-up phone calls were ]
~=de. 7Tue response was uvaiversaily negative. Despite Project staff
<fForts to overcoze a varirty of e-ployer cbjecticas concerrinsg megative

efferts on cumpany benefit programs, imability o seiect notential traiaees,

stc.; there was a stroamg feeling voiced by these cofpanies that the 325
maximum 2llowance was insufficient to compeasate them for anticipated
problems and they preferred to do their owa traiming foregoing cutside
contrarts.

5. Joh Develooment Sctivities

Cane of the contractural elements of the CJP was a seli-evaluation
of its experience with job development. As origimaliy outlined, the Jodb
Develcpment R-port was to describe the Project’s ability &o influence
ezployers in restructuring staff patterns for the develcpment of aew
sub-professional employment oppcriunities for older workers. 1Im addition,
the report was to discuss the procedures utilized in overconing admini-
strative difficulties in developing CJT openings aad finally the report
was to describe its piacement procedures for older workers im relation

to their prior work experience and present interests.

The Project was unable tc demonstrate measurable success in accom-
plishing the first two criteria. The Project's short operation period
precluded any substantial effort in th:e development of new jobs by alter-
ing staffing patterns and a wide range of previously described problems

relegated the OWP training program to an ineffectual "one~shot' affair.
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Tn tho final aunal-siz . (WD -3c little —orc thea cnegciclized

coploy—ent zgency cateriag to 2 more fature clientele. Cre of the —cre ;

significant contributicns zade by the Frolect ¥as irs infterventica with

o ke e d

zrployers in beh2lf of jcb searchiag werkers and during its existence

the Project becazme imcreasingly scphisticated ia providing this service.

Al dds

At first jcb develiopzent was limited to 2 gezerzl jcb search

sk

Jla

prizerily for unskilled positions in public and private nenprofit

comzunity service agencies. During the Project's first phase 353 jcbs

were developsd witk 13 pecple actuaily placed. The four perceat place-

rent record res:ulied im comsiderable constermation both within the staff

Y

and among participating ewployers =ho expected more qualified referrals

from the agency. 1

In the next Prcject phase a coatinued ceneral job developzent
procedure was utilized but the eérphasis shifted to more skilled positions

within the business and incdustrial commmity. About three-fifths of

the jobs develcoped were in private busiamess whereas nearly seven-eighths

of the jobs developed in the first phase were in the nopprofit sector.

The proportion of placements to jobs develcped also increased sigaificantly
from four to 10 percent between the two phases.

The third Project phase witnessed a2 fimal shift in job development
procedures. The general job search was replaced by specific job develop-
ment designed to present employers with Girectly qualified personnel for
positions they were seeking to fill. After an G4P client had proceeded
through a counselling and evaluation procedure the GP job specialists
would intervene with employers who had advertised for positions requiring
the talents possessed by the clieat.

The specific job development was marked by a continuing emphasis

on semi-skilled and skilled positions within the business community.
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Four cut ¢
preperticns of skilles and seci-skiiied nositicss ircreased frco 45
percent in phase cne to &5 percexnt in phase three.

Characteristics of Jobs Daveloned Ly the Proiect

Thase 1T Fnase 11 Phase 111

Rurber Percent Ximber Percent N ber Parcenl

Total 363 323 322
Peblic Nomprofit 149 41 145 28 g 3 )
Private Hon- ;
profit 15% 42 68 13 &0 i3 )
Bagsiness &
Industry 60 17 CH 9 23% 7%
illed 69 19 &85 16 132 &3
Semi-skilled S5 25 225 61 153 bty
Unskiiled 123 35 iis 22 47 15
Total placements 13 4% 53 0= 37 11=

* Proportion of placements to jobs develeped

Substantive data indicating the relative effectiveness of specific
versus general job development techmigues is unavailable within the
Project's experience. There is some gvidence that the Project became
increasingly efficient in placing inltividuals curing the latter part of
the Project life. There zre aiso several success stories cited ia case
history materiazl. However, it is important to remember that the pro-
portion of placements to job develcped remained essentially at the same
level during the last two phases even though the 1labor market provided
more employment opportunities and the caliber of workers wzs ''less
disadvantaged" during the third phase.

The following table indicates the employment experieace of third

phase Direct and Indirect placements by comparing the jobs they held just
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;3 orior to (.2 cemtact with thocl eirher outoinsd for thzm by the Project

or tvhich they obtzinzd tke-scives whiie ascociated with the Project.®

As nmisht bz expzcted the vege levels of clients were generully lower in
the jobs they obtaired Ffollowing CXP contact probzbiy reflecting accepiance
of re-entry wzge levels iollowing the buildup of seniority wages im their )
former positions. ZIndirect placezeats ayparently werc forced to take less

skilled positions as a comsiderable proportion of skilied workers shifted

to semi-skilled or unskilled positions. Direct placeneants, however, wWen

characterized as clevatiag their jeb status altheegh at the cost of

E assuming much lower wage rates. The irportant point is that neither the
Direct or Iadirect placemeni group indicated aay sigaificant differeaces
in their experience to suggest the ability of the Gi? fo positively affect

the ezployment experieace of serviced clients.

Phase ITT Pre and Post OFP Contact Impleyment =¥ eriesnce

Direct and Indirect Pizaccements

Before After
; wWember Perceant iiean ioge flumher Percent Hean Hage
3 $ $
2 Direct
. Total 37 109 - 37 100 -
Skilled 8 22 1.99 i4 38 1.37
" Semi-skilled 21 5% 1.85 14 38 1.61
-3 Unskiliad 8 22 1.23% 0 24 1.22
;§ Indirect
s Total 66 100 - 58 100 -
- B Skiiled 27 41 2.5% 16 23 2.84
Semi-skilled 34 51 1.77 31 &3 1.62
) Unskilied 5 8 1.57 11 19 1.20
. £

*Throughout the remaiander of the repcrt numerous comparisons will be made
of the experience of (1) Direct, (?) iIndirect, and (3) Hot place applicants.
These terms apply to (1) CUiP clients who were placed directly by the Project
in eamployment positionms, (2) individuals who obtained their ovmn jobs while
associated with the Project and (3) applicants who did not find employment
while associated with the GiP. The tabular data above refer to the number
of placements made in the phase and may include double counting of appli-
cants who had more than ome job.
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Project stall rzpori:® o cobstonticliy betlzr racponce from eployers

mailing apd rzdio-T7 ccopaigns resulicd in practically ro job coportunities
entering intc the job fiie. 2Alithoush op-site visits meore cora productiva
on a2 indivicdual casz basis, tz2lephone contccting yielded the graatest
overall ef£ficicncy and thus the largast preporiion of dirsct cmployer
contact. Bewever, vhencver an institution vas considersd a possible QJT
contracior, on-site visit vas considerzd oandatory.

€. CLI:ZIT SERVIC:S

1. Inrak
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The 072 processed a totral of 604 zppiicants or just over thres-fifths

[T

of the 10800 originzily anticipated. The 200 projected referrals Irom

- o .
Component T were ao0f realized as onis 72-i; 12 nerczat of the Project's
T 5 P 3

applicznts originated’ Irom this scurce.

During the first two phases the largzst proportiom of Project
applicants originatzd Irom seif-reierral., There was no public request
for applicants until 2 necwspaper, radio, TV cazmpaign was initiated in
April; however, aanouncement of general Project activities and requests
to employers for empioyment and training positioans brecught a large number
of pecple secking placement services even though in the latter case only
2 coupie of isolated empioyers offered job openings.

A few referrals orxiginated from iiSES during the first two phases

but during the third phase over hzlf criginated from this source. Both

public aand private community agencies such as the {elfare Department

R b

and the Over €0 Counseling Service supplied a steady proportion of appii-

cants throughout the entire pz2riod. There were essentially no referrals

R )

made from the business and industrial community.




There vers tep coparats  operacing technigues used
of opplicants Jlor che €I, Durin; the Zirst two phases amy person over
ally oceepied. NHowever, the fact
tzeen 50-60,
]

ssistznce was senst
spplicants pe

50 ko applied Zor a
that third phase eligibdbility was 1izited to

‘h a lcbor force attach-
interesting prcbiems izposed

witkout physical or nental disgbiiities, aad

i the glearing of

i.Cey

—ent of ten years proesented one o:i the =or
zere referred to othex

on the job counseling staff
first tuvo stages. Tassz ¢
and the Gver-60

counseled in the
arencies such as Vocational Rehabilitation
Otherwice, thay were

public
Counselline Sexrvice as concditions wWarraat
felly a2s possible.
community agencies.
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and State Zmployment Service and
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Deparitment of Public lelfaxre
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other asencies including the
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r-50 Counsciling Service 2 percent or

less each.

Counselling and Relat:d Activities

Beyond placement, the mwost significan service offerred OWP clients
teresting to note, however,
n the current survey acknowledged this service.

was counselling. It is int
misunderstandings because

hat only 15 perceant

2.

H

4

of individuals interviewed in &
This can be partiaily explained by delimitional
every project client had at least ome face-to-face interview with a job

counselor and over half had two or more mezating
An evolutionary character best describes the job counseiing pro-
< - - L

lionc of the Project personnel had any direct

Project,
ficld althoush one of the three job

vided by the

experience in the job counseling
counseliing in his former work situation.

counselors had done some general
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The Special Job Coumsellina Rarorz racogmizes the early difficulties
underzone by the Project because of this dearth of pragmetic job
counselling experience and cited steps taken to correct the problem.

During the early Project operations each counselor developad his
own techniques without sufficient training or supervision. Unfortunately,
the inaxperience of the counselors proved a real problem as e2iforts
were often directzd to the resolution of client's persomal aad socizl
problems rather than his employment needs. Early dialogues oiienm read
1ike soap opera scripis as counselors attempted to finé out whether iir.

X realiy had been off his alcohol for six months; or a counselor expressed
his dismay and frustration when a client failed to live up to his quickly
drawn conclusions a@bout the imdividual.

An illuminating experience occurred in February when an employer
commented that the counselor who referred a man to him dién’t know much
about the individuzl’s work potemtial. The counselor Found he knew a
considerable amount about the man’s family and genmeral attitudes but very
iittle zbout his work experiencs and gbilities.

As a Tesult of these and other similar incidents the counselling
progrzm was reoriented with the emphasis placed on an objective analysis
of the client's work experiencz and aptitudes iamcluding a verification of
client statements vith former emplovers. In addition, the counselors
attempted to more thoroughly explore the real vocational poteantial and
interests of the client by increasingly sophisticated coumselling tech-
niques.

The counselling program was further augmented by recommendations £rom

iiiss Schon during her July visit to the Project. She stressed the need

for developing fundamental techniques of job counselling that had been

o
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proven by prior expericmcz, The Project staif recognized its inability

to perform the cocplex vocationzl counselling methods designed to assist
clients in making maijor occupational changes. Rather the stafi confined
itself to job coumselling, or assistiamg clients utilize their prior
empicyment experience in {inding ecployment, and meking orly minmor adjust-
nents as the situation required.

A major shift in counselling erphasis coincided with thke revised
Project operation of the third phase. During the Zirst two phases
counselers utilized the larse nuzber of job openings available to them
and attempted to mold individual cliemts intc the types emsloyers desired.
The emphasis was on placeme2nt, evsn if an inc¢iviceal were put into a
position which suited neither his temperanent or abiiitries. In tke
third phase the client’s abilities, interests and desires were thoroughly
analyzed and then job specizlists and couaselors worked together to
place the client im a specific position sclicited directly with an
exployer.

Throughout the course of the OWP a2 steady improvement in counselling
technique was evident., Counselors became more objective and analytic
in compiling case history material. Iacreased client participation in
the process was evident as non-directive inZerviewing became more eificiently
utilized. During later project stages, counselors utilized more sources
of assistance in providing ciient services. All clients were advised to
urilize "Component I" the group counselling facility. Clieats were also
advised to seek cmployment on their own and OWP staff members assisted
them in preparing resumes,

Farly experimentalization was coacducted on varied combinations of

job counselling -~ job development coordination. At first the job

counselors developed job opportunities for their individual clients while
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Jor the Project as = hole. Lowever, additioral
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tho job specialists

experience proved & separation of fvpetion to be core eifective. During

the third phase a coumselor would gather data for a client profile and

determine an optirum cmployzent position. The job counselor Tould then

meet with the job specialist zho would exemine his file for an appropriate

)]

£ the client., The

et

(@]

position and intervene with the employer om behalf

]
ae couaselors who 3
b

job specialist th.n provided the neceszary details o
would czll the client and inform him of the appoiniment.

As a paxt of their job ccuaselling report the 0?2 staff suggested
six criteria for effective placezment of older o rkers: {i) A thorough
exploration of the clien at's prior work experience, {2) An evaluation oZ
current job isterests including their reiation to prior experiences, (3)
An examination of the client’s individual attempts ©O find eczployment

and tecormendations for izproved technigues, (4) Extensive client-counselor

jnter-action to assist the former in maling a realistic occupational choice,
{5) Help the client in fiading the type of employment he desires, properly
caveated by appropriate limitationms, rather than a job which just happemns
fo be availsble and (6) make every effort to maich prior work levels in
responsibility and earnings oOT as~ist the clieant in adjusting to lower
levels when NeCEsS2ATY.

Despite the counseliing staff's « -iginal inexperience in the fie id
there was a considerable degree of expertise evidenced in the last
Project phase. Case histories compiled in this final period often
jllustrate the effective utilization of technigues presented in the
previous paragraph. Counselors and job specialists coordinated their

efforts in scoring many successful placements some of vwhich were with

employers originally hesitaat in hiring older workers.
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3. Placezeant

The OYP did dezoastrate an ability to place older vorkers scme of
whem may not have becn employed without the substamtial third-party inter-
ventiop provided by the Project. However, the accomplisnment cf this
objective involved a considerable a2llocation of time and persennel
resources that was more than the level usually required for placement
activities. In addition the procedures employed during the final phase
of the Project require additional experience before an objective verifica-
tion of results caa be obtained.

A suvbjective appraisal of this progran of intensive counselling
Zollowed by third-party intervention in the older worker employment
search does appear premising. Unfortunately, the limited data availzble
from the brizef five-month experience in this efZfort does not conclusively
demonstrate success. There is some evidence that the intemsive counselling
provided in the third phase did influence older vorkers as a greater
proportion found employmeat through their own eZforts. But, as pre-
viously noted, therec was little indication oi increased direct placement
efficiency in the third pbase as compared to the second.

About one-third of the applicants associated with the Project
obtained employment. TFourteen percent, or 6 out of 504 clients, were
placed directly by the Project im a total of 103 separate jobs. In
addition, 110 or 18 percemnt, were given varying amounts of assistance
but subsequently found employment on their own.

During a follow-up survey made by the Project in the first quarter
of 1966 it was found that 53 percent o intexrviewed Direct placements
were still employed on the job obtaired for them. By contract 66 percent
of the Indirect placements vere still employed on jobs they had obtained

themselves while associated with the OWP, Several persoms in both Direct




23

and Indirect catesories had obtained other jobs so that at the time of
follow-up about 75 zad 85 percemt, respeciively, wexe exploved.
Tn the follow-up study conducted in the thizd quarter of 19595,

70 percent of the indirect placements and 69 percent of Direct place-

ments were then employed. Thirty-one percent of the Direct placemenis

P

were still in the Project referred positions and an estimated 45 percent

of Indirect placements were in the job they obtained while associated
I with the Project.
D. THIRD QUARTZR 1966 FOLLOU-GP WTERVIZIEIC

1. Sampling Procedure

The sampling procedure was to pull every other person from the
Direct and Tndirect placements and every Zourth applicant from the Wot
Placed category of the Project. The case file from which they were
taken was arranged alphaberically and by phase. The results of the
sample and the number of persons for which final surveys were completed

was as follows:
Final Surveys

Sample Taken Completed
| Direct L3 29
Iedirect 55 37
Mot Placed 192 73
Total 200 144

About two-thirds of the Direct snd Indirect samples were inter-
viewed. A little over three-fourths of the ot Placed sampie wexe
interviewed. Therefore, there was a slight bias in favor of the appli-
cants whe had not been placed,

Interviewing began in the last few days of August on a face-to-

i
%
|
!

face basis but proved so inefficient that a shift was made to the

telephone, first from the OWP office in Baltimore and subseguently via

a Washington-Baltimore direct line beginning ir. October.




During the survay exteasive use was nade o the &2 case files,
with puch of the decosrazphic data obtainmed fron that scurce and verified
with the applicant. This procedure seezed to alleviate respondent
hesitancy - in the specific detailing of post-project experience reguested.
Repeated call-backs were made at varying times during the day im

order to complete the survey foxms with twmo deviations from this procedure:

case file was

ct
®

(1) for those not having telephones the n2xzt person in
selected, (2) for a brief period toward the end of the interviewing
several names were pulled in a random fashion during one day. About 15
non-original sampie persoas were taken as a result of these two pro-

cedural deviatiouns.

The following summary table indicates the demographic characteristics
of the interviewed scmple compared to the univezse from vhich they were
drawvm.

Several observations comceraning the original assumptions oi group
homogenity are appropriate here. Althoush many haé less than a grammar
school education there were several who had done graduate college work.
Some applicants had never really been actively involved in the labor
force whereas others had extensive employment histories. Skill levels
varied from non-existent to skiiled machinists to a retired corporation
vice president.

There is a significantly greater proportion of women and persons
over 65 included in the sample as compared to the OWP Universe with £he
latter discrepancy entirely explained by the under-representation of

respondent applicants under 50. A much greater proportion also were

c lassified as physically handicapped, hovever, the sample probably has




Total

Less than %©
50-6%
65 & over

Sex:
ilale
Female

Race:
hite

¥eozre

ilarital Status:
Singie
ilarried
Separated
Divorced
fidowed

=ducation:
0-3
g9-11
12
Colileze

Physically Handicanred:

Yes
tlo

aivares
I'tmber Torcent
59L&
72 12
351 76
71 12
255 £2
349 ot
&L3 7L
i55 25
61 ic
252 it
5& S
55 il
i2i Z0
101 17
244 £0
192 32
G7 il
127 z22
72 75

3D
Sc=mie
Tizmber Percent

1L/

3 2
139D 76
31 22
L35 31
59 69
103 75
ot 26
i2 2
oL 58
2 2
i3 12
28 19

S i3
60 42
L3 30
23 16
122 33
SO 67




; Dizect indirect ot Placed
il Iiuzber 29 37 75
‘ Ace:
Under 49 3 3 1
S0-64 H a2 71
8% aad cver il i3 29
Sex:
iale 31 33 31
Fexale 9 €5 65
face:
hite 73 72 7L
Tonwhite 22 3 256
itarital Status:
tiarried =5 73 54
Sinzie i0 3 il
Hidowed i7 i4 2L
divorced i7 11 S
Separated - - 3
Fducstion:
iess than 3 il 8 14
3-11 a5 L1 £1
12 24 32 31
Coilege i7 16 14

Physicalir Handicapned:
Yes 39 27 34
o 61 7 8L
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—ore serious definitional problecs thon dees the universe ip deterninics
diszbility., To a lesser extent the sc—ple has au cver-represeatstion of
married people cvhich is ofiset by an under-representation of separated
individeals, Finzlly there is a grcater proportion of post-hish scheool

education and fewer individuals with less than eight years of scrcol,

Y

Zrong the sz=ple group.
The patterns evident between the placecent categories cf the szrple
are similar to those of the universe. Indirect plzcexents clients gemerally 1

had core representation zcong married men ia the 50-68 aze gr..p and

R~

fewer people with an education of less thaa eight vears.

2. Applicant Pxperiences and Attitudes

Currently Empioyed Cohors

Fifty-four percent of the sample were empioyed when interviewed,

witk a high of 70 percent zzong Indirect placemeats and a low of 42
percent among those Hot Placed. 3Hany of the currently unemployed had
been employed simce their OWP contact but 32 perceant had been without
worl continuously since leaving the Project,

OAP ciient work experience since 1960 (five years preceding iziti-
ation of the Project) indicates about ome-third had only heid one job
during the entire period, An additional 55 percent held two or more
employment positions with the remeining group reporting no full-time
employment duri:ﬁg this period.

Returning to those currently working it was found that 77 percent
were employed full-time. Of this same group 13 percent were receiving

gross earnings of less than $50 per week, 28 pexcent earned between




$50-$¢€4%, 2L porcent Tatvoon $05-572; 1Y perceat tebween $£0-559, and 16
perceat cver $1i00 per wvedi.
The percenta32 brecidorn by placeceat cotesorizs was as follows:

Currently Toploved Tecklv Zarpiang©

Direct irdizrect et Piaccd
Hezher 16 23 2%
Less than $30 i6 5 17
$50-564 31 i9 33
' $65-$79 26 29 1
g $20-599 i5 13 21
$i00 or more i 29 3

The procedure by whi:h the current ecployzd obtaimed their positioas
indicates over half went to or wore comtacted dirvecily by their espioyers.
Cther jcb procurement methods reperted were the GHP, puvlic and private

- 3 ezployzent servicas, aand compeisiive exerination with each accountiag

for ebout 14 percent. and the Zinal B percent was spread axong a variety

f Over SG percent ¢f the exployed iaterviewed expressed generzal

- satisfaction with their current positions. ©Cnly one~fifth expected much
of 2n opportunity for advancement while a2lmcst cme-half recognized their
euplovment provided no aévancement potential and thz r>maining one~trird

‘eit it depended upon a2 variety of unkmowns. Few of the employed

4
N

n

ttempied to hold dowm 2 second job with only one out of iwenty indicating

he éid so.

Cohort of Clients Bmloyed Prior to Their Current Labor Force Status

7 An analysis of the cchcrt of clients wko had at least ome job beyond
their current employment status reveals about 75 perceat of the group
had been employed with fcur-fifths of the group obtzining their job prior

to OWP comtact. HNearly two-thirds of this group reported they obtained




—ethods were fairly cevaply fistriduted c—ome o~ varie of other souzrces:
-

The followirg tabdle shows ¢ percostcse breakdowm of these client's

3 Uy
-
IPEND. ST GPURIRTIRWETY. | TTTEN )

forzer weekly earning rates &y placeoent category:

Yeekly Zzarnings of Cohor: Jzmployed Prior to
Current Lebor Force Status ]

! Total Direct Indirect Xot Pizced
- Yezber 57 9 i5 33
- Less thanr $50 23 22 32 27
3 $50-564 2 33 "y 20
f $65-$79 14 22 7 i35
$89-$99 ° i1 7 S
$160+ ig 11 27 18

A comparison of this cchort’s earning experience cczpared to the

()

grcup exployed vhen interviewed reveals mo clear-cut distinctions.
: ¥ 3 About the sane proportion ia each greup fell in the over 100 and $50-564

classifications; thare wos a greatar proportion of clients earning less

o

han $4% ia the "prior empioyment™ cchort but a much smaller percentage
: in the $65-579 a2ad $80-599 classification. Fifty-nine perceat of those
empicved at the time of interview earnsd cver $65 per week whereas oanly
42 percent of the other group earnad 2bove this level.

About two-£iZths of thosze leaving their former job reported they
were laié-cff or fired. Another one-Zifth changed to amother job, 15
precent reported they retired and 10 percent were injured or became ill,

. Tie remainder reported a variety of reasons fer leaving including transfer

3 cf company, failure fo get along with supervisor anmd didn't like the work

. conditions.
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peried of uncmploy=eat simee 1
fitting this doscripticn, Azothar similar greuwp of zbcut one~£ifth of
the sz=pie was classificed as not in th2 icbor Zozce during this szze
period.

Tobulations o< these two sroups on @ cozbined basis indicate fcur-
fiiths were able to work and only 12 percent reported refusing any joo
offers. One-third of the ccobined group recsived vnempleyment corpensation

during the out oi work period. ZLess than Zive percent reported receiving

welfare pavceats.
A further anzlysis of the unecployed sroup, excluding those out

the labor force, shows a5out two-fifths of Direct and Indirect clients

h

1¢]

-

received unemployment compensation whereas ome-filth of those Fot Placed

L3

received such payments. Of those rec2iving unemployment insuraance about

10 percent received less than $30 per weck, zmotker 30 percent received

between $20 and $39 per week and the remaining 60 percent reported

receiving over $40 per week in payments. Generally, tue Hot Placed

clients received lower weekly rates than did clients in the other two

categories.

The following table outlines the proportioas of clieants whose family

-

income was within each classification by placemeant group.
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Toral pirest Indirect Ilot Piaced
u=ber &3 i7 19 L7
Less thaa $50 39 24 37 £5
$5C-$64 i3 13 15¢ i1
$65-$79 7 6 i1 5
$80-89° 15 24 11 i3 :

$1GoT 5 29 25 25 J
4 disproporiionate number of ot Placed clicents revorted incemes
below $50 per week, The category of Direct placements had a more vnilomm

distribution of clients within the five incore ranges but zii three groups

PP ST

I*n

k. ? about the same proportion of cliemts with family incomes of over
$100 per weck.

Attitoude Towarc the Proiect

The reisrral prccedure throush which GHP applicants =zained access
p < o [ =)

to the Project as reported by the sample intervicewed, closely paralleis
the data reported by the Project cven though the two are not entirely
comparable, Tor example: &5 percent zeported they first heard about
the OWP through various mass media and 46 percent of the Projeckt
reported clients vere self referrals. 1Ia addition, the number referred
through the Maryland State Employment S2rvice was one-7ifth of the total
in both instances. The most maried difference was the two-fifths
referred from community agencies as reported by the Project whereas the
sample applicants only reported one-fifth originating from this source.
WP reports indicated an average of 3.5 follow-up interviews were
conducted for each applicant with about one-fifth of these interviews
conducted at the office and the remainder completed via telephone. The

questionnaire was used in the curreat evaluation provided some partially

comparable data as the interviewer couched one question in terms of the
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zucber of visiis co tih2 OUF silicz. Sixty pa2reenc of the respondents
reported rore vhan one visit to the 043P office, hals of whex indicated
tvo visits. As previously ooted, although each clieant had at ieast one
face-to-face interview with a job counselor, only 15 percent reported
receiving counseliing services. Three perceat s the respondents said
they had been given assistance in preparing resumeg but four-ifths of

said chey did not raceive any assistance beyoad place-

(A

those intervigee

Dent services. Much of this failure tc ackoowiedge z8diticnal G2

services can probzbly be attributed fo the ualsriumzle uss of the un-~

defined term “placement serviees,”
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One question dir
toward the OWP revealed a fairly egual distribution of positivz and
negative comments. The most fregueat cormert, 25 pezcent, was the
Project gave little assistance and the respoadent was foerced to get his
own job. Host of those responding ir this £ achion were from the fiot
Pizced category, with the remainder £from the Indirect group. Another

negative response, acccunting for 13 percent of the total, noted a need

for better counselling and placement techalgues. Fourteen perceat

I~ 15

criticized the Project lor not findimg them a job.

Cn the positive side, 29 percent said they were pleased with the
program and the people who operated it, An additional 5 percent expressed
their appreciation for the Project finding them a job.

Abou: three-fi’ths of the respondent’'s comments about the Project

could be construed as urging specific improvements Cr were rather




necative in tone.* oI those nejative comments, 04 percexnt ceze from

the ot Placed clients vwith 29 and 7 percent emaaating Zron the Indirect
and Direct Placecent categorics respectively., The positive statements
on the cther hand were fairly equally distributed with 39, 25 and 39 per-

cent origimating from Direct, Indirect and Hot Placed cliznts respectively.

125

(Proportions of respondents in the szmple were Direct 20 verceat, Indirect

26 percent, Hot Placed 34 percent).

wother interview question asked for specific suggestions that would
have improved Prcject services. The most freguently mentioned improve-
ment was the need for better placement procedures and more contact with

he need for greater individual

rt

employers., Hext most urgent was
attention and bettaer coumselling followed closely by the need for training
opportunities, Other sugoasted improvements were the need for more
mature counselors and the removal of entrance recguircments such as

head of family age limits, etec. This last suggestion was probably a

pplicant qualiZications required fcllowing

o)

reflection of the more stringent

the revised OWP hyoothesis which initiated the final Project phase.

fegative Positive

Heed better counseling Too old to be helped.

and placement assistance. Helped me g=t a job,
Training coursss needed. Staff was helpful and considerate.
Better program pubiicity. Pleased with program -~ it can
Got little cr nc help, had to be helpful.

get job myself. Iliress, eitc., prevented me from
Hot pleased with program. taking fell advantage of

Unable to find me a job. Project.




Ovcr three-%ifias of the recpondent’s had not registered with the
“oployzent Servicz sirce their sider worker coantact. Reasonms for non-
registration were as ‘ollows: on: ~hiré of the group had been exployed

during the period, :#brat ome-guarter were retired or ill, and approximately

txo-fifths expressed a variety of negative attitudes toward the exmploy-

7]

ment service or clained they just hadn’t bothered,

0f the remainirg tzo-fifths who had registered with the Zmploymeat
Service only one-th:.rd were in the active file vhea interviewed. Awong
those who had registered 78 percent reported little or no help from the
agency while 27 pcrcent reported they had at least obtained job referrais,
The most freqguent complaint 2gainst the Employment Service was the
caliber of ccumselors to which the clieats had been assigned.

Three- fcurths of the respondents indicatad a positive or caveatad
positive resuvense to the question of whether they would be willing to

f it were offered. Almosz

[l

take a four-ucnth governmment trainiag course
half of tho:.e responding negatively indicated they were too old to
begin amother career. Contrastiag rather sharply with this vocal committment
to training was the past experience of the group vhich showed ounly 10
percent having participated in a training activity since leaving their
regular schooniing

One-fifth‘ol the respondents reported health problems had inter-
fered with their ability to work during the last five years. However,
only half that group indicated a current impediment to employment. 1In
respense to another question about age acting as a barrier to emp loy-~

ment, only 7 percent of those reporting indicated illness or disability

was a major employment handicap.
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Fifty-eight percen: oi the rzspondents indicated the GHP did not
send them on zny job referrals., Seventy-three perceant of the Tadirect
category and two-thirds o7 the Hot Placad catezorv reported no OWP
referrals. (£ the 42 nercent who had at least one job referral, &5
percent received tw) or more. About half of those receiving job
referrals indicated the general inappliczbility of the jobs to which

they were referred,

£. 0T PLACHED FPRIZCZ

[

Time caught up with the OWP staff thus proscrilbing the feasibility
of conducting follow-up research on the Hot Placed clients as they had

done cn the Direct and Indirect croups. Demographic aad other data

availabie to the rtafif did not deiinesate essential differences between

the three placement catezories. The current sample of respondenis
foliowed the same nattern with the exception of the Hot Placed whi:h had

a somewhat larger proporiion of clder clients (sce paze 2£),

|
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The final OWP report suggested motivational factors as being one
of the more plausible explanations For the inability of this group to
obtain cecmployment. Although a verification of this premise is not
entirely possible through the more recent fcilow-up activity there is
sone indication that such was the case.

There was no significant difference in the number of Not Placed
who reported hezlth as a handicap to employment., It is interesting,
however, that nearly agll of a rather small sample who positively
responded to a question on age being a handicap to emplovament, said
they were too old or disabled to f£ind employment. The educational levels
of all three groups were compafable, as werc the post-regular-schooling

educational experiences reported. A few more Hot Placed clients replied
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thay would be lass entiueszl cbout accepiing goverameant sponsored train-

ing positioms with the cost Iragueat cavezt bLzing 2ge.

ot2r srcportion of ot Placed

(v

In their jodb-scarch erperisace a ar
clients reported receiving job relerrals Zrom the CHP than did the

Indirect group. ilowever, their employment service experiznce was less

| BX

meaningful. ot Placed clients reported the smaliest prodortion o
those who had registered with the Imloyment Service sine 0%P comtact
(iot Placed 36 percent, Direct 38 percent, Indirect 47 perceai) but
this same group had 39 perceat of its registered reporters currently im
the zctive file compared to 33 aud 22 percenz for the Indizect anmé Direc
groups respectively.

‘the proportion of clients whc had reccived job referrals from the
employment service was conmsiderably lowuer Zor the Wot Placed clients -

16 percent-versus Dirnct 28 perczai ond Indirect 33 perceat. 1In

&

o, —

explaining why vhey vere not regisiereqd with the Dmployment Service,

only 20 percent rcporzed current empioyment contrasted to 51 percent of
the Direct group aad 39 percent of the Indirect group.

As previously iadicatcd 42 percent of the Hot Placed category
wvere employed at tiae time of interxview whereas 09 percent of the Direct
placements and 70 percent of the Indirect placements were currently
working. Of the then unempioyed only an additional one-fifth could
report some employment since QWP contact, while Direct and Indirect
placements reported tvo-thirds and two- ifths of the Unemplceyed Fad
some post-GilP employment,

Again, returning to those employed at the time of interview, it

was found that 13 perceant of the Not Placed were dissatisfied with
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their eoployment while aalr- T percent ol the Direct Jrdy; sinilazly

reported and nome ol the Irdirert group expressed discatisfzction. 1In
the client's personal assess-ent of advancezent 57 parceni feltl they
would not have an cpportunity to ¢o so while 3 perceat felt they coulid.
Ccmparative responses for these szme tvo criteria were 45 and 30 percent
for Direct clients ané 29 and 32 for Indirect respondents.

Corparative dzta on the experience ci the three placemeanis groups
in earning and femily income levels for various respondent cokorts has
alreacy been discussed. To brielly reiterate these findings, there is
a0 consisten: evidence to indicate that :fot Placed ciients were zuch
different thaa the other two categories. Gemerelly, the Iadirect
placements had the best recoxd with the Direct and Fot Placed groups
following closeiy behicd.

Despite the danjers of gereralizatien a2m over-all purview of
attitudinal guestions on the survey indicates a less positive Tesponse
fvom the Hot Placed compared to the other two. Several examples may be
illustrative:

In response tc a question conceraming the usefulness of counselling

\D

in assisting clder workers find employment, S0 percent of the Direct
placements said it was heipful while 84 anc¢ 32 percent of the Indirect
and Not Placed replied in this Zfashion.

Cn the question of whether the respondent would recommend one of

his friends to the QWP -- 90 percnet oZ the Direct and 88 percent of the

Indirect said yes as contrasted to only 74 percent of the Hot Placed.

1

Another question asked whether the respondent felt his being over
50 was a handicap in his ability to get employment. About half of the

Direct and Indirect thousH it was but 70 percent of the Hot Placed

-

respond affirmatively.

N
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Spe Surther romilicziivm of this ast juestion was the respoase i
to a subseguent gu2ry on thy respondaents Celt theiy £ge was a ifactur --

rstard how reliadle
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ard uselul older vorikers could dbe. There was iigtle differeace ia tte
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proportion of cach client growp that resk this fashion.

In the final analysic the best adjusted aad —ost ceopetent grovp
appeared to be the Indirect placements. This group had the largest
proportions of currently empioyed and ezployed since CIF contact. Their

earning records were slightly detter and their attitudes toward job

Yy

satisfaction, advancement, etc., were more positive. Then, oo, the
indirect had bv édefimition virtuelly cxhibifed moze personal agressive-

aess because o their ability to obtain empioymeal without relying totally

cn the OHP.
F. OuUP COST-BIIZFIT AUALYSES

Unfortunately, thers arzs noi sufficient experience or data
avaiiable to make a meaningful cost-benelir analysis of the Project.
The training element was essentizlly non-existeni: and there was such
a wide diversity of services received by eack GiFP client that it would
be difficult to gemeralize vhat each receivad, Some clients received
rather extensive counsclliin, assistance in preparing resumes, several
job referrals, and final placement. Others did little more than £ill
out the appropriate appliication forms and participate in an initial
interview with a job counselor.

The Project budget was approximately $130 thousand. Fimnal expendi-
tures were just under $100 thousand. As of the end of Necember 1965,

when active client field work was discontinued, $74 thousand had been
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3 spent (this imcludes sclerics as =oll ac lined costs). The re—oinder ;

of the Project’s cxparionce was devoted primarily to a seli-evaluation

: includizg a serics of client ead =ployer Zolici-up studics. %

Using f{izancial deta throuth Decormber the averaze Direct cost pex %

Project opplicant was zbout $i:0. (A similar esticate oade by 07 i
staff, which excluded fixed costs, suggested a $S: per clieat average).

The cost per placed applicant by the Project wounid be over $330 for

Direct placements and abour $380 if Iadirect placemeats werz also iacluded.

A further analysis of the cost per jcb placement rather than appli-

cant placezent -- 86 applicants were placed iam 103 jobs -- by phase shows

&

P

dsta for phases tw0

~

a first nhase cost of

V7

fo
™

i5C0) per placement. Simil

"u“

and three indicates a averazge cost of $490 and $870 respectively. Agaim,

using finmancial data chrouch December the averagz cost per placement
for the Project was $070.
G. IPLCYZR SURVIEY

In the survey of erployers reguesting information onthe 0)5124
applicants hired by their companies, three- iiths of the company
representatives reportced they were familiar with the Center. Four-
fifths said they were wiliing to hire oidexr workers but oaly one-
third agreed to express an opinicn zboui the Project's services all of
which said it was effective or satisfactory.

The empioyer representatives reported about two-fifths of the
Direct Project plzcements were still esployed by their companies. (This

compared to a level of one-third of thz CHP respondents who said they

still worked on the job the Project obtained for them).




he overvhelmirs majorify oI employer reprasiniativas -- 20 percent,

said oldar workers cecuid piriors the tyoz oo work they hed besn Lired to
:’ - ;

éo. As the following tzble imdicates, most of the employer repraseniatives

->1t older vorkers -ccpared Imvorsbiy with other c—plovees.

Parcentaze of Ionloyer deprasen tatives

Nosponcing
Cormparison of
Oldcer tlorkers Cooperation Cooperation
with Other Jot Per- with with
Zoploy=sses for=anc SuPErvisors Lo-Hprxers Relighility
Yery satisfactory 35 55 53 £3
Satisfzctory 38 33 35 41
Less than sziisiactory 27 12 12 15
Gver ope-third also reported that ezployess they hired had been advanced

or received pay inCr=ases.

Finally, it was found that 70 percent of the companies intervieied
did not kave a formal tyaiming progran sithoush about half of then have
an on-the-job training program foT ney vorkers.
. CCHCLUSIC

it is unfortunate that so much time was lost in Project operations
based on the originally proposed hypoiiesis. if 2n adequate pratest of
the proposed activity had been made it is uznlikely that the Project
sould have been initiated, However, the final phase activity of

satensive older vorker counselling Zfollowed by third party imterveation

in the placement process does appear to have some merit worthy of furthexr

evaluation.

Perhaps additional experience with the Project’s final phase
activities could result in the aaswers to questions posed in the intro-
ducticn to the report as well as substantiating the usefulness of the

approach but the currently available data are inconclusivz. A furtner
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justiiication cust also be mudz for the considerably greater cost reguired
to implezeat such 2 projzran or provisicns made {or altermate procadure.
thich will reduce progran costs,

fissuming proper justificaiion cculd be sade the mext question
concerns the need for establishiang a mew institution for izplementing

such a pregrzm. There was mo evidence of new procedures developed by

Cd? staff, Given the prociivity and resources the expioyment services

couid have periormed all the services provided by the OWP with even
greater efficiency because of their experience in the field.
; ‘ The izexperience of the OWP staff in the specific problems of the
older worker and the implementation of job counselling and development
activities 2lso contributed tc Project imeffectiveness., Certainly
staf? members are tc be cormended for their continued development through-
out the Project's life but the time required for attaining staff expertise
could have more prefitably been devoted to developing client services.
Had there been better overall project administration by WCOA or OIPER
many of the staZf problems might have been alleviated either by the
provision of more assistarnce im the staffing process or a postpornsment

of the Project’s initiation until the staff was properly oriented.

it now appeers that many of the Project's difficulties can be

traced to the failure of HCCA and 0IiPER to provide proper techrnical
assistance to a {%C staif that was unfamilar with opesrating a project
» of this type. Over hzlf the year was lost beriore NCOA provided the
technical assistance vhich resulted in the redirection of the Project's
activities; however, even then there appears to have been little special
expertise shown by I'COA in describing a program suitably desigmed ta

overcome the particular problems of the older worker,




CEPER certainly bears soze respeasibility for the ineffective zd-
ninistration of the Project. Tire contraciuval agreexent with HSC failed
to specify the EXC-NCCA relztionship. Neither was XCCA's contractual
responsibility for providiamg the agreed upca technical assistance to
EEC zdequately monitored by (MPER. Finazlly, there is the question of
whether (2PFR shculd have ever used the develormental contrzctor. The
extrza administrative unit added to the Project operating problems and
offered little in providiang expected technical expertise. QPER could
have probably performed an equally effective administrative role in-
cluding more contrel over the initiation and subsequent redirection of
the Project's goals without the assistance of the additional centractor.
Had (PER assumed its proper acdministrative responsibility for the G?

the difficulties encountered may have been partially obviated.

47
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The Job Counceliing and Refarral Clinic's concept was originally
proposed by llaryland Concressman Clarcnce BD. Ion3z to assist a fairly
large group of recently umempioyed persons wio had been laid off from
local wanufacturing concerns zfter lorg steady post-war ercployment
histories. These neople possessed only coderate skills and gemerally
lacked the confidenc2 znd e:periznce nec2ssary to begia another job
search at that stase in their lives.

The Labor Zepartment requested the Daltimore Health and Felfare
Council to implement a program as propose¢ by Consressman long. iEXL
Teported another szgment of the unccpleyment population uncovered in a
Teceat antipover:iy suzvey with similar job-search difficulties but
rather dissimilar prior work histories. A ZSurther analysis suzgested
that both groups could be assisted by 2 comprehensive counselling pro-
cedure directed to estzblishing a more positive employment attitude
among these people.

The most eZZicient method in vicew of the iinmited resources and the
large number of prospective clieris was the estzblishment of groud
counselling clinics. Lerge numbers of ncople could thus obtain the
benefits of skilled vocational counselors, inter-action with persons
having similar problems, ané necessary assistance from social service
case workers.

A broad range of referral inpucis were utilized to search for people

with substantial unemployment or other job-search difficulties. The

program was to accept 2 minimum o: 1000 interested job-sezkers regardless

0l qualifications or background. During 1965, nearly 1350 participants
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matriculszted iato the progrem. llost werc lexro, heads of houschold

=gdian age of 33 years, a median education level of 10,1 yezrs and
median unemployment period of 7.5 conths. Seventy-two percent were

either blue-collar or service workers.,

The major service provided was z series of six group counseling

sessions running for &i'o hours, twice a wveek, in coasecutive wueeks.
Six geographic locations were lccated wirhin the Baitimore arez and each
clinic enrolled betwecen 15 and 25 participanis during each cycle.

In th2 group sessions material was presenied to assist the parti-
cipants in making 2 more meaningful emplovment search. Specific subject
matter included the application prccass, employment interviewing, prepar-
ation and use of resumes, planning a systematic job search, test taking,
current 1labor market information and vocational programs.

A social case worker assisted participants in resolving their
individual social-economic problems and specific referrals were made

to local vocational training programs. CC records indicated avproximatel
S O $

90 clients were referred to the Oif vhereas the latter resporited only 70

referrals from this source. A follow-up of JCC participants revealed

34 percent were employed and 7 percent verz in training with the remaining
' group indicating they were desirious of obtaining training. Although

36 percent of JCC clients were referred to HDTA courses only 7 percent
teported they participated in such a course. Two criteria were cited

in this Failure to involve more JCC clients in ¥DT4L courses: (1) limited
choice of aiternative courses available and (2) the inability of client

participants to meet minimum entrance requirements.
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Although the Job Counselling Clinic was schedulcd for phasing out
at the end of 1965 it was subsequently refunded for 1966 operations.,
Local labor markei cumnditioms resultad in iacreasingly more difficult
cases appearing in the counselling clinies., Frograam operations were

broadened to include job development and other exmployment services.
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¥lumber

Fmpioyed
Unemployed

fiot in Labor Force

% 7% %
Humber 64 9 11
Yes 28 67 36
To 72 33 64
Gross Veekly Earnings of Currently Emploved
pA 7% A
Humber 64 19 21
Less than 49 12 16 5
$50-64 28 31 19
65-79 24 26 29
80-99 19 16 19
100+ 16 10 29
Current Fmployvment Job Satisfaction
% % %
Number 75 20 25
Satisfied 66 70 64
Wot Satisfied 7 - 8
Depends 27 30 28
Currently Employed-Assessment of Job
Advancement Potential
% % %
Number 72 20 24
None 45 45 29
Depends 34 25 38
Expects advancement 21 30 32

P
-~

2. STATISTICAL APPEIDIX

Percentages

Zanloyment Status at Interviaw

Total
A

134

54

33

i3

Direct
A
29
69
21
10

Indirect
%
37
70
19
11

Some Employment Since (WP Confact

ot Placead

78

25

30

28

%
42
4t
14

yA

18
82

7%
17
33

2i
21

A

63
13
23

%

57
40
3

Throughout this report the number of respondents only includes those
who replied directly to the questions.

tabulations.

on -_ ;Iu 29"3“0

Respondents who did not reply,
gave no oninion, or an inapplicable response are excluded from the

“he sam_-iing and interview _rocedures axre described
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Zxperiznce o Clients with at Least
Cne Icplovment Position Prior
o Present Labor Foxce Status

Percentaces

1iethod in which job was Cbiained

TFotal  Direct Indirect Not Placed
% % yA %
Number 59 10 15 34
FYublic or Private 3 10 7 9
Directly with employer 64 20 67 76
Older Tlorker Proiect 12 70 - -
Other 15 - 27 15

Weeokly Earnings in Previous Job

% % 7% %
Number 57 9 15 33
1ess than 49 28 22 32 27
50-64 30 33 27 30
65-79 i4 22 7 15
§ 80-99 9 11 7 g
- 100+ 15 11 27 18

i Reason for Leavingz Previous Imployment

% % 7% 7%
Number 61 i0 15 36
: Laid-off or fired &1 20 33 50
i i Changed to another
job 20 40 33 3
; Illness 10 10 13 8
Retired 15 - 7 22

Other 15 30 13 11




Experience Of Cohort with Uncecployrent
Prior to Currcrt Laber Force Status

- - —

Perceatezes

1zbor Force Status

Total Direct Indirect Not Placed
yA % % 7
Buxber ii2 25 26 61
Unemployed 73 88 77 66
ot in Labor Force 27 12 23 34

Abizs to Hork

% 7 % pA
Number 102 23 23 57
Yes 78 76 86 7&
o 22 2Z i4 25

fjefused Anv Specific Job Qificers

% % YA %

Number 102 22 24 56
Yes 12 1% i7 9
: Yo 89 &6 33 9i

Received Unemployment Insurance

% 7% % %

Humber 123 29 29 55
Yes 33 13 58 23
No 67 59 52 77

ramily Inconme Cut-of-fnrk Period

FA A % A

Number 33 17 19 47
Less than 49 39 24 37 45
50-64 13 18 16 il
65-79 7 6 il 6
80-99 15 24 11 13

100+ 26 29 26 25




Zplis-—znt Service zperieance
of P Avplicants

Parcentraes

Registered with #Zzploycent Service Sisce

072 Contect
Total Direct TIndirect ot Placed
A A A Z
Hezber 142 29 36 77
Yes 39 38 47 36
flo 61 62 53 64

Registered a2t Tine of Tntervies

A yA pA %
Hucher 53 9 i7 : 28
Yes 3% 22 35 39
o 26 77 65 61

Reasons for lion-Registration with Eoployment Service

a 7 % A 7
‘ Hurber 74 18 16 £0
g Employed 34 61 37 20
iliaess 7 - i2 5
Retired i8 17 - 25
Yaried Negative® L2 22 42 50

* lote worth the bother - discouraged didn’t know about it - too busy, etc.

IS L B L UL R AL e L b 5 b

Applicants Recall on First #dearing About
Cider Horker Project

YA % YA %
Number i43 29 37 77
tiass Media 45 51 43 47
}SES 20 21 19 21
Friends i7 17 22 16

! Other Agencies 18 21 17 17

0P Services Other Than Placement Services

E

F % 7 YA Z

;‘ Humber 137 27 34 76

: Hone 80 70 82 33

| Counseling only 15 22 15 13

| Resume Preparation 3 A 3 3

: Other 1 4 - 1 ;}/




to—har of C8P Job Referals Received

W
th

Tctal Sirect Ipdirect ot Placed
rA yA A 7
Lizzber Respordents 128 20 3% 7%
Hone 58 - 73 £6
Gzoe 23 o0 12 19
TE0 or more ] i9 LG is i5
Interest in Coverment Retraininz Course
rA A A A
Hua=ber 1390 27 33 70
Yes 66 71 £0 &7
Xo 25 26 27 23
Depends S 4 12 i
Additiocnal Zducation Siace Regular Schoolizg
A A % A
Nuezber 132 28 36 75
¥es i¢ 7 ii i1
Ho a5 94 89 89
Presecce of Health Problen which Preveats Horking
A % 7 7
Hiember i35 28 33 74
Yes 22 21 27 =
o 73 79 73 3D
Would you recommend that other workers over 50, like yourself, receive
counseling?
A A yA 7
Number 135 29 32 74
Yes a5 <o 8% 82
tio 15 i0 16 i8

Vould you recommend to a friend that he attempt to find work threugh

the auspices of the older work project?

7% A
Number i33 29
Yes 80 20
To 20 i0

yA

32

88
12

%

72

74
26

Has the fact that you are over 50 been important in your finding a job?

& &
Nurber 124 26
Yes 61 50
Ho 39 50

&

30

53
47

&

68

70
31
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A, DBACKCROUUD OF THZ KJTigdy cm'rm*

. e

Beczuse there is cozz considerable interest im the zdministrative
agencies spoasoring older worker traiming zrnd placezeat projects, it
sould be useful to discuss briefly the background of the agency Tesper-
sible for the Sostoa project. Tae John F. Kennedy Fzmily Service

‘ 1
: Center was founded in Yarch, 1965, as a mom-profit corporation to:

N

=. Provide services that are visible and accessible on 2
neighborhood level

b. Reach out to serve fzmilies and individuals who are least
zble or willing to seek out and use the nelp of existing services, and

c. Iiake available a battery of services coordinated around the
fanily as a unit.

%rom the outset the Center has emphasized its intention fo imple-
meat a multi-service approach to weliare programs. #hat this wmeans
operationally is that when a client comes in, he is intensively inter-
viewed, and all the problems he faces are discussed. The Center then
deals with these problens either through its owa staff of psychologists,
femily counselors, job placement specialists, etc., cr refers the client
to appropriate cliaics or o-her welfare agencies for service.

One of the first, if not the first, projects undertaken by the

Kennedy Center was the Older Worker Training Program (as the Center

-ts

“The entire staff of the Kennedy Center’s Older Worker Project
was extremely helpful to me in preparing this report and I am happy
to ackmowledge their assistaace. 1 am particularly grateful to Louis
Dennis aad Alvin Simmons.

|
|
!
|

1The Older Worker Training and Zmployment Program of the John F.
Kennedy Family Service Center: A Progress and Case Studv Report, April

26, 1965 (mimeo), p. 1l.
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referrsd «- : in the carly stzges). This project had originally been
santractel to Action for Boston Cormunity Development (ABCD), esteblished
v oesi¢r £hi Bostar DBederalopment Aathority im -olving the "human" pro-
bisx . sssociated wifi sru -« remewel. ZIm its early form, the Older

Horker Project 7itzed _a well with this objective siumce it was designed

to assist older workers affected by a massive urban remewal project

which was to have been implemented im Charlestown, a section of the city

of Boston.

Because some of the cormunity workers active in Charlestowa re-
cognized a need for a muiti-service welfare orgamization in the area,
:; they established the Kemnedy Center with the heip cf a pumber of civic
ieaders in both Charlestown and cther parts of Boston. 7The Kennedy
Center was an appropriate organization T0 Sponsor an oider worker pre-
ject which was designed to assist the peopie affected by the urban
renewal activiiy in tha* cormumnity. As it turned out, howesver, the

urban renewal program was delayed aand has only recently got underway,

while the contract for the initial Older Worker Project expired in June,
1956. Hence the cmphasis of the Project was shifted from ameliorating

the effects of urban renewal to a general training zad placement progran

for older peopie.
This discussion is relevant to the question that has beer raised

as to whether it is better to use ad hoc or continuing organizations to

e S S A e Tmss——
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administer these projects. The Kennedy Center represents a middle ground.

It was established as 2n om-going organization, but with the Older Worker

Project as a charter program. The Center’s performance in administering

the project should be interpreted with that fact in mind since it i =
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irplications for the staffing problens, the planning fumction, and other

adninistrative inputs rzquired Zor running the project.

1. Zarly Gperation of the Progranm

7he Kemnedy Center became the official comtractor for the Olider
Horker Projec: on April 1L, 1965, but actual work on the project had
begun as sooa as the Center was estzblished -- about a month earlier,
The emwphasis of the project, as the Ceater saw it, was to be on three
major areas of employment activity listed in desceading order:

1. To relate the background, skills, and experience of individual
applicants to the csrrent labor force needs within the Greater Beston
area.

2. Utilization of ifHTA training programs and an indivicdualized
QJT program approved by the Department of Labor and to be executed by
the Xennedy Center's Older Worker Program.

3. To develop contacts with industrial firms, educational a=d
medical institutions. and social agencies to Gevelop new job opportunities

for applicants.

é In explaaztion of the order ia which the objectives are iisted,
the Center indicates that it expected a large percentage of its gprli-
cants to come from Charlestown (as it turmed ocut about 367 were from
Charlestown) and the work force in the area is characterized by heavy
concentrations of semi- and unskilled workers., Imitial interviews 1ed

the Center to believe that, ... members of this population are reluc-

E -

i = e ! -

- tant to explore new, and to them, strange patterns of employment.” Thus
i the major emphasis cf the project was to be on placement, not training.
3
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In addition to the reascns —entioned in the periodic reports of
the Center for this lack of emphasis on traiming, the Kenmedy Tenver
officials also cite the structure of IIDTA progrzms. Yhen an zpplicant
cozes into the Cemter, in almost all cases he has coze in to get vork.
A trainins program may provide excallent opportmmities fer vpgrading,
but even if the zpplicant is williag zo tske the trainizng. 2 progran may
not be getting underway for a period of time. Thus tke applicant has
to remain unerpicyed or take a temporary job vatii the program gets
started. Because the Kenpedy Center staff felt that there was pressuce
on them to solve the applicant’s izmediate financial problems, they
apparently soom gove up the training aspects of the progrzaa and concen-
trated almost exclusively on placement activity.

Because of this exphasis, the Center estzblished a relatiomship
with State's Divisicn of Zmployment Security, which led to s D.E.S.
referral progran., (If the Center's emphasis had been oa training, it
wuld not have made much sense for the D.Z.S. to refer applicants to the
Center for re-referrzl to the D.E.S. for training). Under the terms of
the agreement the D.E.S. was to refer 59 "employable" applicants between
the ages of 50 and 65 to the Center. Az “employable” applicant is only
hampered in his job search eiforts by his age aad specifically kas none
of the followiang problems:

3. iajor medical problems

2. Chronic or receat resord of alcoholism

3. Pattern of criminal activity

3
Kennedy Family Service Center: A Progress and Case Study Report, May,
1965, p. 2.

The Older Vlorker Training and Employment Program of the John 7.
3 4
s
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Four of the Boston offices (Service and Domestic, Professionmal and Tech-~
nical, Industrial, Sales and Clerical) participated ia this joint effort.
The D.E.S. - J.P.K. program was to have nad a puilt-in research dimensiomn.
The D.E.S. counselors were to select 100 applicants from their files who
were classified as "hard-core™ unemployed older workers on the following
criteria.

1. Applicants who had been registered with the D.E.S. for a minimum
of eight to ten wecks and for whem 1O immediate job opportunities were
availadle.

2. Apolicants who had been registered with the D. 2,S. for any
length of time and for whom, in the D. =.S. counselor’s judgment, DO
foresceable job opportumities exist.

These applicants were then to be placed in two randomly assigned
groups. Half would be returned to the regular files of the D.Z.5.
counselors and their records flagged. The other half would be classi-
fied as a test group and referred to the Kennedy Center if they showed
an interest in the Center's specialized services. There Was then to
be a follow~up analysis of the two groups designed to answer the
following questions,

“hat differences in employment will develop between the two
groups? What factors might be identified as contributing fo success
between the twp groups? what factors are apparent deterrents to suc-
cessful employment for members of each group? If certair success
factors cen be identified with some religbility and validity, what
considerations might this joint endeavor raise for the ilassachusetts

D.E.S. and the Employment Security Divisions at large?”

*1bid., pe 11.

————
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Despite the fact that 103 applicants were sent to the Keanedy
Center from D.Z.8. offices (although not zll of these were in the “rest"
g"rou?), no follow-up was ever corpleted of the conirol group remaining
under the auspices of the D.E.S. This failure apparently stems from
frequent changes in persomnel at the D.E.5. Ia the last two years there
have been three supervisors of the placecment office invelved and w0
district supervisors to whom the office supervisor reports. 1In al:
this shufflingrhe record-keeping necessary to complete the follow-tp
program wés never done.

B, ON-THEZ-JOB TRAINING PROGRAIS

One of the most discourzging experiences the Fennedy Center
encountered in the course of this project was the on-the-job training
program they developed in conjunction with the D.E.S. The contract
provided that::5

1. A company of amy size could establish an on-the-job training
progranm.

2. A company under contract must not have a training program
already in existence for the job opportunity in questicn.

3. The training must be conducted five days a week over a full
work day and must consist of 2 minimum of thirty hours per week.

4. These funds are not to be used for the promotion of a low
wage incentive for the employer but rather as ar inducement for a higher
starting' rate where possible; and to encourage employers to give worth-
while work opportunities to older workers.

5., An employer could be reimbursed up to $25 per week to cover

his supervisory expenses in the training period.

501der Workers Training and Employment Program, JFK Center, April,
1967 (mimeo) p. 34ff.




The Cepter hired an on-the-job trzining specialist two conths
after the contract had been mezotiated. His daties basically imvolved
selling 0JT preszrams to Boston area cmployers. As a by-product he
undoubtedly deveioped a number of opeaings unrelated to traiaing pro-
grams, Thic specialist contacted 97 firms of which three indicated a
willingness to set up an 03T program. Im these three cases, each of
the job36 required previous mechanical training or eptitutde, involved
long periods of standing, and had a starting rate of $1.50 per hour,
Hone of these slots was ever filled by the Kemnedy Center.

Concurrently, personnel from the Center were reviewing records
of applicants at lccal offices of the D.Z.S. to identify eligible
» : older workers to imstall in OJT programs. Five hundred records were

selected and cards Were sent to the candidates asking them to appear
for an interview. Of these 500 candidates, &7 appeared for iaterviews
with the Center's representatives, Fifty-one of these were judged to
be qualified for OJIT should appropziate programs be developed.

Two applicants, both males, were utlimately placed in aa OJT pro-
eram vhich was apparently not one of those developed by tbe OJT specialist.,
We interviewed both these men, and some questions might even De raised

about this program. Onec of the men had had extensive experience as 2

wrmsiral v ot oy

6The three jobs were: (1) gold stamping and engraving machine
operator in a stationery company, (2) clicking machine operator in
a shoe manufacturing firm, and (3) set-up man to service a number of
machines in an electrical manufacturing firm.

. A

f
%




6L

TUERT I

pachinist and he did mot Zeel that the trainming contributed much, if

KYWCTA

™

anything, to his skill level. It was frue that he was on a turret
lathe, but this represented no great accorplishzent in view of his
wide experieance ia machipe shops.

The other worker quit the firm after three months because he had

PO N PR o

been placed on 2 job other than that for vhich he was trained and at
a lower wage. He was currently workiang as a watchman, but at the same
time he was looking for work as a machinist,

There are undoubtedly a number of interrelated reasons for the
failure of this program to produce much in the way of tangible results
despite the substantial investment made i T The Kennedy Center has
identified the following :7

1. Ho attempt was made to genmerate applicaats who were suitable

for specific openinis.grvice versa. "By the time a suitable zpplicant
was identified, the opening was oftea filled."

7, The training opportunities were usually available only at
small firms (50-150 employees) and there was limited opportunity for
advancement.

3, The starting rates were low; generally around $1.60 per hour.

%. Because of their background snd experience, mOst applicants

were best served by direct placement,

5. The appiicants tended to identify with one or two occupational

areas and were uvuwilling to take traiming in other areas,

6. Empioyers were uninterested in training older workers even

while they had on-going training programs for young people. ‘'iany

7:[bid. , Pp. 39-42.

m———
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c=pioyers were interested in hiripy older werkers boet usually for
relatively sizple tasks that could de readily learnmed.”

it seens to —e that three points cas be raised zbont this explana-
tion, First it is clear that the OJT progrzm was never large enough
to achieve the ecomonies of scale which characterized the Center’s
regular placement progran. One of the costs of a small, carefully
tailored operation is that opportunities for a placement will be Iost J
in the time it tzkes to generate an appropriate applicant for 2 pendipg ‘

vacancy or an openinz for a waiting spplicant. This need not be an )

inherent difficulty with OJT programs Zor older workers, but it «as
apparently a prodblenm with this ome.

Second, the low wage rates zattached to these training openings
may well have been 2 zefection of Gary Becker’s amalysis indicating
that the employee in part subsidizes his own trainming. Older workers
naturally have less inceative to invest in trainiag in this way since
their pay back period is short. A&s a result these workers will prefer
a job with a higher starting salary aud little chance for ad7ancement to
one with a low starting selary and substantial advaacement possibilities.

Third, for the same reasons employers are unwilling to traia older
workers since this training -~ and the paper work in this case -- have
costs attacked. These costs will not be made up in the employee’s career
with the firm, and the $25 per week payments were evidently not sufficient
to provide an offset. These latter two arguments probzbly apply to amy
scheme to train older workers on the job in private enterprises.
C. UDTA PROGRALL

1f on-the-job training is not the answer for supplying older

workers with additional skills, the mext logical possibility is 1iDTA
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training presrens evnder vhich the eicyer has mo imancial chlizatica
and gets the vorker after he bas been throuzgh treininmg. 6OFf course, SO
of the problexs with OJT centicned zbsve zpply kere as well: Taere ar2
situations when it is zrperative to find the oppiicant a job jomazdiately,
scze workers have rigid ideas bout their cccupational area, etc. Fub
for an ume—ploved applicant withcut relevent industrial skilis, aa
opportunity to learn these skilis vhile receiving a veskly paycent ino
excess of $40 would not appear to be unatiractive.

He interviewed all the people we could Zimd who had gone through
an ¥DTA program as a result of their comtact -7ith the Xennedy Center.
in total we were zble to interview only cleven people, aad one of these
was in the 0OJT progrem discussed zbove. With the sa=ple of ten (or nime,
as we shall see below) it is probably betZer to discuss each case

individually and try to draw general conclusions rather than present a

number of tables with ome or two observations in each celli.

1. A &47-year old vhite male was snterviewed in the Veteran's
hospital where be had been Zor a few weeks for treatment of frost
bitrzen feet. He had frozea his Zeet sleeping on the banks of the
Charles River in subzero temperatures. His cccupation prior to enter-
ing the hospital had been as 2 handyman at a liquor store where his pay

was apparently both in cash and merchandise. e was distressed that at

the VA hospital they were tryimg to creat his alcoholism as well as his

i frostbite,

T

The Kennedy Ceanter had come to his attention because it was in

p——

the neighborhood of the liquor store and he had been referred to an

1iDTA program in automotive repair by the Center. He attended only a
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‘v clacses baforz [piriing a2 progren Zer ¢ rusber of r2asons. FITS
the classes werz hald at nighs a=d ha Jida’t care Zor “hat. Second, it

was a long coxmute from Charlestown, mhere the liquor store was located,

to the classes in Uaithen., Third, the work was nasty acd dirty, and

fourth, the cars they had to repair were old wrecks, not mew cars as he
had expected vhen ke signed up For the progren. He had no intention of

tryiag to f£iad auto repair work or goiag back into kraining when he was

released from the hospital, He was heading straight back fo the 1liguor
store.

2. A S52-yezr old white fcexmale was interviewed at her dilapidated
home in Chariestown. She iad breea through two iDTA courses agboui a year
apart. Her husbzad®s death in 1863 necessitated her eatry into the
1zbor force. Because of her interest in the subject matter, she uas
originally referred to an HDTA course in garment Jlteration. She
cormpleted the course but was unable to fiad steady work., She returaned
to the Center and was referred to znother course, this time in waitress
training. She completed that course and agaip was unable to find steady

work, Throughout this entire period her pBysical conditioa has been

b )

deteriorating. She has suffered from severe obesity and now complains
of an unspecified heart conditicn., Ske has made no receat attexpts TO
E find work, and it appeared io me that she was just barely able to get
: around her house., Further, she zppareatily has yet to get over her husband’s
: death and the macabre circumstances surrouanding it.
3. A 57-year old vhite female also re-eatered the iabor force, as
a result of her husband's death, after many years as a2 housewife. She

has an unmarried twenty-two year old som liviag at home who contributes
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to the fzmily's support. She weat to the Ceater for assistance ia finding
e—pioyrent. fﬁe was referred to the garcent alteratien course and tpoR
coopletiocn the D.E.S. fornd ker 2 job at 2 hotel im the zending departc—ent.
After working there for six to seven weeks she had a bursitis attack and
juit. She was not scrry to leave the jeb siace it was beneath her traiaing.
She is currently not interested in finding & job unless something such as a
very good one comes along.
£, A Negro mzle, age 51, had worked for cover tem years as 2 janitor
after his arrival in Boston. When he lost his jcb, he zpplied to the
Zennedy Center and was referred to the custcdian~-handyman training progiad.
He completed the program a2ad the D-E.S. found him a job at a commercial
establishment as a jaritor.
He foit the mein advantage of the training was that it widened his
area of contacts. He was unimpressed by, but not critical of, the progran.
He is apparently satisfied with his job and was very pleased by the treat-

ment he got at the Ceanter.

5. A 55-year oid whiie female had supported herself for about eight
years since her husband’s death by running 2 small variety store. The store
was looted and burned and after a yesr or so tc get over the shock slz went
to the Xennedy Center. She was referred to a course in calculating machine

operation ané is workiag im an insurance firm using some of the skills she

picked up in the course.

She could not praise the Kenmnedy Center enough, and she was most
enthusiastic about the training program she had gone through. She is still
ezployed and very happy &t her job.

6. A 49-year old vhite female entered the labor force on her husband's
death a few years ago and went to the Kenpnedy Center where she was referred

to a clerk-typist course. about two waeks prior to the completion of the
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course she fractured her arp in a fail. She was allcwed to cc—plete the
course and graduate with her class. She had not lecked for work simce the
co—pletion of the course, a few months prior to the interview, but nad
an appointcent the following day at New England Telephcne for a clerk-
typist's job. BHer daughter, a sum—er ezployee of the Telephone Ccmpany,

had arrapged the interview.

7. A white fermale, aged 61, had not worked since her marriage almost

forty years earlier. After her husband'’s death, a nuzber of years ago,

L}
-

- she still did not enter the labor force, but a year or so ago she decided

it would be good for her to get out of the house. She had read about the
Kennedy Center's older worker project and decided to give it 2 try. She
was referred to the clerk-typist training program snd enjcyed it very much,
3. apparently doing quite well.
Unfortunately, however, she was in an auto accident (as a passenger
in 2 taxi) just as the training ended, and she ipjured her arm and sustained
a concussion. Althouyh the after effects of these imjuries have disappeared,
she still has not actively locked for work. She says if socxmething really
good came along in the way of a job she would take it.
) 8. A S6-year old white female had been separated frcm her husbarnd
for about a year. As a result she was forced back iato the labor force
after a long pericd as a housewife. Prior to her marriage snhe had been a
secretary and had gome to a secretarial sckool after graduating from high
school.
She heard about the Center's older worker project and applied for a
job. She was referred to a clerk-typist training program which she naturally
completed with no difficulty. She applied for a Civil Service rating which
she received 2fter a wait of a few months and ever since has been employed

at an Air Force Recruiting Station. She reported that the training was not )
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at an Air Force Recruiting Station. She reported that the trainiag was not
very useful to her althcugh it was helpful to have a brush-up on her skills.
The cost izportant benefit to her was that the Kemnedy Center had boosted
her morale and had helped ease her way back into the iabor force. She
had beean very izpressed with treatzmeat she received from Mary D. Francis,
cne of the vecational ccunsellors and urged that we —ention this in any
report.

9. A white female, aged 57, had gome to work a2t 2 Catholic shrine
when her husband died and had been emplcyed there for three years as 2
switchboard operator. her occupation for tea years prior to her marriage.
Although she liked the job, she needed higher wages so she weat to the
Kennedy Center. From there She was referred to an }DTA clerk-typist course
which she compieted. She thea took a temporary job while wziting to get
on Civil Service lists at the Boston Navy Yard. Within three months she
began work as a clerk at the Yavy Yerd, bat six months later she became
sick and had to quit that job. On her recovery she obtained a job through
a friend at a large imsurance cGmpany as a switchboard operator. She is

pleased with her job and is happy to be back at what she considers her

regular occupation.

10. One finzl interview wWas conducted with a white female, age 58, who
had not gone through an MDTA training program despite the fact that the
Kennedy Center had listed her as attending a clerk-typist course. (In a
report issued by the Center after our interviews hac¢ been conducted, she
was listed as "dropped out prior to training.™) What appareatly happened
in her case was that she failed the aptitude tests given by the D.E.S.

She was extremely irritated about this and went so far as to brimg out a

cribbage board to dewonstrate the type of idiotic test she had to take

(Purdue Pegboard?)
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This wooan was the only person we talked to who had virulent negative

feelings toward the Keanedy Center, and since there was absclutely no
corroboration of her charges it would be inzpprcpriate to discuss then.
At the time of the interview she was not actively losking for work, tut

agein, if a good job came along, she weuld take it, she said.

iz is only possible to draw teatative conclusicns from limited data
of this kind, but some of the following points are raised by these inter-
views.

1. There sppeared to be some tendency to refer perscos te programs
ju oceupztiomal sress in which they had previcusly worked (see Table I).
fkile superficially this weuld appear to be a waste of government traiming
resources, the more relevant consideration may be that despite the earlier
experience in the occupation, the individuzl was unable (or hesitant to

try) to find wori in that occupation. Thus the traiaing may have been that

essential factor at the margin that spelled the difference between employ-
ment ot the one hand and unemployment or withdrawal from the labor force
on the other.

This tendency further reflects what the Center identified as the pre-
ference of the older workers for a marrowly defined “mormal" occupational
area. This is illustrated by the case of the woman who had worked for a
aumber of years as a switchboard operator at low wages, went to the Center
to get a better job at higher pay amd was referred to a .” erk-typist course.
After a few short jobs as a clerk, the last curtailed by sickness, she
returned to switchboard operation--her usual occupation.

2. TFrom the comments we received from the interviewees, it was apparent
that the women who were forced to re-enter the labor force after years as

housewives found the training program extremely beneficial. A number of
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these wcmen reported that they had scme anxiety about trying to find work
when they knew their skills were rusty or obsolete. They would be competing
for jobs with young girls just out cf secretarial schoois, and they felt they
were at a seciocus disadvantsge whether or not this was actually the case.
(Few, if any, of these women had tested the job market prior to going to
the Kennedy Ceater.) Thus, one of the important effects of the training
program was to btoost the morale and self confidence of the trainees, and this
certainly led to increasing their employability.

There were a few cases where the training eifort was clearly wasted
on people who were unemployabie. The 2icoholic seat to the auto repair
course and the obese woman with coronmary problems are two examples. In

cases like these, the unemployability of the person is the result cf a

number of factors, perhaps ths least of which is lack of skills. But there
is evidence that the Center made an attempt to deal with these other
problems. The woman was referred to a clinic to alileviate her obesity and

the man went briefly to Alcoholics Anonymous sessions on the advice of

0w

Kennedy Center staff. In view of this it is difficult to fault the Center

for the way it handled these cases.

1. Administration of MDTA Programs

AR S | Rl

Operationally, the MDTA zeferral system worked as follows. Yhen a

A

client came in through the routine intake process, his work history,

interests, and potential were reviewed by a placement counsellor. If it

A A

appeared that a training course would enhance his employability and the
client displayed an interest in going into a training program, the counsel-~

lor would call the MDTA office of the D.E.S. to find out if there were any

T

openings in the particular course which had been selected. (The Center
counsellors received weekly bulletins on MDTA courses.) If there were

openings the client was sent over to the appropriate D.E.S. office~-the
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clerical office, the iandustrial office, etc.--with an introductory letter
from the ccunsellor. From there the process was the same as for all ¥DTA
applicants. The clienti was assigned to a P.E.S. counseilor, tested, aand
;£ these steps were successfully completed, aémitted to the program. Upon
completing the traiaming course, the D.E.S. usually took responsibility for
placing the graduate. Of course, if nothing was turned up by the D.E.S.
the client could return to the Kenncdy Center for assistance.

1f the Center's involvement in training had been on 2 larger scale,
1t prcbably would have been sensible to set up more elaborate liason
with the D.E.S. including procedures for progress reports, special training
courses exclusively for Center referrais, and so on. But as indicated in
earlier secticns, there was no substantial interest in traiaing on the part
of most of the applicants and few attempts on the part of the staff to

develop any interest. Civen these circumstances, administrative ties would

have wasted resocurces.

D. PLACEMENT ACTIVITY

With only a few exceptions the placement activity at the Center followed .
routine patterns. 4 job develcpment specialist was charged with the
responsibility of gererating job orders. He contacted over 300 local firms
either in person or by mail and explained the Center's Older Worker Project
and solicited openings. The lists of openings were then submitted to the
placement counsellors and the usual matching of applicant and opening
proceeded.

A variety of recruitment sources were used to generate a flow of
applicants to the Center. All of the social, veteran, fraternal, labor
and business associations in Charlestown were mnotified and the local churches

made announcements about the program. The local and city-wide press gave
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the Center's opening considerzble coverage. Placards describing the Older
HWorker Project were displayed in locations thrcugheut Charlestcown; in
church lobbies, stores, banks, meeting halls, the public housing project,

These procedures naturally led to a substantial amount of word-of-
mouth communication about the Center's activities. (Cne of the women we
jnterviewed who lived a2 considerable distance from Charlestown had heard
of the Conter on a radio "talk" program. Someone had called in and
lamented about being unable to find work because zmployers will not hire
older people. Someone else called in and briefly described the Kennedy Cent-
e='s Older Tlorker . Project and suggested the first caller try to find work
through that agency.)

As indicated above, the Division of Employment Security alsc referred

pecple to the Kennedy Center for specialized placement assistance. Apparent~

1y the D.E.S. took credit for piacements made by the Center when the initial

referral was made by the D.E.S.

In this regard, ar interesting p.int was raised during our interview
with a district supervisor who was in charge of some of the local D.E.S.
office referring people to the Center. She said that their counsellors

will make a genuine effort to assist an older worker find a job orly when

" A BN M he o bk

it is clear that he really is interested iam workiag. If it appears that the
major, or only, reason an older person has come to the employment service

office is to establish his eligibility for unemployment compensation then

the counsellors do not harrass him by sending him out on countless job
leads. (Although, we are told, the applicant is never informed of this
policy.)

1f, on the other hand, the older worker demonstrates a genuine interest

in finding a job by returning to the employment service after he has alreaily
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satisfactorily established his "avaiicbility for worr,” c¢r cczes into the
office when he is not receiving benefits, then the ccunsellor will make
a greater effort to achieve a placexent. A=cng the things the counsellor
will do at this point is refer the indiv.dual to the Kenzedy Center.

According to this analysis (aithough it should be noted that the
D.E.S. supervisor never made this explicit) there is a pre-selection bias
affecting the characteristics of individuals from D.E.S. with whom the
Kennedy Center deals. That is, the people D.E.S. refers to the Tenter,
unlike an unspecified proportion of the general D.E.S. older worker traffi
are seriously motivated tc find work. Hence it would be reasonmabie to
expect the Center's placement record to be better tham that of the state
employment service.

The sources of the Xennedy Center's totzl intzke are reported below.®

Table I

Source of Knowledge of.the Kennedy Center

Source Number Per Cent
Personal Contact 181 41.6
Advertisement 67 15.4
D.E.S. 10% 23.9
Veteran's Org. 5 1.4
Sexrvice Org. 1 2
Other Govt. Agency 2 .5
Community/Private Agency 51 i1.7
Private Employment-Agency 1 .2
No information 22 5.1
Total 435 100.0

g. Ibid., p. 139

c,
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1. Talents Grcup

From the cutset the Kenznedy Center noticed a fairiy heavy ficw of
applicants with professional and menagerial backgroumds. Of its total
intake sixty-six applicants had a primary BOT code in these cccupaticnal
areas. It scen beceme appareant that the difficulties these older workers
faced in Zinding ewployment were different from those faced by semi - or
unskilled applicants. They had higher aspiration levels; they had —ore
often been with cne exployer for an extended periced; in sScce cases their
skills were highly specialized to a2 singie firm's operation.

On the other hand, these workers were typically thoughtful and
articulate and the Kemnedy Center staff decided to mobilize tke talents

of the workers themselves to help each other find jobs. The Talents Group,

which was formally established in July, 1935, was designed to serve this

purpose. It was modeled on an earlier orgamization, 40 Plus, an independent
Boston Club with similar objectives, which had recently closed down.

The specific techniques the Talermrused im assisiing its members in

finding work and bolsteriag their morale were as follows:?

1. Thumbnail Sketch. A brief description of each member’s qualifi-

cations and work history was developed and mimeographed. A4S the club
members went out looking for work they distributed these materials t£o the
various employers they visited.

2. Resumes. Each member wrote up a detailed resume which was then

discussed by the club in an effort to improve the form.

3. Mailinz Service. The club members were asked to clip want-ads

from newspapers which described jobs for which they thought they were quali-

fied. These ads were sent in to the Kennedy Center and a staff member

9, 1Ibid., p. 49 £f
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would meil out the resu—e of the Taleants me—ber to the e-plever with a
cover letter describing the oider woriter preject.

These services, which the staff thought to be tuusuzily effective,
were later extended te any applicant im zn zppropriate job category-
According to Kepmnedy Center records, 31 Taients mezhers tock advaniage
of this mailing service between Novezber, 1965 and June, 1966. A total
of 1,421 clippings were received from these applicants aand seat on To
smployers for an average of about 4% per perscn. The ramge wWas from one
fo 336. There were 86 interviews as a resuit of these mailings and 25
job offers. Eight of these offers were accepted zud resuitad ia employzent.

The following table presents these data.

Table TiX

Disposition of Applicants Using Talents Want-ad Mailing Service

Total Using Sexvice 31
Found jobs through service 8
Found jobs incdependently i6
Working part-time /3
Unemployed 3

Probably ome of the most useful aspects of the Talents group were the
weekly meetings in which the applicants discussed their job search activities,
their resumes, etc. These meetings undoubtedly brought home to the members
the Fact that each ome's individual problems were not unique and the result
must have been to raise the morale and motivation of the group. The joint
efforts at job-hunting really amounted to an attempt to organmize the most
corzmon methods of finding work, gate applications and information from
friends. The members, in effect, pooled their job leads in order to utilize
them more effectively. Kennedy Center data indicate that twenty-eight of

the fifty-seven applicants who attended at least one Talents meeting were

17
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self-placed due to the “ercouraspecent of, and suggesticns fre=, these

-

—eetings... 216

2. Plzcecents

The material presented abeve has strengthened the point made earlier
that the —ajor e—phasis on the Center®s Older Vorker Pregran was on
placezeats. 1In order to asscss the placement activities of the fenter we
undertook an iaterviewing program‘designed to uncover relaticmships between
personal and work histery characteristics on the one hapd and placement
success on the other with the Kesnedy Center as an intervening variable.

e thought it was import.at in this regard to interview 2 group of people
who had not been placed by the Center but whose charackeristics were

simiiar to the Center placed clisats. The characteristics we were inter-
ested in were not only age, experience, skill level, etc. buf such
dimensions as motivaticn. Thus it would have been unreasonable to ccmpare
those the Center piaced with those unemployed. Rather we decided to compare
Center placexents with seif-placements. A parson who is self-placed is

one vno applied to the Kenmedy Center for assistance but found a2 job
largely through his own efforts.

In one section of its fimal report the Ceanter inciudes the self-placed,
or indirect placements in with JFK placed but im another it segregates
these individuals. Both tables are reproduced below and the difference

in the totals resuits from the time lapse from dMarch 31 tc June 30, 1956.

10. Ibid., p. 51
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Table IV

&0

Frequencies and Percentages of 2ale and Female Applicants
Classified According to Placezent Category (as of June 30, 1966)

1i. Ibid., p. 59.

Placezent Lategcery Male Female Totai
u A D % u %

JFK Center Placements 225 06.7 o1 5%.2 316 656.1
? Placed by Other Agency 3 .8 3 2.1 6 1.3
: Declined JFK Placement & 1.1 1 .7 5 1.0
§ Active File 22 6.7 10 7.0 32 6.6
Tnactive 83 24.7 37 26.0 120 25.0
TOTAL 337 160.0 142 100.0 479 100.0




- Com e

|
{
L |

81

- 12
Table V=<

Freguercies and Percentages of ¥zle and Female Applicants
Classified According to Placeceat Category (as of ¥arch 31, 1966)

Piacecent Category tale Fexmzle Total
A % 4] A 4] A
Direct Placercents 107 35.1 50 38.5 157 36.1
Placed by Other Agency 3 1.0 2 1.5 5 1.1
Declined JFK Placemeants L 1.3 i .8 5 i.l
Active File 48 15.7 11 8.5 59 13.6
Inactive 71 23.3 34 26.1 105 24 .2
Indirect Placement 71 23.%6 32 2.6 10% 23.9
TOTAL 305 100.0 130 100.0 £35 100.0

Our target population comes from the data used to develop the second
of the;e tables (Table V). We secured from the Kennedy Center two sets of
cards for each of the persons included in the two categories “ﬁirect
DPlacement” and "Indirect Placement.” One set gave the individual’s name,
address and code number and the other set was of punch cards containing some
personal and work history characteristics vhich were collected from the
applicant’s file at the Center.

Je then wrote a letter to each of these individuals and followed up
the letter with a telephone interview. We were able to reach 50% of the
self placed and 43.3% of the Kennedy Center placed workers for a total sample
of 120 (52 and 68 in the two groups respectively). We were unable to reach

the remainder for a variety of reasons. Some of the non-respondents were

12. Ibid., p. 150




82
deceased, sc=e bad coved and left 2o Zorwardiang address, sc—e had appareat-
1y never been at the address we were given and sc-e sirply refesed the
faterview.

e supplecented the data we collected in the interviews with the
personal history data supplied by the Kennedy Center. The analysis below

is based on both sets of data.

Table VI

Employzent Status at Time of Interview

Eapmloyment Status J¥K~Placed Self-Piaced
N % N 7%
At Work Full-time &6 58.9 38 73.1
At Work Part~time 7 10.3 6 11.5
ot at Work 2i 30.9 8 15.4
TOTAL 68 100.1 52 100.90
Table Vi1

Labor Force Status and Job Search Activity of Respondents Not At Work

Status JFK-Placed Self-Placed
N % i A
Looking for Work 8 38.1 0
Have gone to JFK 2 9.5 0
Have not gone to JFK 6 28.6 0
Not looking for Wozrk 13 61.8 8 100.0
Retired 2 2.5 2 25.0
Sickness or
Disability 7 33.3 3 37.5
Other Reasons 4 19.0 3 37.3

Totals 21 99.9 8 100.0
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Hle cbtained data cn the length of tire twenty~five of those who had
left their JFX jobs had worked on them. The r—edian was five contihs with
a code of six months. The range was frem less than a wesk to eighteen
ronths. Everyome still exployed on a JFK job had beem on it for more
than nine moaths and the bulk of them had been employed a year or more.

Tables VI and VII indicate the labor force znd employment status at
the time of our interview. There is one difficulty with these data. Four
of the 68 JFK placed respondents claimed that the Center had never placed
them on a job. We kept these people in the JFK sample even though it does
complicate some of the analyses.

Tuenty-seven or 39.77 of the JFK placed were still om the JFK jobs.

Those who left their JFK jcb did sco for the foilowing reasoms.

Table VILII

Reason for Leaviag J¥K Job

Reason for Leaving Ho. 7
Laid off - Reduction in Force 2 4.9
Sickness 8 19.6
Quit for Better Job 2 4.9
Quit for Family Reasons 2 4.9
Quit - too far 'to Cormmute 5 12.2
Quit - Didn't like %Work 12 29.3
Dischaxrged 2 4.9
Never had JFK Job 4 5.7
No Data 4 9.7

Total 41 100.1

L)
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The Center staff e—phasized the irportance of “ccopressimg the intake
process" im cur interviews, and cne test of their ability to do this was
the speed with which a placement cccurred after application to the Ceater.

Table IX presents data relevant to this point (JFK Data).

Table IX

Length of Tize Betweea Application at Ceater and Pilacemsnt

I.ength of Time 2| 7%
Within a Day 12 17.7
2-7 Days i9 27.9
8-15 Days S 13.2
16-30 Days 5 7.3
1-3 Months 10 14.8
More thaa 3 months 8 1i.8
tilo Data 5 7.5

100.1

Pased on these data it is fair to conclude that the Kenmnedy Center
clients that were placed got rapid service--almost 60 percent were on
jobs within two weeks and &5 percent were piaced within a week.

There was very little difference between the JFK placed and the self-
placed in terms of personal characteristics. The sex breakdown was 61.8
percent male for the JFK placed and 67.4 percent for the self-placed. The
educational levels were about the same with both medians at 12 years of
school completed. There was a larger percentage of self placed with some
college (29.0 percent vs. 17.6 percent). It is tempting to point to this

as an important explanatory variable but it would be unjustified statisti-

cally because of the sample sizes.
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Table X shows the age distribution of the two groups.
Table X

Age Distribution

4ge Catezery JF¥-Placed Self-Placed
45-49 20,6 13.5
50-54 23.6 15.%
55-59 33.9 30.8
60-64 19.1 34.6
65 2.9 1.9
Ho Data,

Again there seems to be no radical difference in the distribution
between the two groups. There was however, a greater concentration of
workers over 60 in the self-placed category and if we break the sample
at that point the difference is significant at the .05 level.

The Kennedy Center did not collect data on the racial characteristics
of its applicants. The preponderant majority of their applicants were
white and this reflects the Center's location. Charlestown's population
was .597 non-white in 1960. And ccmpared with many large cities Bostom
has a relatively small Hegro population -- 9,87 for the City and 3.4% for
the SHSA in 1960. ile did not feel that it was appropriate in our telephone
interviews to inquire about the respondents race. But our interviewers
had the very distinct impression that almost all the respondents were white.

e asked the respondents what they considered their regular occupation
and what industry this regular occupation was in. In virtually all cases
tkis wés interpreted to mean the occupation in which the person had worked
longest and i} fhere were any questions -- say from a woman who had been
a housewife for years -- the interviewers were instructed to consider

their longest job as their regular job.
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Tzble XI shows that 35.7 per ceat of the JFK placed and 67.3 per cent
of the self placed had regular occupations in the white collar area, and
this difference is significant at the .05 level, There are tvo possible
explanations for this., First, the Center's Taleats group was almost
entirely restricted to vhite collar workers. The structure of the Talents
group, as described above, was more likely to lead to indirect placements
than direct placements. That is, the preparation of resumes, joint dis-
cussions of job openings and the general cooperative effort was designed
to encourage the workers to find jobs on their own, through friends or
newspaper ads. (See Table XITI),

Second, one of the employment counselors, Angus Halker, had broad
experience in the machining industry. He was reputed to be able to talk
to employers with considerable expertise about their job requirements.
Consequently, the Center may have had a comparative advantage in the
placemeﬁf of skilled craftsmen.

Other explanations, of course, are also possible but unfortunately
they can go in a variety of directions. For example, one could argue that
white collar workers have less difficulty than blue collar workers in
finding employment. Thus, they come to the Kennedy Center and £ill out
an application but before the CGenter can take any action they have found
work on their own. Conversely, it may be that white collar workers have
a more difficult time finding work. Thus the Center tries to do something
for them, is unsuccessful, and finaily they find employment on their own.
It is my view, based on comments made by the respondents to the inter-
viewers, that both factors were present to some extent. Thus some of the
self-placed felt that the Kennedy Center was unable to do anything for
them. Others dropped in at the Center at the urging of a friend but were

confident that they could £ind a job on their owm.
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Table IX

"Regular"” Jccupation of Respondents

Occupational Group JreR-Placed Self-Placed

Ho. % fo. %
Professional, Technical & Kindred 3 4.4 8 15.%
ilanagers, Officials & Proprietors & 5.9 8 315.4
Clerical and Kindred 13 26.5 13 25.0
Sales Horkers 2 2.9 _6 1i.5
Total ¥hite Collar 27 39.7 35 87.3
"Craftsmen and Foremen 14 20.6 3 5.8
Operatives and Kindred 12 17.7 8 15.%&
Private Household iorkers 2 2.9 1 1.%

Service Workers except Private

Household 7 i0.3 5 9.6
Non-Farm Laborers & 5.2 e =
Total Blue Collar 39 57.% 17 32,7
Ho data 2 2.9 0 —-———

Total 68 100.0 52 100.0
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Table X111

Irdustry of “Regular" QOccupation

Irdnstry Group JFR-Placed Self-Placed
o, % No. Z
idairs 0 -- i i.9
Construction 2 2.9 1 1.9
Food ard Kindred Producls 3 L5 4 7.7
AL arel 3 L L 0 --
Printing & Putlishing 1 1.5 1 1.9
Chemicais 1 i,5 4 7.7
Petroleum Refining 0 1 i¢
Rubber & ifisc, Plastic Products G & 7.7
Leather Products 1 1.5 0
Primary lietal Products 0 1 1.9
Electrical and Hon-electrical 4
machinery 9 13.3 9 17.3
Transportation Equipment 6 8.8 L 7.7
Tnstriments 1 1.5 0
Transportation & Communication i1 16,2 L 7.7
tholesale Trage 0 1 1.2
Retail Trade 3 11.38 7 13.5
Finance, Insurance & Real #state L 5.8 0
Services 4 5.8 4 7.7
Federal Govermment 4 5.8 2 3.8
Local Govermment 1 1.5 0
Ho data S 13.3 4 7.7

Total 63 100.0 52 100.0
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Teble XTTX

Source of Presznt Job for Those Respordents Z=ployed at Time
of Iaterview

Source of Job JFR-Plzced Self-Placed 1
to. % o. % 3

Friend or Relative 2 2.9 10 19,2

Heuspaper ad 3 11,8 21 £0.% ]

Fublic E=xployment Agency 2 2.9 i 1.9 J

Private Imployment Agency 2 2.9 2 3.8 ?

Charitable orgarization or Ghurch 1 1.5

Return tn Former Zmployer 2 2.9 & 15.4

Referred by Vocationai School 1 1.5

Gate zpplication i i.5 2 3.8

JF¥ Center 27 39.8

Unemployed 21 30.° 8 15.4

Yo data 1 1.5

Total 63 100.0 52 100.0
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Tsble XIZI, vhich icdicates th2 industry of the regular cccupation,
does mot reveal any substantial differences between the twp grours.

Tzble XIV carries throush the analysis of Table XI fo show the
accupation of those respondents who were e-ployed at the tice of the
interview., The scme pattern ecerges -- the szli-placed are more heavily
concentrated in white collar occupations than the JFK placed., This alss
holds trué for those workers who had beer placed on jobs by the Center
but now are either unecployed or working at other jobs. Less thaa fifteen
per ceat of these werz placed oa white collar jobs by the Center.

Sixteen JFX placed people left their JFK jobs and subsequently fcund
other employment, For thirteem oI these people we have data on their
presen;: salary per week and their salary on the JFK job. But for four of

the thirteen they went from a full to a part-time job or vice versa.

‘
[ S T

FY R

That leaves nine respondents on whom we have cocmplete data om these two

jobs., The mean starting wage omn the JFK jobs was $71 per week and the
current salary on the present job was $92 per week. Seven of the nine
increased their weekly earnings and two had the same salary on both jobs.

Although the numbers are smzll, this analysis can be extended to

consider the salary situation of those om whom, in addition, we have data
on wages just prior to the JFX job. Seven respondents reported 2 mean
salary of $10Z per week on the job prior to JFX. The mean of the JFK
job was down to $75 per week and on the present job up again to $99 per
week for this group.

For these people, at least, it appears that the J¥K placenment was a
stop-gap. After an average of less tt;an f£ive months on the JFK job they

. found another job that coxresponded in salary much more closely to the
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Qccupational CGroup JFi~Pizcad Self-Plzaced
0. % Lo. %

Professional, Technicai and

Hindred L 8.5 7 15.9 )
ansgers, 0£ficizis and
Proprietors 0 7 i15.9 ]
Clerical and ¥indred i7 35.2 i& 31.8
Sales Forkers 0 2 4.6 j
Total Thite Collar 21 &L, 30 65.2 |
Craftsmen and Forecen 5 10.6 1 2.3
Cperatives and Kiadred 5 10.6 4 2.1
Private Household Tlorker 3 6.4 1 2.3
Servicc Workers except
Private Household S 19.2 8 13.2
on Farm Laborers 2 43 0
Total Blue Coller 24 5.4 14 31.9
Total Unemployed 21 3
ilo Data 2 4.3 0

Total 68 160.2 52 100.1
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jobs they had held prior to their contact with the Center. Of these nimpe
workers, seven left the JFK job becausa taey did not iike the =ork or
conditions or Zor a better job, and two leii because the corm:ting dis-
tance was teo long.

As it turned out we had a great deal of trouble collecting wage and
salary data from the self-placed. They were in generzal less cooperative
as 2 group than the JFE-placed. In many cases their contact with the
Center had been only casual -- they dropped in one day -- and they thus
felt that our interviews wWere an unwarranted invasioa of privacy Gwhich
from their ctandpoint they were). As one might expecE, this concern with
privacy was manifested most frequently ia regaré to financial matters.
The result is that we have current salary data on less thaa half the seli-
placed respondents, but slichtly wmore information on their pre-Kennedy
Center sxperience.

Tables XV and EVa present pre-JFK wage data for the J}?K—placed and
the self-piaced. The fact that the self-placed were concenirated more
jn white collar jobs is reflected in the relative wage 1evels of the two
groups with the mean for the self-placed at $2> a weck above the mean for
JFK-placed. The relative distributicn of wages is also interesting. Both
groups have from 40 to 45 percent jn the below $90 a weeck category and
the JFX-placed are distributed fairly uniformly up to the higher end of
the wage scale. The seli-placed, conversely, are distributed more in a
bi-modal fashion with almost a third earning over 3160 = week while none
of the JFK-placed were in this category. The shape of the distribution
of seli-placed supports the impression mentioned earlier that this group

was composed of people who had either a relatively easy time finding

work or a very difficult job hunt,




Table XY
- I7eckly Gross ¥eges on sost Receat Job Held Prior to
=" Application fo JZK Ceanter for JEK-Placed Resy andeats
Teekly Haze Category Ru=bexr Perceat
Cnder $50 2 6.2
59-59 8 16.7
60-6° 3 6.2
70-79 5 10.%
&0-89 3 8.3
€0-99 4 3.3
100-109 4 3.3
d 110-119 5 10.4
120-129 6 12.5
130-139 3 6.2
1£0-149 3 6.2
. 150-159 1 2.1
'“ Total 43 99.8
N fmployed Part-time 2

Jaad
(o}

Out of Labor Force
o Data

& leo

Total
- Hean Hage $93.42
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Tabie XVa

tleekly Gross Toge om iost Recent Job
Heid Prior to Appiication to JEK Center
For Self-Placed Recspondenrs

Hezkly Haze Category Huecber Percent J
$50-59 3 23.5 4
€0-69 1 2.9
70-79 4 11.3 3
80-89 i 2.9
90-99 - --
1060-109 3 8.9
110-119 - -- J
120-129 & 11.8
130-139 i 2.9
140-149 1 2.9
150-159 - -—
160-169 3 8.9
170-179 1 2.9
130-189 1 2.9
190-199 L 11.3
200-209 - --
230-239 2 5.9
Total 34 100.00
Employed Part-time 1
Out of Labor Force
Ho Data 13
Total 52

Hean ilage $116.26
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Table XUb indicates the leagth of tice the respondents reported
thzy had bezn unecpleoyed prior to zpplying at the Renzedy Center. In

general, there is little difference between the two groups. Forty-oae

percent of both had been without work for six conths or less. 0On the other
hand, over 20 percent of the self-placed but about 10 perceat of the JFE-
placed were employed full time at the time of application.

Tables XVe and XVQ were designed to show the extent to which long
and short term unemployed were distributed in terms of the wage they
received prior to applying to the Kennedy Center. IC appears, however,
that there was little difference betwicen the self-placed and the JFXK-
placed in these cross distributions. This may again reflect the bi-modal
character of the self-placed sroup.

Table XVI presents starting wage data on the JPZ-placed jobs and
Table XVia includes starting and present wages on jobs held subsequent to
the JPK contact for the self-placed. The sel’-placed had a starting mean
wage of almost $85 while the JFK-placed jois had a mean of $68.40.

Table XVII includes data on the subset of Table XVI who were still employed
at the time of the interview, Here the present wage mean of $84 is much

closer to the self-placed mean of $89. But Tabie HVIIY shows that those

who remained on their JFK jobs had wages averaging $75 a week at the time
of the interview.

The fifteen JFK-placed who left the JFK jobs and were subsequently
employed full time (Table XIX) did the best of all with an average of $96

a week. It should again be pointed out that we got data on present wages

from only twenty of the seli-placed and it is not clear how this may bias

E our results.
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Table XVb

Length of Timz2 Unexployed Prior to
Coming to the Kepmnedy Centex

JEK-Flaced Seif-Placed
Jength of Time % of 7 of
Unemployed Ho. % ¥o. 52 L4
Less than 1 Tleek 1 1.5 1 1.9 2.3
1-2 weeks 1 1.5 1 1.9 2.3
3-. weeks 2 2.9 0 - -
1 ijonth 8 11.8 2 3.8 £.5
2 iionths 2 2.9 2 7.8 2.1
3 Zionths 3 11.8 1 1.9 2.3
4-6 ionths 6 8.8 9 17.3  2C.4
7-9 ilonths 8 11.8 L 7.8 9.1
10-12 ifonths 6 3.8 3 5.8 6.8
13-13 ifonths 2 5.9 1 i85 2.3
19-2¢4 lionths 2 2.9 i 1.9 2.3
ilore than 2 years 1 1.5 2 3.6 4.5
Out of Labor Force 16 14,5 4 7.2 S.1
fmployed Full Time 7 10.3 10 19.2 22.8
Fmployed Part Time 2 2.9 1 1.9 2.3
tlo Data - - ] 15.% -
Total 63 100.00 52 100.1 100.1
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XVc

=)
)
&
Jued
{4

Lzrlovz=ent Starus at First Contact

- -

(Ciassified by Gross Weekly Wage on Fest Recent Job
Prior to Coming fo0 Keanedy Center)

For JFI Placed

Jeekly Hage on ifost Recent Job

i
$150] Ho wage
Employment Status Under and data
$30_150-69] 70-893 98~1021 110-129; 130-149] over! availadlel TOTALS
Unemployed
Less than 1 mo. 0 2 0 0 1 0 c 1 416.97
i-2 mo, 0 L 2 U 2 i 1 0 10/17.2
3 - 6 mo. 0 O 5 3 2 2 0 2 14/24.1
7 - 12 mo. 1 1 1 3 2 1 0 3 14726 .1
13 - 18 mo. 0 2 0 1 0 1 0 ) 4/6.9
tlore than 18 mo. 0 0 0 1 1 1 0 0 3/5.2
Employed Full Time 1 2 1 3 1 0 0 2 7/12.2
Employed Part Time i 1 0 0 D 0 0 0 2/3.4%7
i
Totals . 3 12 9 3 i1 6 1 8 58
oas 5.2% 20,7 {15.5 |13.8 19.90 10.3 (1.7 13.8 100.0%
i
Out of Labor Force i0
68

Total

. Ty
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Table XVd

Eoplovzent Status at First Contact

FETILADT |

(Classified by Gross Weekly “jage ca Most Recent Job
Prior to Cecning to Kermmedy Center)

Por Self-Placed

Weekly Wagce on Most Recent Job %

[ ; 170 + No !
Employment Status | ,Under | 50- 70- § 90- { 110- { 130-} 150-}{ and i Wage :
HE $50 69 89 109 1329 149 1 169 | over | Data ! TOTALS
i
Canemployed !
less than 1 mo. §i O 0 1 0 0 0 ¢ 0 1 2/5.9%
i -
1- 2 mo. 0 2 1 1 0 0 1 1 0 6/15.0
3 - 6 mo. . 0 2 2 1 1 0 1 1 2 116/25.0
7 - 12 mo. © 0 2 0 0 1 1 1 1 1 7/17.5
13 - 18 mo. 0 0 o | o 0 0 | O 1 0 1/2.5
Fore than 18 mo. P 0 o | + |1 {0 o] 1 o | 3/7.5
. i
Emploved Full Timej; O 3 1 0 1 1 0 3 1 |10/25.0
E¥mployed Part Time;; O 0 0 0 "0 0 o0+ 0 1 1/2.5
H - . i
i i
[ ;
Totals % 0 g 5 3 4 i 2 3 ; 8 6 40
{ 0% |22.5] 12.5 | 7.5 }10.0 ; 5.0 { 7.5 | 20.0} 15.0 100.0%
No Data 8

IS

Cut of Labor Forxce

Total 52

LA L A




99

% Table RAVL

Startinz Tezkly Gross Ilates for Job on Yhich Placed by JFK Centers

Heckly Hane ilo. % Heakly WHaze ifo. %
Under $50 7 10.3 110-119 * 1.5
50-59 6 8.6 120-129 0
60-65 16 23.6 130-13¢ 1 1.5
70-79 12 17.7 120-149 1 1.5
30-39 7 10.3 150-159 0

¢ ¥o Data i2 17.7
100-109 3 4£,3 Totals 63 109.17%

tiean liage $68.40

* Includes the four respondents who claim they were never placed on
job by JFK and a small number of part-time placements.

| | ©0-99 2 2.




Present aand Starting Gross Uackly Tlzges of
Full-tize Z=ployed Self-placed Respondents
oa Jobs Found After Contact

with Hennedy Center

Present Haze

Startiag Yaze

Heekly llage Catezory ilo. A ii0. YA
Under $50 0 - 0 -
50-59 7 35.0 3 £9.0
60-69 2 10.0 1 5.0
70-79 1 5.0 2 10.0
80-89 2 10.0 2 i0.0
©0-99 2 10.0 2 10.0

100-109 1 5.0 0 -
110-119 i 5.0 2 10,0
170-129 1 5,0 0 -
130-139 0 - 9 -
1£0-149 1 5.0 1 5.0
170-179 1 5.0 2 10.0
130-139 i 5.0 0 -
Total 20 100.0 20 100.0
Ho data 32 32
Total 52 52
ifean tage $88.90 $84.85
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Teble XVIi

Present and Starting Gross Hezkly Wages of Fulltice Z—ployed |
Respondents Zver Placed on Jobs by JFK Ceater

Heekly Ulage Present ¥Hage Starting fgge
Catezory Ho. A Ho. A ;
$£0-49 i 2.5 2 5.0
50-59 2 5.0 & 10.0
30-69 7 17.3 9 22.5
70-79 tH 20.0 7 17.5
30-3S 7 17.5 5 12.5
€0-99 3 7.5 1 2.5
100-109 3 7.5 1 2.5
110-119 o - 1 2.5
120-129 3 7.5 1 2.5
160-169 2 5.0 2 5.0
Ho Data & i15.0 7 i7.5
Total L0 100.9 4G 100.0
Jot at ¥Work 21 21
Employed Part-time 7 7
68 68

tiean Tage 384 $75
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Tehle XVIIT

Present and Starting Gross Fezxkly Tzges of Despoadents Still on
Fuli-tice JTE 3obs at the Tizme of the Ianterview

eakly Hage Present Hage Starting Yege
Catezory lo. YA ¥o. rA
$50-59 2 9.1 3 13.6
60-59 4 18,2 3 22.7
70-79 5 22.7 6 27.3
) £0-89 5 22.7 A i8.2
$0-99 2 9.1 0
- 100-109 1 4,5 0
o Data 3 i3.86 & 13.2
' Totals 22 $9.9 22 100.0

iean Tlage $75 $67
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tzne Differcorce Dotucen Llost Zecent Ich
Zrior to Contoct ord JFR-Placed

Pn
‘1
«
Jamt
Q
®
s
w’

{Classiied by Length o

Zpigyzent Status 1830:-120-29110-191 1-9§ o 1-9110-19]20-2213G+ iTot=al
1iessliess liess jlesslipiz.liz—crelnore izore ICCIC

——

Unezploved i i

! ' 3/9.47,
1 6/18.7
9/25.2
7/21.8

iess than 1 —o
1.2 —parhs
3-5 ~onths 4

i
o P
ot

N
N
ot pod

7-12 —onths i 1 i ! .
. 13-i8 wonths 2 1 3/9.%
ilore than 18 = ; %

T icyed Full

£[12.5

fout
post

:":3:1"..8 3- E - i,
. p i
. Totals it i S 2 3 413 Z 1 3 327100
i 9 ;’3::"2 15’6 9.‘;‘} goé’i 9.13 32'5 341 9.-’&
; {1 3 F !
” D
Prployed Part Time (Sefore or zfter Contact) 5
- Gur gf isbor Force id
. Ly
Yo data is
68
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Tcble XVIITH

Hzne Differerce Detwzen Host Deceat Job
Fi

rst Job

After Contact with enredy Centcyr foxr Self-Placed

E—ploycent Status |1$3G+]z06-29110-19] 1-9]ilo 1 1-9}10-19 20-29' $3G+-|Total
lescslless jless llesslibif.llicorelmore =0z ICO0XTE
Unesployed
iess than 1 =o. 1 11/5.9%
1-2 months i 1 1 3/17.6
3-6 months 2 i 1 i 5/29.4
7-12 =onths 1 2 3/17.6
13-18 —onths i 1/5.9
tiore than 13 =o. 1 1/5.9
Exployed Full Time 1 i 1 3/17.6
Totals & i 3 3 2 i 1 {i7/99.9
35.3 5.9 {17.6]1117.64}11.7 5.9 | 5.¢
Employed Part Time (B2fore or after Contact) i
Cut cf Labor Force &
tlo Data 3¢
Total 52

T

-k
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i“‘;
‘ Tohle XIX |
{ ;
Present Gross Feakly Uajes ol Respensents Tho Had Left JFK Jobs ;
Tut Tere Scployed at Subseguent Full-tizme Jobs at the Tice of
The Iaterview

Jeekly Haze .‘
Category 0. PA 3
$60-69 3 20.0 3
70-7S 3 20.90 E
#

&0-89 1 6.7
, 100-109 2 13.3 X

118-119 0

120-129 2 13.3

160-1569 2 i3.3

o Data 1 6.7

Totals 15 100.0

-
=

Yean Hage $96
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Tables ZTZA-XX report the training the respondents reported

receiving for aay previous jobs and for their preseat jodb.

Table XIJA

Previous Job Training

Type of Training g’i(—?laceg }S}z%f-?laceg
iz High School 0 o
Post-High School Vocatioral

School & i1.8 5 9.6
T 9. T,A. Institutional 4 5.9 0
#.D.T.A. on-the-job 0 0
Formal on-the-job 2 2.9 2 3.8
Taformal on-the-job 8 i1.3 3 5.3
ifone &6 67.7 Ay 77.0
o Data 0 2 3.8

Total 658 100.0 52 100.0
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Table YYIIIa and ;VIils icoclude data on vage difierences between
jcbs keld beforz and after comtact with the Coenter. Ac the previous
taites would suggest, both croups were forced to take pay cuts in maly

cases, There did not, however, secc to be any gencralized pattern in

regard to the size of the difference im wages and the length oi fire

N

tnezployed.

Table XX

1

Training Received by Zoployed Respondents for Preseni Job

Type of Training JFK-Piaced Self-Placed
. A 0. %
§ 3 #.D.T.A. Institutional 2 £.3 0
i 3
1i.D.T.4. Ca-the-job 0 0
1 Formal QOn-tn=-job 1 2.1 0
- Informal On-the-job 5 10.7 i 2.3
Hoae 39 32.3 42 925.4
. ¥o Data 0 . 1 _2.3
’ Total 47 100.0 20 100.0

Only a hendful of respondents reported receiving any job training

for any of their jobs and this carries over into their present job exper-

jence. The larter fact should come as no suxprise in light of the Xennedy
Center's attitude toward trainiamg and its lack of importaace in the success
of an older worker project.

] 1 The Xennedy Center is a multi-service agency an supposedly its
speical competence is in the area cf dealing with a1l the problems of its
clients, not just their employment problems. In our interviews we asked
the respondents what services they had received Irom the Center. Table ZXI

reports the answers.
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A

Table XXI g

Additiormal Services Decieved by Respondents froo JFK Center
(in zddition, that is, to placezent services for J7K placed)

Services Received J¥R-Placed Seii-Placed
Ho. % lo. 7
Legal 0 0
Counseling 3 L4 5 2.6
Testing 2 . 0
ilone 53 92.8 47 20.5
Total : 63 100.1 52 100.1

In one limited sense this is pot quite fair since many more than

three of the JFX placed, at least, received employment counseling £7oz

irs. Frapcis or ifr. Halker, Tacy did not recogmize what they did get as

couiseling., On the other haed, every placement agency provides this

service in greater or less amounts.

The striking fact is, that wvirtually rone of the respondents could
report anything to indicate that a aulzi-service approach to their pro-

biems had been implemented. And this must be viewed in the context that

the wmulti-service approach is what differentiates the operation of an

agency like the Kennedy Center from, say, rhe offices of the Hassachusetts
Division of Employment Security.

in their own final reporit the Kennedy Center presented the following

table and discussion.




?ableAXXIlls

Frequencies and Percentzres of iizle ané Female Applicaats
Classified According to Otaer Kennedy Center Services Used

N PP,

| . | Other Kennedy Center iiale Female Total :
Services Used fo. %o io. yA ilo. A é
Legal Assistance 1 33 10 7.6¢ 11 2,53 ?

1 Femily Counseling 2 66 1 J7 3 .67
3 Surplus Food 0 0.00 3 2,31 3 .69 §
o Information 302 9.01 115 £9.23 £18 26.0% i
Total 305 100.00 130 i00.00 435 100.00 é

“Table 31 (XXII) sumarizes the irmedizately accessible data pertaining

-
o

to the use of the other multi-serivces of the Kennedy Center by job

applicants., Seventean applicants' folders showed that these additional

K P R N T T TT O T

services had beer utilized. These figures do not accurately reflect the

situation because of the limitations of staffing a newly organized complex
= O

.

of services, coordinating the programming of such services and implemenfing

an intra-agency recoré keeping system that would reflect the interplay of
such services. Despite such administrative and operational impediments,
however, observation and expericnce has demonstrated that a substantially
larger number of applicants were given legal assistance, individual and
family counseling, psychological consultations and other Kemnedy Center
serivces. The full impact and benefits of such immediately available
services and resources did not begin to be realized until late in the

term of the Ulder Worker Contract."

1
131pid., pp. 158-9, Table 31, p. 159.




110
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Uhile cur datz suppport the findings reported in the table, we did not

ik b

cc-e in contact with that °...substaptizliy larger oucber of applicants

5
.
S ——
LR Bt T R - ey e

Y

(vho) were given legal assistance, individual and fzmily counselling....

g E. EJIPLOYER REACTICN TC THE OLDER WORKER PRCGRAM

k The data for this section come from two sources. The Kennedy Ceater,
[
1 in its self-assessment conducted a mail questionnaire and interview program

with 74 firms at which it had made placements. These employers had hived

e
s eai cal it ke i ot 4 e of o R a

141 Keanedy Center applicaats.
Te supplemented this program with our own intensive discussions with
thirty employers who had been contacted by the Center in its employment
project. Fifteen of these had hired XKennedy Center applicants and fifteen 3

.+ 3 had not. These two samples were selected at ramdem from lists supplied by

the Center. Sixty firms had hired Center applicants during the first year
:i of the program and 275 additional firms were contacted but accepted no
3;‘ applicants. Thus our samples represent 257 and 5.57% of their respective
. | universes.14
The following table indicates the employment size breakdown of the

two samples. There is no substantial difference between the two samples

‘ in this regard. We also were not 2ble to find any =major differences in the

N
e ¥ ke

industry classifications of the firms in the two samples.

}' € 7hile it is obvicus that all the firms we contacted had some knowledge
about the Kennedy Center's placement program, We were interested to find out
what, if anything, they had learned abcut the other services such as job and
family counselling, legal assistance, etc. It turned out that three of the

firms or 10% had some knowledge of these non-placement aspects of the Center's

program.

14. For a more thorough analysis of this interview program see Svein Reichborn-
Kjennerud, "Employment Counseling and Placement of Older Workers: A
Program Evaluation," Unpublished Masters Thesis, Sloan School of Manage-
ment, M.I.T., 1966.
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Table XX1171

Exploycent Size Categories of Sz—ple of Firms that Did aand Did Kot
Hire Kennedy Center Applicants

Ecployz=ent Size Firms that Hired Firms that did not
Category Through JFK Hire Through JFK
No. % Xo. 7%
1-9 exmployees i 5.7 1 8.7
;'é 10-19 1 2 13.3 0 "9
% 20-49 " 2 13.3 5 33.3
| 50-99  ® 3 20.0 0 0.0
3 100-249 1 6.7 5 33.3
250-489 * 2 13.3 1 6.7
500-999 * 2 13.3 0 0.0
10C0and over 2 i3.3 3 20.0
Totals 15 99.9 i5 100.0

;he question we put to the employecs in this regard was the following:
T understand that the John F. Kennedy Family Service Center has been doing
work iu these areas (screening, counselling and refraining of older workers).

Do you have any specific knowledge about their efforts? Specify v

The Center's question was somewhat Gifferent: "Are ycu familiar with

the program 2t the John 7. Xennedy Family Service Ceuter? Yes No L

And their responses are classified on the basis of hired applicants, not cn

the basis of firms. The replies to their questicn are tabulated in Table XXIV.

Table XXIV

Familiarity with Program at JIF( Center

Familiarity With Program No. %
Yes 134 95.0

No i 0.7

#o Reply 6 4.3

Total 141 100.0
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The fifteen fir—s we interviswed had hkired thiriv-five applicants

wtecn waere still ecployed and the

[

[/
.UI
(%)

frcm the Kemn2dy Center. OI these,

e=ployers had no specific cozplainis about zny of these. Iineteen had

separated from their cepaniss and ter of these gdic so volimtarily. Scz=e,

in fact, were oaly tempurary worxers hired for the Christmas ceason.

0f the nine recaining the follcwing TEASORS were given for the invoiuntary

R O

separations.

Table X¥7

Reasons Cited by Zmpicyers for Iavoluntary Separaticn of

Perscns Hired Through J¥K Center

ta)

Reason Cited io. A

Low mentality, pcor

i per formance 5 55.5 ;
Alcoholism, Sex offender 2 22.2 %
: Laziness 1 11.1 ?
Dian‘t Remember 1 11.13 i

: Total 2 9.9
8 The Xennedy Center's data provide information on both voluntary and |

jnvoluntary separations of the 74 people who had left their first JFK

it

placed job. This is out of a total of 141 placed or 52.5% - v2ry close

to the separacion percentage in the other sample of 54.3. The following

table indicates the reascn for leaving the job.

Tuenty-three of the thirty establishments we interviewed had had

applicants referred to them bv the Kennedy Center aad not hired the—n.lS

The employers were able to cite a number of reasons for not hiring these

workers and the list is similazr to what one would undoubtedly £find from a

ijfteen in the **did not hire" category plus
who had turned écwn one or more addition-

15. This number includes the £
eight in the "did hire" group
al Kennedy Center applicants.




Tabia QT

; Reasons for Leaving JFX placed Jobs iccerding to E-ployers

|
% Reascns fcr Separation Ye. Z ;
% Could not do work physically is i8.9 §
i ; Termination - no Reason Offared i6 2i.¢ 1
| ;
| Nict Eentally Abie 9 2.2 |
| 3
Lack of Confidence i 1.t 4
1 Illgess 4 5.% %
g - j
Job Terminrted i 1.4 %
Did not Hent to Work 7 9.5 3
Quit for Berter Jecb 6 g.1 j
Ho Response 16 21.6 J
Totals 74 10C.1

generai survey of hiring standards and exploy=zent activity. For example:
1) ZLow level of verbal aptitude; 2) Untidy appezarance; 3) Past smployment
record pmstable; 4) Appliicant too old for physical aspects of the job;
5) Personality problem (including zlcoholic probiems); 6) Applicant was
overqualified; 7) /pplicant requested too high-a salary; etc.

We asked the respondents to give their suggestions for improvement

of the Center's operations. Their views in this regard are presented ia

Table ¥XVII.

Twenty-seven of the thirty employers we interviewed had experienced
steady or increasing employment ovar the last five years and the three
with decreasing employment were in the group that had not hired Kennedy

Center referrals (see Table XXVIII).
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Sugzestions for I—prove—ents in thz Cperation of the JFK Center

Suzgesticns Respondents lzizingy Suzgestion
Firns that Hired Firas that did zof Hire
Thropgh JFK Thrcugh J¥X
Ho. 7. Iic. Z

tore Advertising aand
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Folliow-up to coployers 6 £9.0 (] 53.%
Detter Screening and _

Refereznce Checks 11 73.% Y i3.3
Better Counseling and

Retrainiang 3 20.0 6 40.0
#ail out more resumes

to Employezs 2 13.3 5 33.2
#pre Kesearch on Demand

for iabor in Arez 5 33.3 2 13.3
Send oui more referrals 0 - 1 6.7
Get out of Charlestown 0 - i= 6.7
Center is fine just the

way it is 1 6.7 o

Totals 28 186.7 25 166.7

Totals do not add to 1007 because some cmployers made more than one sug-
gestion.

* This was not from an emplover in Chariestoun.
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Eopioycent Trernd Ne=ter of Establish~ests Kenorting
These that Hired Thoses that 4diéd oot hire
Torougn JFK Thrcegh JFX
XD, pA Ho. %

Increasing i 6.7 7 56.7

Stzady 5 33.3 5 33.3

Decreasing 0 - 3 10.9

Totals 15 160.0 i5 iG0.0

¥ost of the respondents reported that they had tecently experienced
difficulty in filling job cpeamings ir 211 or certain cccupztional areas.
(See Table ZXIX). In scme of the firms maintenance work had been con-
tracted out beczuse of labor shortages in this area. A majority stressed
the general tightness of the iazbor market and lack of availzble, qualified

workers (presumably at given wage rates).

Tabie XXIX

Recent Difficuities Encountered ia Filling Job Openings

Difficulty Encountered Firms that Hired Firms that d&id Hot Eire
Through JFK Through JFK
No. 7 No. 7
YES
in 2l1l occupaticnms 3 20.0 7 46.7
In 8kiliad only 3 20.0 2 13.3
In Semi-skilled only 1 6.7 2 13.3
In Unskilled only 2 13.3 1 5.7
In Professionzl and .
Clerical only 5 33.3 1 5.7
¥O 1 6.7 2 13.3

Totals 15 150.0 15 100.0
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te of hiring

jobs

The resgordents were ssrz-d their views as to €

&

-

dléer workers in gemerzl, cutside the comtext of 2 tight iabor —arkel

El

This issue had to bte apprezched with considersole care sicce the
Coomerweaith of Yassachuseits has a fair ecploycent statute prohibiting
discrimineticn in ecployzeant ca the boasis of zge.

Six of the thirty e-ployers ravealed neo discrimimatory attitudes

toward oider workers and 2s cne would expect, five of these were in the

L]
-

group that had bsen willing to hire through the Center. Three of the six ;
firms preferred older werkers for certain ciasses of erployzent. For ‘
example, a girls' collsge had a nrefereace for oider maintemance —en

since they were less likely to botker the studeats.

Cther firms, however, expressed a number of reservations about hiriag

older pecpie. They cited svch factors as inflexibility, frequency of

sickness, their generzliy lower 2ducational attainmeat, a2md so cn. Then,
from a company policy point of view there were such impediments to hiring
older workers as promotion from within policies, insuraace and profit
sharing plans and a need for long term employees. Ia this regard ome
employer felt that if he hired zan older worker for a job it would require
that he tzke a lower wage than that earmed cn 2 previous job and he felt
that this would lead to poor wmorale and a dissatisfied employee.

it is apparent that in a majority of cases these firms would tzke on
older workers omniy reluctantly. The fact that some did despite this
reluctance can prebably be traced primarily to the fact that almost all
the firms had experienced some difficulty in filling job openings because

of relatively tight labor market conditions. (See Table XXX).
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Toble XX
Une—ployc—ent Rate in Zostoa SHSA During the Period of the JFK Center
Contract and the Year Earlier Period (Unzdjusted)

Untenployment Rate Bering Uneoployzent Rate
Period of Contract ifonth Year Zarlier

4.7 1655 i#Harch 19564 5.6
4.1 April £.9 Hj
3.6 ifay £.3
.4 June 5,1
A July 5.0
£.0 August 4.6
3.8 September 5.2
3.3 Cctober 3.9
3.4 Jovenber 4.0
3.2 December 4,1
3.9 196¢ January 1965 5.1
3,9 February L7
3.9 liarch 4.7
3.% April 4,1
3.5 Hay 3.6
4.1 June LG

3.8 iiean Rate 4.5




F. CONCLUSICNS

Was the Kennedy Center's Older Worker Project a success? The answer
depends on the standards that are used in making the assesscent. The
Center staff clearly feels that the preject was successful and apparently
the Department of Labor does as well since the Center’s older worker
contract was renewed for an eighteen —onth period. There were some
notable achieverents but there were also some unattained geals.

The Center placed a substantial nucber of its applicamts, 157 or
36.17,, if only direct placements are counted (as I think they should be)
plus 105 indirect placerents. The wages oa the placement jobs, while in
general lcwer than the earnings of those who were employed prior te
applying at the Center, are not substantially out of line. It was inter-
esting that those who did best finmancially were the omes who left their
JFK jobs and moved on to other employment. Although the job after the
JFK placement had a higher wage it might be argued that the Center should
be given special credit because it introduced or reintroduced a worker
to the job market who then went on with his own efforts to coatinue to
improve his ecoaomic position.

Yoreover, the Center should be credited with recruiting two very able
placement counszlors. We never heard anything but complimentary comments
about Mary Francis and Angus Walker from both cur worker and employer
respondents. These two were personally respcnsible for one of the
intangible but nonetheless significant accomplishments of the Project. A
large number of these older workers had either been out of the labor force
or employed on one job for many years. As a result when they were forced
into the labor market they faced the prospect of looking for a2 job with
anxiety and insecurity. According to many respondents Mrs. Francis and
Mr. Walker performed a genuine service by reducing these anxieties and

bolstering their morale. This is reflected to some extent in Table XXXI.

2 it Lo g
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On the cther kand, the Center was unadble te zchieve scze of its
originai <bjoctives. The offort to dsvelcp <n~the-jcb traiaing slots was
virtyally a fiasco. MDTA training progracs were not exploited for a
nweober of reasems. And the attespt to compare the placezent activity of
tne Center with that of the D.E.S. was a failure. Only ir this iast case
can the blame be assigned with confidence. D.E.S. officials made it clear
that it would have been grossly umfair tu compare the results of their

regular activities with those of the specialized Kenmedy Center. Consequent-

1y the project was strangled withia D.E.S.

But the most distressing aspect of the project in my view was the
apparent inability of the Center to implement substantively the multi-
service approach to the problems of older workers. Virtwually no respondents
received any but placement services according to both our interviews and
the Kennedy Center's records.

What makes this more discouraging is that it was the multi-service
aspect of its approach to the problem that differeantiated the Center from
the State Employment Service. Certainly the applicants at the Ceater were
in a more congenial atmosphere; they dealt with warmer-hearted, more
f : understanding and able placement counsellors than would have een the case
had they gone to the D.E.S. But these are differences in degree, not in

"3 kind, and the Center was to be a new kind of agency.

Table XXXI

Respondents' Reaction to Treatment and Service Received at Kennedy Center

, Reaction JFK-Placed Self-Piaced
N No. % No. YA
: Very favorable 16 23.6 6 11.5

Favorable 48 70.6 28 53.9
Unfavorable 4 5.9 16 36.8
No Data 0 — 2 3.8

Totals 68 100.1 52 100.0
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One final aspect of the environment should be centicned agzin. The
ecployer data we collected indicated that the rarket was characterized
by labor shortages. ¥hile the Boston unezployment rates may not seen
low when compared to those ia Gary, Chicago, or Hilwaukeé*, it should be
recognized that the Boston rate has traditionally not beea toc volatile.
Tn late 1965 and 1965 it began what for Boston was a significaat drop.
(Annual averages: 1962, &4.6%; 1963, 4.7%; 1964, 4.8%; 1965, £.17; 19696,
3.67).

This factor clearly affected the ability of the Center to make place-
ments and some of the empioyers we interviewed were almost desperate for
help in certain occupations. The relatively low unemployment rate also may
have reduced the attractiveness of training, both formal on-the-job and
MDTA institutional. As one employer told a Kemnedy Center staff man,
iforget about the training, just send us the workers."

In summation, it seems to me that the notion of a multi-service
approach tc the employment problems of older workers is a conceptually
attractive one. It is also the most significaat aspect of the poteatial
contribution an agency such as the Kennedy Center can make to the solution
of such problems because the Ceater was apparently uniquely qualified in
this regard. It may simply be the case that a multi-service approach is
very difficult to administer. Consequently, with a staff forced to spend

jts time establishing a new project in a new ageacy, and faced with

pressure to make placements, it was impossible to implement this approach

in the first sixteen months of the program. I would expect to find a

much more impressive record im this regard as the Center's current older

worker project proceeds.

* It is dangerous to make inter-area comparisons in any case.
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.  APPENDIX

1. Costs of the Older Horker Projsct

The following table presents the expenditures imvolved in the Boston
Older Worker Project. There are two possibie ways to analyze these cost
data. First, if we are interested ian the performance of the Kennedy
Center, we should isolate thke costs jucurred in their administration of
the Project. Second, for scme purpuses it may be useful to include 211

costs incurred for the Project and include the ABCD expenditures.

Kennedy Center Expenditures

From the Kennedy Center's point of view, the Older Horker Project
began in March, 1955, aad it could be argued that any assessment of its
operation should exclude expenditures made by the ABCD. Further, the
Center spent virteally all of its staff time in the last three months
of the Project on & self-assessment, and it 1s thus reasonable to reduce
the total expenditures by a factor tc take account of this.

Thus, in the fifteen-month period from April 1, 1965 to June 30,
1966, twelve months were spent directly on placement activity. Eighty
percent (12/15) of the expenditures can be charged to placemert, but there
were some direct costs associated with the celi-assessment which should
also be excluded. These are the consultant's fees of $3,190 in personnal
expenses and the $600 printing expense for the final report. This leaves
personnel expenditures of $63,970.40 and other costs of $20,360.80 for a
total of $84,331.20. Eighty perceat of this total is $67,464.96.

The expenditure per client for the total of 479 clients, (See Table
IV, p. 80, above) is then $141. Using the placement figure in that table
of 316, the cost per placement was $213.50. But this, it seems to me, is

an unrealistic placement figure since it includes indirect placements (see

Y T Y I Ty
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discussion on pages 79-80). The indirect placements were people who in

many cases had only a casual or brushing contact with the Center. !any

{ of the indirect placements (or self-placed ian our classification) said they

had received absolutely no service from the Ceater.
A more appropriate estimate of the placement activity would be direct

placements (see Table V, p. 81) of which there were 157. The cost per

placement using this figure is $430.

2. _ARCD Plus Kennedv Center BExpenditures

1f an assessment is being made of the emtire Boston Older Worker

: Project rather than of the Kennedy Canter's performance, then it would be

appropriate to include the costs incurred by ABCD prior to the establish-
ment of the Kennedy Center. Ia my view, however, it still would be j

incorrect to include the costs associated with the Center's self-assessment.

The total cost of the Project is then $85,422.40 ($67,464.96 4+ $17,957.44),

resulting in the following average costs:
Cost per clieat $178

Cost per total placements $270

a UV el e e
b renbgd cab

Cost per direct placement $594.
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e/°3/¢t - 8/30/66
Kennedy
AEBCD Center Budget
Budoet Zoo2nditures|xpeénditures| Balance
Yages $ 77,500.00 {$ 16,189.12 1§ 57,4£29.93 |$ 3,980.95
Frince Benefits 7,760.00 020,76 6,5%0.47 598,77
Consultants 4,000.00 - 3,120.00 3810.00
‘“otal Personnecl 5 89,360.00 |$ 16,809.83 |$ 67,160.40 [$ 5,398.72
Other iIXnenses
Consumable Supplies $ 151,00 {$ 151.30 |$ 0.00 {$ .30
“ravel 2,3290.00 238.55 i,436.32 624,13
Rent 8,000.00 £58.25 9,532.50 1,990.75
“Telephone 208.00 2086.08 -— .08
ifiscellancous - S0.38 -— 90.38
Zquipment Repairs —-——- -~ 152.60 152.60
BDooks and Periodicals 100.00 - 16.20 83.380
Advertising 500.00 ——- 460,20 32.80
Accounting and Payroll 2,060.00 ——— 2.000.00 -
Kenneay Center Admini-
stration 3,976.00 - 6,062.93 2,913.02
0.J.T, Fund 17,500.00 ~-—- 700.00 } 16,300.00
Printing Final Report -—- —== 600.00 ©00.08
Total Cther Costs  |$ 39,735.00 |$ 1,147.56 |$ 70,960.80 |$17,626.64

TOTAL

$122,095,00

$ 17,957.%

$ 88,121.20

$.2,016.36
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A, TEE CCUTRACT

ite c¢ontract or Frofect GRUI {Crozth for Rural Olider Herikers),
no. 82-32-71, between the Labor Depariment sndche Buncozbe County
Cc—ziittee ¢on Aging, was sigoed Juzme 26, 1965. Thz Cozmittee was ce=posed
of several citizens whose work was related to exployzent or other
problems of cider pecple, or who were active in comrmunity affairs in a
brecader context. The Cormmittee chairmen, a physiciap, assuxed direction
when the contract was being negotiateZ ané ceatinued to give the
Project an emormous amount of tizme througnout its opzration.

As ap experizental aad deronstration program, the project attezpted
to

~..serve a minimm of 300 individuals 1iving in the rural

area of Buncombe and ¥adison counties who are S50 years of

age cor older, and are either uznexployed or uanderemployed.

Of this 300 fo te served, in degrees varying with their

needs, dn estimated 100 persons will be selected for re-
ferral to institutionzl or om-the-3ob training programs
under lznpower Deveicpmeni aand Training Act. Other ex-

perimental and demcastration features of this projzsct are:

kel e L

A. To experiment with 2ad demonstrate that vocational
counseling techniques a2nd supportive services can
increase the success «f training and vocational
adjustment of the geographically isolated older

rurzal worker.

o TR TR T R TR R T T AR O T SN R e e e T OV T AT
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B. To explore the specizl tzchaiques. im imwolvieg
cooperative efforts of cor—unity agemcies needed for

-

tke saccessful identificaticn, —otivation, fzraining,
ard vocaticnal acjustment of oider rural workers.

C. 7o determine the kind of job cpportumities that caa

be created in a deminately rural cocunity for the lccal

rurail older worker.

D. To explore the jobs which can be cbtaiaed iccally for

yhich there will be 2n increased demend arnd which gives )

full recognition to the special quaiificaticas of the

TR T

countain resident. ‘

E. To determine the effects of using the services amd facilities
of z prospercus urbam commumity to 1ift up economically ;
the surrcunding Tural areas.

P

To dererpine how efforts on behalf of rural olider

=)

woriers cap be coordimeted with and pot competitive to 2
effor:ss on behalf of Agzpalachian young workers.

G. To develop criteria that can be used im predicting

apd determining whether a rurzl Scuthern Appalachian area

can be Cxpected to respond successfvily to the re-

RN B U

deveiopment of the ARA, ¥DIA, community acticn, and

2
L
similiar prograzs.

! Project GRCGI, Second Bi-tionthly Report, December 11, 1965~
Februray 11, 1966, pp. 1-2.
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Another feature of this project wac the imciusicn in the ceatract of
participaticn by the Ernlcy—ent Security Co—missicn. An Ecpicyzesnt
Interviever and an Expiovrent Counselor mere to be attached to tke
project stzff o do the ecploy—ent couaseling, apiifwude testing,
referral to trainirg, follcw-up on training, job develcpzeat, and
placerent.

For various rzascnms, the gozls outlinsd above wexe only partiaily

realized.,

B. THEE ARFA: CECCRAPHIC AWD DEMOCEAPHIC CEARACTERISTICS

An important factor in the planning of the project was the relation
of the rural areas to 2sheviile, a city of 60,600. The comntract stated
that it was desirable “to determime the effects cf using the sexrvices
and facilities cf a prospercus urtan comzunity to lift up ecomcmically
the surrounmding rural areas.” However, —uch of the target arez is
remote and virteally inszccesible fo the Askevilie area. any of the
residents 1live on isolated, unpaved mountain roads and 2re entirely
dependent on others for their transportatiom. The &ype of countryside
and the state of public tramsportation rarder "miles" an imadequate
measure of distance. The presence 2nd reiative accessitility of Asheviile
within Buncombe County has undcubtedly affected employment and inccme
opportunities there; the extent becomes clear in a cemparison with the

predominantly rural, agriculturzliy-oriented Hadison County.
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Thile the two covnties are geogzraphicelly quite similar - countaineus,

e O~
with re=0..2, §>u2ated secticn - tnere are inportant differeaces ia thzir

- ._w.mic an' decographic chezracteristics. 1In 1960, the pepulation of

.
YauielT, Gouwdiw

-

Tz 1¥.%247: =L.t of Buncozbs Cocunty, 130,07%, ailzost half
cf whic, .= accourted for By tne city of Asheviile. The civilian izabor

-

force in Punccobe «r-—i¥ =t rhe same time was estimated to de approximately
39 percent of tne pcpulation, while that of adison Couaty was avcet 31
percent. The lower labor force participation rate in ¥adison Coumty 3

appears to be the resuit of a cozdination of such factors as the scarcity

of the non-agricultural erployrent cpporfunities, availabie near Asheville,

the lack of transportation, and the isolaticn of parts of the couaty frem
the Acheville area. The median annual money iacome in IMadison County in

1960 was $2,007 - less thea kalf the Buncombe County mediam of $4 419,

o , . LR
b Arme
= 5 e —— s s b W

Vhile the erployment situaticm in both couaties jmproved between 1562 and
1965, in Buncombe County the improvemeant was considerably greater. During

this pericd unemployment in Buncocbe County dropped from 5.5 percent ©o ;

i ] .
o n e s - pene——— e

2.0 percent and in Madiscn County from 9.9 percent to 7.5 percent. Work
force, total employment, and nonagricultural employment all expanded to 2

° greater extent im Buncombe than in Macdison County. Table I shows that in -
Buncombe County the work forces imcreased 17.4 percent betweea 1962
and 1966 (en average anmuel increase cf 3.3 percent) but the increase A
in the work force in Madison County was limited to 6.5 percent (az

annual rate of 1.0 percent). From 1962 through 1966 employment increased

20.6 percent in Buncombe County (an annual rate cf 3.8 perceat)

-2
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and only 9.3 per cent (an cmmwal rate of 1.9 per ceat) in MHadison Couaty.
These figurss disguise the seasonal variaticr cozzon te both counties.
The work force and foial employment are at a meximum in the su=mer
ronths, ascliming thrcrgh the reczicder of the year and reaching a

4 trough in Decenber-January. In February-Xerch exployrcent swings up and
the work force peaks again in the su—er months. Reasons corrwonly used
to explain this seasonel variation in exployzent are the nature of

agricuitural employrent andé the meganitude of the teurist industxry of

. the ares.

i
t’ Tz2ble 1, Iabor force, coployment, and unemployment in
* Bunceste and Hadisom Counties, 1962-1966.
Z
! ilediscen County
£ | Torzal per- Averege
ceatage chng. ampua2l rate
: Year 1962 1963 1964  I965 1666 1962-55 cf increase
- %
.!- P g - - ol Al - P
izbor force 4,405 £,670 4,565 4.475 4,690 G.467% 1.07%
3 .
1 Totsl Employ-
> ment 3,870 4,220 4,310 4,129 4,340 $.31% 1.8%

Non~-22rviculteral

] Exployment 1,635 1,725 1,615 1,625 1,780 5,807 1.7%
- Unemployment £35 4350 %435 356 350

A Ratzs of Unem-
‘ P:— }Tﬂent 09?; QG-% 160 :?0 7. 5’?9 7-579




Table 1 (con't.)

BSuncozbe Ceuntcy

Total pexr- Average
centage chng. annual rate
Year 1062 1563 1984 1965 1965 1562-60 of increase
Labor foxrce 53,730 56,133 55,275 €9,320 63,060 17.37% 3.3%
Total Fmpioy-
cent 50,750 53,366 55,6310 28,100 61,200 20.59% 3.2%
licn-agricultural
Ezployment &2 _575 43,570 £5,880 48,560 531,837 21.75% %4.67%

Enemployzent 2,980 2,835 2,665 2,220 1,865

Rate of Unex=-
ployment 5.52 5.07 &.6% 3.7%2 3.7%

Source: Employment Security Commission of Worth Carolinz

in both councies increases in the non-agricultural sector were

important in explaining the decrease in umemployment. Non-agricultural

employment increased more rapidly than total enployment in Buncombe

County, probably due im great part to erpanding cpportunities in Ashevilile.

Comparing 1966 with 1962, mon-agricultural employm=ent was up 21,8 per
cent (an sonual rate of 4.0 per cent), while total employment expanded

20.6 per cent, Im }adison County, however, the increase in non-

agriceltural employment lagged behind the increase in total empioyment.
Again comparing 1962 with 1965, non-agricultural employment rose 8.9

per cent (an annual rate of 1.7 per cent), whereas total employment

jncreased 9.3 per cent. While in Buncombe County non~agricultural
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ecployzment as a percentage of total employrent increased slightly between
1952 and 1966 (frem 83.8 per cent of total ecployment to 84.7 per ceat),
the percentags in Madison County actually dropped: £rom 41.2 per cesnt
in 1962 to 41.0 per cent im 1966. It is =orth noting that mon-agricultural
employzent has accounted for more than 4f5 of the ezployment in Bumccmbe
County, and just over 2/5 in ¥adison County.
Education is aunother factor which helps fe explain the icwer
figures for Madison County. The median number of years of school
completed in the ¥nited States is 10.6. In Horth Carolinme the mediaa
is 9.5; for Buncombe County the median is 10.4 years, but for Madison
County it is only 7.7.2
A large proportiom of Buncombe Ceunty high school graduates comtinue
their education and thus postpone eniry iato the labor force. Tabie
2 shows the post-high schocl status of the graduates. In Buncozbe
County 55.8 per cent cf those graduated pian tc continue their education,

3 or military service.

all others being zvailable tc enter the lgbor force
Qut in Madison County the proporticm of high school graduates continuing
their education is only 40.5 per cent. As long as this pattern persists
the educational attainment of the iabor force in Madison County will

remain below that of the state in generzl. The implications for empioy-

ment prospects are oOLvVious.

zBureau of the Census, County and City Data Book, 1962.

The potential nucber of high schcol graduates available to entex
the labor force and the actual number entering will nct coincide, as
some females will not enter the labor force because of household
responsibilities.




Table 2. KRuzbers of nigh sckool gradunates znd their post-
higa scheol status, Tacent years.

Continuing Entering Avzilabie
education military for the
X service 1labor fozrce
Year Total ns. Jraer ceont no. J/per ceant no. Iver cent

Bunceombe County

1963 1,274 753 59% 52 &7, 469 377
196% 1,490 G29 567 i5 5% 586 39%
1965 2,013 1,063 53% 74 L7, 875 &ET,
1865 1,936 1,103 577 75 &7 752 397
tadison Lounty
1583 197 71 367 i9 EL17A g7 547,
1964 194 <3 L£57 9 5Z 22 507
1563 i85 65 35% 6 3% 1i& 62%
1556 199 91 £67, 6 3% 162 517

Source: Employment Security Comnissicn of North Carolipa.

As Taile 1 indicates, the recent unemployment race in Madison
Ccocunty is more than twice the rate in Buncombe County. In view of the

seasonal naturs cf some empioyzent and the more prosperous Situwation im

Buncombe County, one might hvpothesize that the unemployed in Madison
County cculd be partly absorbed, at least in the peak seasons, into the
work force of Buncombe County. However, our data on unemployment and

the remarks of persons familiar with the local labor market suggest

that such an absorption of the unemployed ifadison County worker is

vnlikely.
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C. THE TARGET GROT?

1, General Coansiderations

The sponsoring cormittee and the staff anticipated some of the
special qualities of their clients prior to the begimming of the re-
cruitment. Based on opinions of persoms who had previously worked with
low-inccme mountain families, the committee hypothesized that

A major aucber of those to whom we should
iike to appeal will be reticent, hazrd to
communicate with initially, reluctant to
acklowledge their need of special services
we wish to offer, ard in some cases hostile
or at least indifferent to approach. ...These
are true mountain people, with ail their
prejudices, pride, suspicion, a2nd love of
the land intact, and in some instances wlth
an unyielding belief that the mores cf the
past generations have firmly establiished
the direction and the limits within which
the present znd even the future gemevations

4
may and should move.

In searching for project staff, the Committee assumed that these

characteristics required special understanding. They sought counselors

First Periodic Report of the PBuncombe County Committee on Aging,
September 9, 1965, p. 3.




fren the area, with background that would erable then te zain the con-
fidence of persons who Were mot expected to take kindly to ccunseiiing;
vhe might “indignantly refuse teSting e only srudeingly particinate™
in the program. Coumseling cessicns were not expected to be the usual
interviews; instead,

The terrain, the immobility which they have

zdopted as a way of life, physical impaircents,

reluctance to leave the homestead -- these and

perhaps more compelling reasoms may arise, making

it necessary to perfcrm most of our cocunseling

efforts on ridge-top farwhouse porches amd other

uniikely sites.”

Actual experience of the ccumselors bore out some of these fears.
Discouraging results of attempts to inte.est sub-mayginal farmers in
training for alterpative employment sometimes led to the conclusion
that there appeared to be little desire to improve circumstances.

These fews seem to be satisfied to live in their
Ushacks,"” contented with the income of a sm2ll
tobacco allotment, and use the remainder of their
time hunting, fishing, and visitiang neighbors. It
does not seem to bother them not to have traasporta-

tion or money. Theypreserve beans, tomatces, aad

2 ibid., p. 3. This was precisely where they took place.
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ctker garden vegetabies, aicrg with the

blackberries that grew in the area. Guite

often tney raise ccws, pigs, and chickens

for their ozm noze use 5

Getting the oider pecple to cexe into the project office wes in

itself 2 major problen. Working frcm mezes suoplied by the Madison
Couaty Helfare Department , contacts rere nade and interviews scheduled.
Frequently, appointments were not kept and foilcw-up by the social work
counselors elicited mimercus reascns: toc tusy, prospect of employment
in the near future, conflicts with work a2t heme, sickpess, changed their
minds. Unexpressed reascns, the counselors noted, were prebably lack
of confidence, fear of imvoivement, unsuitable clothing, fear that the
project was a "hand-out.” Additional pames were drawm from ES records,
but the problem of getting the unmemployed to appsar for interviews
¥as just as pronmounced. ZLeads on still ot er eligible persons were
given by meighbors, relatives, community storekeepers, school principles,
and ministers. At orne point early iz the project 2 social counsslor who
was well known in the area was hired to work om the project, and this

sexrved to encourage some older persoms to appear on their own initiative.

6Project GROJ, Second Bi-tlonthly Report, December 13, 1965 -~
February 11, 1966, p. 4.




2. Srecific Characteristics

Despite the difficulties enccuntered, a substantial nurder
of people were interviered during the first ten —onths of the contract.
Records mere kept which indicate that 215 persons were ccpiacted by

July 1, 1966. Recruiizent was delayed for certain pericds during this

tire Decause of uncertainty over extension of the contract beyond
September 2%, 1965, and the fear that the project wzould Le umable to
l continue. When 2n extension was gramted, the project workers concentrated
on recruiting, but kept no records, so the total m=iber comtacted is
unknown. It seems clear that the tzrget of 360 people could have been
contacted and intervievesd, given adequate staffing and assuraace that
retrainiag wouid actualily be fortheoming.

Certain characteristics of these clder perscas should be
noted. Al=pst Giro-thirds cf the people contacted imitizlly were

women (130 out of 214); their mean age was 36.0. The men were a soxe-

)

{4

what older group, with a mean &g

of 59.2. The educational level w2s

' low: mean years of education for both sexes was 6.8. For faemzies,

mwean level of education was 7.1 years; for males, 6.3 years.

Tess than 40 per cent of all those contacted were employed:
forty-eight out of eighty-three men were employed; of the remainder,
twenty-four were not in the labor force, primarily beczuse of age or

disability. HNinety per cent of those who were employed gave their

occupation as farmer. This usually meant faming a small tobacco
allotment, and perhaps some tomatoes and vegetables. The mean earn-

ings of the males who reported earnings were $1,050 per year.
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Only 28 of the 131 fessles wers emzloyed (21.4 per cent).
st of the re—aining group were oot inm the labor force, since they
either listed tbeir prizary occupation as housevife or hed not vorked

far a number of sears. The informaticn on incc—e for females was ifax

too sketchy o permit estizetes.

X

D, TRAINING, COUHSELTC AW PLACELRT

Tn accordance with the contract, the prcject aized to provide

counseling and job trainiag o workers over 50, and 2lso =0 determine

the kinds cf jobs that can Ee created in 2 Tural comounity for cléer

workers,

From the group of 215 persoms ijnitially contacted, 2nd the sub-

sequent group on %hom RC records were kepti, thirtzea wozen went ianto

cooking class and mineteen wimed tock scuing, two evenimgs 2 week for

7 . . . . . .
twenty weeks.  Strictly spezking, these cooking and sewing traipees

were the only ones receiviang training under Projeci CRCH, and even these

classes were not job-orienied, as ine subsequent discuassien indicates.

in order to evaluate the effects of the training carried on by

Project GRGI, 7 - was mnecessary to weit until at least six weeks kad

elapsed after the completion of the 3ob training. Interviews were

scheduled with as many trainees as possible among those vho were

7 The total number attending these classes was larger, but mot
all stvdents were Project GROW clients. -
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==ployed acd those who were umerployed. 4 few of the paople who had
raceived ca-the-job craining or direct placezznt im jobs were also
interviezed. Half 2 dczen zen who had been referred to traiming classes
in the building of tomato trellisies were zot interviewed, since these
ron were either still in training or head just completed the course.

To supplezent this information, interviews were ailso scheduled with
some persons whom Project GRCGI had recruited for adult education classes.
“hese interviews include some persons who had gome inmto cooking and
sewing classes after adult education, as w211 as some who had mot. The
project director made arraagezents with the project workers to have the
three inrerviewers introduced to the clients. Interviewers were dependent
on project persomnel for the selection and puzber of clients to be
interviewed.

1. Training and Job Placement

Fhree institutional training classes, which each ran for Gwenty
weeks, were begum in the latter part of September and early Cctober, 1266:
sewing in Marshell and Mars Hill, and a cocking class irv Marshall. Four
basic education classes of tenm weeks each were begua im M2y, 1966, in
Ebbs Chapel, Mars Hill, Hot Springs, and Marshall. A new set, in which
there are of course no Project GRGJ clieats, 2although many of the same
people are finding their own trznsportation and 2ttending, began in
Aprii, 1967.

The Project recruited students for these classes, and provided

transportation. HNo payments of any sort were made to the traimees.
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Scce Project GROY clients were referred to two classes in the
tuilding of torato trellises (ore in Marshall and ope in Hot Springs)
which began in February, 1967, to run for six weeks. Thaese traimees did
receive allicwances urnder the }DIA.

Thirty-one wezen 2nd one =ap were interviered. Information
relatinz to employment status, education, and incoze is suzmarized in
Tables & and 5. The prepcnderance of wormen is attributable to the nature
of the courses offered. The interviewees came mostly from the ccoking
and sewing classes, which were the only traiming classes initiated by
Project GROW; the lone male was attending 2n aduiz educaticm class.

Most of the residents of Marskeil were contacted in their hores, which
gave us an opportumity to form an opinion of their standard of living.
Five were interviewed while they were attending am adult education class,
Those who had attended classes in Mzrs Hili met us in the Mars Hilli
Conmunity Cemter. The clients’ cooperation was good in 21l cases. Ve
were introduced by the project workers, with whem the interviewees were
very much at home, and this factor probably contributed to their will-
ingness to aaswer questio=zs.

The average age of the respondents was 52.8, compared with a higher
mean age, 57.3 years, for the original group. This difference is
probably attributable to the fact that with one exception those inter-
viewed were women -- the average age for women in the original group was
younger by more tham three years than that of the males. It also

sjndicates that the older group was not reached by the trainiag program.
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The educational lsvel mac higher for the interviewed group tham for
those initially contacted -- the mean level was 7.4 years as coopared

£% 2 moan of 6.8 for both men and woren in the larger sazple. Tae

ph

average educaticnzl level for femeles was 7.6 years ia the interviewed
group; slightly higher than the 7.1 years of the eriginal coatacts.
There was a wide variaticn in educational level: from two years of

schooling (ome) to one year of college (ome).

v Original comtacts Interviewees
Mean age 57.3 52.8
Mean years 7I Education 5.5 7.4
Employment Status - Total
Employed 77 (35.387) 20 (62.57)
Unemployed i38 (64.27) 12 (37.5%)
Employment States ~ femezles
ployed 28 (21.47) 20 (6%.57)
Unemnployed iR (78.67) . 11 (35.5%)

Although the income figures are not impeccable -- in some
cases the clients were reluctant to disclose their incomes; we occasionalliy

had difficulty in ascertaining the combined family income; and in other

v
L4}

cases income was clearly understated -- there was obviously 2 wide range

of income among the Interviewees. One woman was earming cver $100.00 2

week, while others were receiving minimum social security or welfare checks. 8

8Hni:'ortm:&ate]:j, it is impossible to compare the income figures of
the interviewees with those of the initial coatacts, as the latter frequently
reported an hourly wage with nc indication of hours worked based on Project
worker reports. Nor are there figures for amounts of Publiic Assistsance
or Social Security benefits. Furthermore, it would seem misleading to
compare a group vhose reported earaings come almost entirely from males
with one which is 96.9% female. Nor is it possible to make statistical
comparison of earnings and employment before and after training. As
will become clear, no precise "before and after” distinction can be made.
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Table 4. Educationzl levzl and ecployzent status of inter-
viewees im Project GRGE.=

———

Eoployment Status

Years of Exploved Unemp. or mot in lab. foxce
Education Rusber Jumber Percemnt Humber Percent
i-4 7 2 28.67 5 71.%47
5-8 i3 9 69.2% 4 30.8%
9-12 11 8 277 3 27.3%
over 12 i i 100.06% 0 -
26 62.5% i2 37.5%

ate
Tncludes thirty-cme femzles and ome male,

Source: interview data.
*
Table 5. Net weekly earnings of employed indivicuals and com~
bined family earmings of interviewees in Project GRGA.

. s Combined ..
Jeekly Ezrnings ¥umber of Individuals Familv Ea2rnings
Less than $25.00 5 2

$25.00 to $34£.99
$35.00 to $49.99
$50.00 to $74.99
$75.00 to $99.99
$100.00t0 $124.99
$125.00 and over

o = O N O
G N e e O

*
Includes property income in a few cases.

atoats

Individual respondents sometimes stated their own personal earnings
but were reluctant or uncertain about fanily earnings.

ek

Tncomes are believed understated because of inaccurate estimates of
hours worked and a reluctance to give full income information.

Source: interview data.
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At the tire of the imterviews, tweaty (62.5 per cent) of
the thirty-two were exployed, wostly as beby-sitters, cooks, waitresses,
or cicaning woren. <This virtually reverses the ezployment figures for
the larger group, omiy 35.8€ per cent of whom were employed. Of the
twenty whe were employed, fourteen had begun their employment before
the project began, and continued to be emploved either with the same
employer (in ome case for twenty years) or in the same type of work.
The project was imstruxental in one form or another in assisting eight
woren with jobs (25 per ceat of those interviewed) , but two of these
women were mo longer workiang when they were interviewed (Table 6).

The part actually played by the project in the employment of these
eight people should be clarified:

1) Four women yere given on-the-job training at the Alpine
court and Restaurant in Hot Sprimgs, N. C. Of these four, two had
worked there before and were promoted as a restlt of their training;
another had worked there without pay to help her sister, who was
supporting her, and was placed on the payroil after the training.

2) One woman, who had called the project and asked for work,
was able with the project's help to find two shori-term jobs as
housekeeper and companion. These jobs have simnce terminated.

3) One womam, who received an income from her rooming house
and farm, and had worked in a cafe before, was employed as a waitress

by the husband of one of the project workers. She also attended the

sewing class.




&) One worman attended the cooking class, and subsequently
found work in a school as a cook, which was probably the result of her
training. However, she does not plan to continue, since she feels
the work is too difficult and she is getting too old.

5) One woman who attended the sewing class was employed by
the project as a receptionist, but was released in the fall of 1966
when it was thought that the prcject was coming to a close. Since that
time she has been unemployed.

Ten of the thirty-two interviewed were unempioyed or not in
the labor force. Since it is aimost impcssible to distinguish between
those unemployed and those not in the labor force, these two groups
are treated as one in this summary. Two persoans were disabled; one
felt her home responsibilities precluded her seeking a job; the remaining
seven expressed an interest in working, but they attached so many com-
ditions or were so restricted by factors stuch as the lack of trams-
portatirn, that it would be misleading to conclude that they were
actively looking for a job. Some of these people, the interviewers
felt, replied that they were locking for a job and would accept onme
if offered because they thought this responmse was expected of them.

Of the entire 32, only one had registered with the employment service.
Various reasons were given for this, but the basic reascns seemed to
be both a lack of confidence in this as a possibility, or a lack of

real interest in finding a job.




Table 6. Relation of employzent status and type of traiming
provided persons in Project GRGH.

Tupe of Huzber
Employment Status Training Wucber Job-related
Unemployed Aduit Education only 6
Ad.Ed, + Imstitutional Trag. 3
Tastitutional Traiming only 1=
Emploved pre- Adult Education only Hone
project Ad.Rd. + Institrutional Trng. 5 1
Institutional Training oniy -9 3
Employed Tarough Adult Education only ¥one
project Institutioral Training only 3 1
On-the-job training only 3
Ad.Ed. + On-the-iob trng. 1
Placement 1

Totals 32 5

o

Income from hisband’s estate far zbove project maximum.

Source: interview data.

An examination of the types of training received by these
people casts a light on the sorts of people reached by the project.
1) Of the fourteen already employed at the omset of the

project, 211 fouriteen took ore or the other or both of the institutional

training classes. Five attended an adult education class as well.

2) 1In only four instances was it conceivable that the
institutional training courses couid have been bemeficial (or even
related) to their jobs. (Three cooks attended cooking class, one woman
who makes alterations at a cleaner’s and dislikes her job, took the

sewing course.)
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3) Three of the eight erpicyad through the project received
scze institutional traiming; in only one case was this training job-
related.

&) Hine of the ten umerployed had taken aduit education
classes, The one who did not, did not in any wey fail within the limits
of the project. Her huskand had died receatly, and her income from
assets held was far above the range specified by the prcject. She took
both jmstitutional training classes. Three of these alsc attended
an institutional trainiang course,

On-the-job training and job placeme:it must both be considered
very unsuccessful - the 0JT so unsuccessful that as of Septemb.- .1, 1966,
no further contracts were sought.

The Project was given a budget of $25,000 to

train an estimated 50 clients in local establishments

under OJT contracts. The Project Plam states that the

average cost per trainee will be no more than $500 and

the average cost per week for each trainee would be

not more than $209. It also states that the contracts

must be approved by a representative of the Department

of Labor.

After much persuvasion the Empioyment of Job

Developer and the Project Negotiator were able .¢

write a2 limited nmumber OJT contracts with employers

in the area. This was not an easy task. The employer
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4y

preferred the ycunzer exparienced worker and he was 1
skeptical of getting mixed up im a goverm—ent coniract.

A total of nine clients were placed on 03T cecn~
tracts (t=elve contracts were negotiated, but three
were not pluced). Two of these were piaced during
this report peried. These two have been refused

approval by the representative of the Depariment

of Labor., The first seven OJT contracis were
approved as a ccurtesy and accordiag to present
guidelines it will not be possible to megotiate

further OJT contracts. The guidelines are made for

an industrial arez and do not fit the jobs or the

clients in the tazrget area of the l’roject.9
Ry September 1, 1966, four more placements had been made, but only

two of the thirteen were still working. The explanation for failures

to continue working are revealing:

Tgo ciients walked off the jot -~ ome after

one-half day. Five of them could not do the
work and were dismissed. One client could not

accept a reprimané from the foreman and quit.

One client was dismissed for apparently no good

9 Project GROW, Fifth Periodic Report, July 1, 1966-August 31,
1966, op, 9-10.
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reascn. Ezployer saié his work was satisfactory,

but screcne else had —ede an offer for the jcb...Cne

client becare intoxicated and was put in jeii. After

his release he disappeared, although his ezployer

10

would have taken hinm back,
in reporting on scme of the earilier ipterviews, the ezploy—ent coumselor
noted that the older rural person’s concept of wages, of what is ex-
pected of a worker, or what he must do to beccme a2 wage €armel,
presented a great barrier to exmployment.

The vast majority of these clients have been is-

olated from virtuzliy all contact with 21l but

their cwn small commumities, coves, or creegks

except for am occasional wisit to the county seat,

Marshall, a rural town cf 926. Not many of them

come into close contact with asnyoae who is gain-

fully empioved on a fulltime basis.. A1

Again it is clear that the expectation of job training and place-

ment without some preliminary attention to preparation for work was an

unrealistic one. 1t may be that evea if aéministrative problems had

10 ypia., p. 11.

11
FTroject GROW, Fourth Periodic Report, May 1, 1966-June 30,

1966, pp. 12-13.
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had rot Celayed jcb training, an actusl trainipg progras would have
faced sericus Gifficulties becauvce of the fazctors cited by the
erpioy=ent cecnseler.

The prcbien was not entirely that of the clients, however.
There are a very linmited nurber of job opportumities in the arez.
Jithin ¥adison County there a2re oniy three firms of anmy size and one
of these, an electronics plant, regquires highly skilied ecployees.
The other two employ se...-skilled workers asseciated with textile nill
operations; most of these jobs caan be learped on the job, but the
learning period is sometimes 2n exteaded cne. One of the textile
firms objected to hiring Project GRGY cliemis because they had been
frained on manual sewing mackines, while the firm used eleciric
models. A tomato-packing firm provided some jobs, but only of
temporary mature. Another textile firm closed down shortly after a
few placements were made.

Most of the clients seemed to accept with equanimity the

Fact that the area offered so few possibilities for employment.

2. Counseling

The figures on counseling and referrals to other agencies
are difficult to summarize. When the project was initiated, offices
were located in Marshall, North Carolina, and in that rural area the
counselors interviewed more than 200 men and women in preparation for

job training. But due to delays in getting training underway, the
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project did not follew up =—ost oI these perscns; eventually, project
headquarters were —oved to Asheville.

it is evident that older perscns im the area zezded guidance
in order to fimé ezisting sources of support. The uvseal prcblexzs
of corunicaticn 2re mognified im rural moumtain secticms, where
transportatiocn is poor, educaticpal levels extrecely icw, and geperal
Imovledge of cor—unity facilities praciically mom-existent. Scme
examples of the services provided in the ccurse of interviewing and
counseling are:

Referral to United Socizl Services for temporary

financial help (suvbsegueatly, counselor got the

family a food baske:r fzom loczl church); Referrals

to Drnited Social Service for Earzial counsel;

Arrangements for 79 persons to be fiteed with

glasses;12 twelve of these khad to have further

treatment for eye trouble;

Advice on how to establish official birth dateg

Transportation to and frem physicians;

12Any Buncombe County resident obtained his glasses for $1.00,
the remainder of the fee being paid by the Lion's Club and the North
Carolina Commission for the Blind. Madison County residents were
charged $11.C0 each; these fees were paid in sums of one, two, OT
three dollars at a time.
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Felp in securing Sccial Security nr—ters;

Exccurage=ent to attezd tasic education classes,

Scze exzzples of the kinds of cdvice-service roles plaved
by the counselors illustrate the co-plex nature of tte job. A
woman enrolied in 2 tasic educaticn course was ia cesperate reed of
food 2nd ciothing, tut did not kncw where to tura for heip. The
counselor contacted the meifare agency, then transported the uc=an
back and Forth until she was taken over by that ageacy. Ancther
wemen with invalid parents wanted to learn 2 hoze craft that would
supplement her lcw imcoze. She was given transportation to the
workshop of 2 man skilled ia making chair bottcms, where 2 training
class of or=s was launched. £ woman had borrcwed —omey to pay her

husband®s hospital bill without knowing that there were public funds

for hardship cases., After mamy trips and phone calls by the counselor,
the wemen was reimbursed.

Employment counseling of sorts was also offered. This was
one of the least successful aspects of the project. One group
r interested in a potentiai trainimg class in sewing received group
counseling and was given 2 test battery. The IPAT Cultural Fair
Tests were given in conjunction with parts 3, 5, 7, 9, 10, 11, and
12 of the General Aptitude Test Battery. On the whole, the group had
difficulty following directions. The general functional educational

level was low; scores and test record cards are on file. Several

persons were given the Orthro-Rater Test and the Gray Oral Reading

Test. An interview with each person followed the testing.
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¥ore recently, the exployzent ccumselor conferred with
serbers of the Pasic Educaticn Division, Asheville-Bunccrive Technical
Institute, regarding the Hetropolitan Achieverent Test, Advanced
Battery, that vas scheduled te be gives to potentizl traimees. 1In
the counselor's copinion, the Advanced Battery was far above the
general functicn2l level of the group fo be tested.

He felt rthat the ciient group would do very poorly

ané becorme so discouraged about the test that

they would lcose 2il interest in tze Project. BEe

was supported in his opinicn by ...{(the) ¥zdison

County Scheol Superintendent. An agreczent was

reached that the Interzediate Battery wouid aiso

be given. The Counselor prepared w0 lists to
show the clients below and zbove the £.0 level as
determined by the Gray Oral Reading Test in order

that the two different test batteries could be

administered. All of this was ¢o no avail and

L1 SRR

the Advanced Battery was attempted and failed.

E. EVALUATION

P4 AU R D S L e AL B B

The plan for Project GRCH, called for the ccoperation of three

local groups: Asheville-Buncozbe Technical Institute to provide

13Prcject GROW, Fourth Periodic Report, liay 1, 1966-June 30, 1966,
pp. 12-13.
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teachers for institutional trainiag classes; Project GG officials

to recruit the rural older werkers and provice the transportstion which
zould enpable then to atterd these classes; zrd the TEcployment Security
Cozmission to help place the peopie once they kad been traimed, or
alternatively, to arrange on-the-job training. This errapgement only
partly materialized, and then only after many delays.

The long process of imitiating 2 progrém £or coumseling and
training older workers im tke Asheville area began in the #Hatiocral
Council on the Aging at least a year before the contract actually was
drawa up. Detween the tize +he contract was signed and the beginning
of institutional training, auotier eighteen months elapsed. The two-
and-a-half vears of effort om the part of a number of people -~ initially,
staff and board members of HCCA, plus representatives of CHAT, joined
iater by members of the Tuncombe County Committee on Aging, various
employees of the state covernment, andthe staff of Proiect GRCGI --
jpdicates the extent of our ayareness of the problem conironting oldex
rural workers. The status of the sraining phase of the project in-
dicates our limited 2bility tc fird sclutioas.

Within the complicated network of federal, state, and local
agencies, an attempt ¥as made by (i) a local committee, advised by
(2) a national voluntary association, to serve the employment needs
of a particularly low-inccme group, using (3) federal funds which

either (&) came through state agencies. OY required some form of




approval at the ctate level in arder to Fe ucilized., Thus, in cddition
to tie local ccrmitiees ord agercies involvad, the project operated

in conjunctinn witk the Expleyrent Seiurily Comission, the Bureau

of Apprenticeship Traiainmg, and the state's DivisZcn of CorTumity
Colleges. There were delays in gettimg approval and the necessary

support from these agencies, and there wer further delays in funding

by 0:aT,

The scheduline of activities of the project was repeatedly halted

24>

because of these delays; recruitment of persens for ccunseling and
training was started and then stopped rore rhan once duriang the project.
Understandably, the postponszeanils were demoralizing to the older persons
who thought they were being recruited for job training. Imitially,

rhe contract was signed but the local Committee had to borrow momney in

order to start the project, as no funds were irpmediately forthcoming.
lLater, funds for basic education were ehausted and these courses ere

delayed. Once institutional traiming begen in two small classes, the

contract period was almost over and it iocoked as if administrative

funds for completing the program would not Le available.

Institutional training in cooking and sewing was finally launched

furnished the materials to be used,

. . . . .. 14
Asheville-Buncombe Technical Institute agreed to provide the trainlng,

when the local school superintendent

4
1 A11 the classes provided by the Asheville-Buncombe Technical

Institute were open to anyone, and frequently Project GROY clients

made up only a percentage of the students. The only difference between
them (other than age) seems to have been that Project CROY provided
transportation for their clients (an aid of no little value, however) .
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and OMPER extended the project’s coatract covering the adnpinistrative
costs of the progran. However, ccmplete ccoperation never did result.

in the first place, the target group itself was the subject of
soxe disagreement.ls‘fhe orig .nal plan of the Buncombe County Cormittee
on Aging and tne Employzent Security Commission cailed for retraining
the elderly in the Asheville-Buncombe County area only. The Committee
beiieved that they were the pecple who would be capatle of absorbing
training, and who could protably f£ind employrment once the training was
completed. Employment Security cfficials believed that outside Buncombe
County there were too few jobs in which trzinees could be placed, and
that the lack of transportation would be a severe hinderance. tcre-
over, they did not believe that residents of dadisor County would be
willing to leave their homes to f£ind jobs. The Committec and the
Employment Security Commission wanted to direct their efforts toward
helping those persons who would benefit from the trainiag (i.e.,
those who would be 2ble tc find employment) wiile they were young
enough to be helped; they did not feel they should waste their resources
on what they comnsidered a lost cause.

These views were shared by officials of Asheville-Buncombe

Technical Institute,lﬁwho thought that the lack of transportation and

15 . . . . . s
The ensuing account is based on interviews with officials at
the Employment Security Commission and Asheville-Buncombe Technical
Institute.

léAsheville-Buncombe Technical Institute serves 2 ten county area,
and is obligated to provide teachers for any course (not solely technical
education) with an enrollment of 12-15 students, of any age.




the lack of industrial discipline meant that trainees would not be able
to work in the Asheviile area. As there were So few job opportumities

in Madison County, it would be best to provide the unemployment in that
area with skills they could utilize at home, such as crafts. There was
the additional diffuculty of conducting classes for students oa quite
different levels -- those who had just fimished school, and those wio

had been out for some time. They believed the older student, unable

to keep up, would tend to become discouraged and drcp out. The
Asheville-Buncombe Technical Institute cfficial suggested the possibility
of setting up a cooperative, peinting out that such efforts had been

17
successful in the past.

However, the head of Project GRO¥ at this time (the secord of
three directors) disagreed with the officials of botn the Ashevilie-
Buncombe Techmical Iastitute and the Employment Security Commission.
Her idea was to go into the mountains -- the more remote the area, the
Letter -- to recruit people for retraining, since these were obviously
the people who needed help most. Although Employment Security officials
stated their preference for focusizGattention on the area which was

accessible to Ashewville, the directcr of Project GROY nevertheless

7 3 e . i

The suggestion was first, to cffer imstruction at some central
point; then the trainees would either continue working there, or

work at home and have a co-op truck deliver materials and pick up

the finished product. The ABT official believed that there was a
demand for crafts sufficient to provide an inccme for the workers.

He pointed out that the merket is presently flooded with souvenirs and
such articles that have been madée in Japan.
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s¢ructured the progzram ia accordance with her ideas of where the greatest

need lay. This basic conflict over the directica of the project

apparently became very strong, and greatly hindered coccperation betweea

the Exmployment Security Cormission aad Projact GRCW officials. Accord-

ing to Employment Security officials, the directetr of Project GRCH,

afraid that money would be used aleng the limes proposed by the Employzent

Security Commission, attempted to keep amy project funds from being

transferred through Enployment Security. This seems to have eliminated

any chance which might have remained for cooperation betwevn the two

agencies. Personal amimosities developed, and once Project GRTI begen

to concentrate om the more isolated, rural persoams, the Employment Szcurity

Commission offered little help in making placements. The position of

the Employment Security Commission was that their efforts would surely

fail, since the clieats would be able to reach the Asheville area to

accept employment or on-the-job traiming, even 5.f jobs were made available.
There ic littie doubt that the Employment Security officials were

correct in their assessment of the employmeat possibilities. There are

very few job opportunities in Madison County, and the client's lack

of transportation restricts their ability to szek these local jobs. to

say nothing of those in the Asheviile area. Many of the onlder persons

live miles from amy town. It seems unrealistic to expect the elderly

to leave their homes to find work after retraining, slthough many would

b+ glad to leara skills which could be practiced in their homes or in

the area. Several people suggested that they would be interested in

iearning some sort of craft; and the idea of a home nursing course was

very popular.
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Ter~theless, the viewpoint of the secord project director wa3s j

cansiderabiy closer to that set ocut in thz coantrack, vhich states that

the project was to be directed at the Yiraining and vecaticnal adjustzent

cf the gecpraphicallv isolated oider rural workez,” with job opportunities

to L2 obtaired or ercated in 2 dominantly rural commnity. {hile the |

cbjccticns raised by the Ezpioyment Security Commission aand the

officials of Asheville-Bumcezbe Technical Izstituie 2ppesr valid,

the differences should have been resolved before t+he coniract ¥2s

drawn up. Why did they fixst agree, and then in effect refuse to

service the contract?

There was also a great lack of usnderstanding of the type of

education needed. Among those persons intervieved, there was 2 definite

correlaticn between education and employzent. With the one exception

already noted, most of the unemployed were im need of basic education

before they were capable of absorbing any further training. Whether

or not they went on for additional training, those who took the basic

education courses wWere extremely enthusiastic.

Although a necessary preliminary tc a2my job training, basic

education is not itself iob oriented, and czanot be evaiuated on the

szme basis as job training. The enthusiasm of the students was

unanimcous; self-satisfaction was stressed as the primary reasons for

taking the course. Many were iearning to read znd write adequately for

the first time.
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Fyer the sewing and ccokinl courses Jexie pot job-oriented.

Those who raceived the instituticral training were azcng those %ho
needed it least, im ter=s of job traiming; hence, the training seldcz
benefitted those for whcn it was originaliy jntesnded: he upexpioved.
The momen who took these classes were useally already e—ployed. They
eprolled in the coursss for the personal satisfaction afforded and for
the social purpcse of getting togetner.

A third factor whick contributed to the delay in getting the
prograa started was the practice of hiring -_,:roi:'essicnal social workers
to de the recruiting. They were apparently met with scspicion and
failed to gain the confidence 2nd intrerest cf the prospective clients.
@hen local workers who ziready knew many of the people in the
surrounding area were hired, progress im recruiting improved.

The project canndt be copsidered 2 success in terms of job
training and placement. Considering the obstacles jn the way of jobs,
however, it is clear that the prograam was able to accompiish a grea2t
deal in other areas. The necessity cf providiag supportive perscnal
counseling is obvious. In ﬁany cases, Such help may do far =ore to
stimslate job preparation and actuzl job seeking than job training as
such; in any case it is a necessary prelimin2ry for training of the
rural older worker, Perhaps the major shortcoming of rhis contract
was its emphasis on job rraining, with inadequate attention to the

probiems needing attention before training could take place, Had
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this first atte=pt teea directed altogetier tcwerd preparation for

work (other thea farming), IESCEXces might beve been =ez@ effectively

i' utilized.

¥. CONCLTSIONS

hat has been learmed frcm this project that should be teken into
account in the plamaing of Future programs oI this patuzre?

1) First aad foremost adult education classes a,z desperately
needed before any jnstritutiopal trainming of the unemployed ca2a be
attempted. Even if no such training is contezpiated, bBasic educatiocn
alone would be of great value to the rural elderly. ¥any of these
people would take &s mamy COLrses as ¥were offered.

2} There is clearly a meed o consider further the thorny
question of sotivation. Mamy who were unemployed éid met sound eager to
£ind jobs, although they might have £2ken cne had conditions been
favorable. (And it chould be moted that this was the group which was
sufficiently'ﬁmtivated to attend classes im the 1st place) Perhaps
the aspiration 1evel of the younger p2ISOnS in the area is higher.
i1t is interesting to note ¢hat althovgh datia from other sources
indicate extremely 10w 1eveis of educaticn atteinmeat even among the
young, Of the thirteen families jprervieved having children under age
eighteen, there were oniy two instances in which the chiidren had

quit school. Continuation in school seems typical, then, even among

the children of these poor jil-educated femilies.
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3) Orze possibie snlitica wmight e 2 teach skills that ccn: te
vsed without reguiring the worker to leave hora., The iscolaticn of

many of those interviered would virtuelly prehibit then freo fingding

d

a job, even if they were sufficiently trained. There appears to be

1ittie desire or even willingness to igve.
4) 1t is unrealistic to &traia the workers without giving any

thought to the questicn of the potential empioyers. Finding jobs

for the older persoms with the characteristics descxibed gbove,

difficult emough under any circumsiarces, 1S particularly hard in 2n

sy

area offering so few altermatives. TUanless the elderly are fraimed to

skt o

1 work independently or m=oved out of Zppaiachia, they will have jobs

i cnly if new industry ccmes iafo tae are2.
S5) Although scme of the iaterviguwees were extre=ely pocr, in

many cases those who received the benefiits of the progran were noi.

AL el b SO0

They were meither hard-core umemplcyed nor iz immediate need of

financial assistence. Perhaps cme way tc attract the very poor would

A R )

be to pay them & certain acount per week for attending the classes;

however, many of the poorer clients stated that they expected no morey

DR T A

and felt that the learning itself was payment enough.

R D

In concluding, several questions of a more general nature shoeld

AL LA

also be raised. One has to do with method -- specificaily, with the
order in which community problems of this sort might best be approached.

The order followad here was clearly not successful. A mational voluntary

A 0 e s 2o bt
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2nency interested in the wplfare of 211 oider people conferred with

-
-
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>

—ens interested in the welfare of their o oilder population.

(]

iccal cit
After —uch effort, the lccal ccermittee ccavinced ¥DTA that they could
perfora & needed service, and & contract was agreed to. But either the
rerms of the agreement were pooriy drzwn or poorly vnderstcod; or Scze
parties to the agreement ¥ere pot Fully inforred acd jnterested. As
a result, aithough the project ¥Was rot entirely withnut success, thke
amount of effort that was pcured inlo 3¢+ could have beer much more
productive.

Hould it not be possible to avoid scme of the pitfails inherent
in cormunity-initiated, state-asproved, and federally-financed pro-
grams by providiang scme ipitial guidelines to the commenity? Certain
fupndamental questions could be raised as a matter of course, and
perhaps 2 small pilanning grant made For the purpose of setting the
problem forth. ¥For example, & careful scrutiny of the educational
ievels and job histories of 2 few of the rural older workers in
Buncombe and ¥adison Counties would have led to & much =ore tichtly
written proposal. Basic educaticn -- one of the biggest hold-ups
in the progrem -~ wouid have been placed center-stage, with counseling
and job preparation probabliy constituting the remainder of the project.

A second question related to the iong-Tun aspects of income
maintenance, and its relation to employability. The variabies zffecting

employability are mot only the usua) ones -- 2ge, education, job
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history. There are izportant variaticms also in attitudes toward
 working, in aspirations, in expectations (based on cne's past experiencs),
in one’s percepticn of how the community feels abou: the worker and the
pon-vorker. The chances of rendering ecployable the oider persons iz
this locale may be aifected as much by the latter, harder-to-measure

factors as bty the omes tzaditionally cited. Psvchologist Hozrman

Chansky has suggested that in this regiom attitudes, beth of the
vnecployed and of the commumity toward the unezplioyed, are much more
rolerant than are views elseVhere in the state. If such attitudes
do exist here apd are in any measure typical of Appzlachia, soxe
account must be taken of the fact, In any case, some Zurther .
probing of the question wouid de heipful. OFf the thousznds of welfare
recipients in the isolated areas of West Virginia, Keatucky, and
North Carclina, for whom =eagre inccme w2intenance has prcvided sub-
sistence for years, how many are trzinzble ard ezployable?

Finally, soze cozment cn the remarkable persistence and patience
of the Committee, the composition of which chaenged very little during
the entire period, is irresistable. Despite full time commitments to
other jobs, these people continued to worlk upbelievably long hours
in keeping the project alive. From the early days of the project,
when there was no money and the Ccrmittee borrowed from the local bank
to meet expenses (they cwned the building that housad project head-

quarters, €o it was reasonable that it iend the project emough to pay
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its rent), to its completion, ingenuity 2nd perspective have been
cvident. Perhaps the most notable feature of the progranm has been
the capacity of the staff to m=eet the older person's need in wvhatever
context it appeared: 1lack of transportation, eye glasses, sccial
security numbers or birth certificates, foed. It is difficult to
attach any quantitative significance to such services, except in terms
of numbers of persoms counseled, trained, etc. But the merit of the
progran rests primerily on these services, rather than on tke jcd
training provided.

An experimental program 1S exprcted to demonstrate what cazmnot
(as well as what can) be accomplished in a given set of circumsiances.,
Using this criterion, the Project seems to point up the erncrmous difficulties
inyolved in providing job trainimg %o this particular group through a
community-initiated effort. it sndicates, too, the need for services
other thap training. There may be some implications for broader
programs dealing with human rescurce development in this area. Hith
respect to the success of this single efifort, one can only conciude
that important counseling and related services were provided, despite
ugnusually adverse conditioms. itk better plenning in the future,

however, such services could be offered at less cost in time and effort.
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Though the inicizl purposz of this study invoived only the 2value-

tion of the scop: and 2ifectivaness oZ the iiilwsukee O .der-locker

Projeci, conduci2d ‘rom Junz 1S64 o June 1965, the wealth of inter-

E view data collected pernmits additional Iindiszgs that may be ol value

. in contipuing =iforts to cxpand employmeni opportunities of older
workers. Accordingly, besides a more or less formal evaluation o: the

HMilwackee project itsell, this report comtains an analysis of the

questicnnzire rzspeases.

-t

) On tho basis of this cnalysis, recommendations will be made

suggestirae steps that could b2 undertaken co streagthen the chaaces

for employment of older, margimal, werkers. Thus, the report is in

two parts, the first comsisting of the evaluation oZ the idlvaukee

"y
nd !

project, and the second the anmalysis oI the interview Gata.

A. ZVALUATIOE OF Tis OLDER IQRKER PROJECT

ER LA bl
. Atk
e o e+ §. 0, A AN

Backeround of the :iilwsuikee Study: Originally the project,

g

which was budgeted ar $15,000, haé the Iive foliowing goals, as
contained in the con.ract between OUAT and the :iilwaukee Council on the
Aging, the organization administering the preojact:

1., Testing, recommending for training, counseling, and
f: placement of 200 older workers (over 50 years of age), unskilled and
’i of limited education, who vere unemwployed as of June 1964 because
d o plant closings or relocation.~~ (o reason was ziven Ior the last

condition, but the presumption must be that NCOA services were to be
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1imired to those worksrs who wmere displaced mot bacsuse of any
ipability to parfowm the jobs they hald.)

2. Stirulating com—unity iavolvenent in che employmeni problems
of older workers.--As a by-product of the project, communiiy and
business leaders who would serve oa the couacil board would be iaduced
to carry on their in-erest in fully utilizing existing facilities .oz
the job placement oZ older workers.

3. 1Inducing firms to tailor jobs for th= specific nzeds o=
older workers, mo: only “or the project, but Zox {uiture applicaticn
as well,

4, Coopzrating with vocationmal training progiaums, ghether

I*a

of individual companies, Zor inteansive

7]

public or om-the-job pian

of the 200 clients to fit clienis to jobs

&

training oZ a sample 0Z 5
most suited to their capacities and to modily job requirements to
natch their (devaloped) aptitudes.--Further, these 50 clients would

be counseled, and encouraged to comtinue, both through the training
pericd and after job placement.

5. Testins for aptirude and motivation of 211 200 clients.--On
thz basis of thase tests clients would eithor be recommended foxr
specific training programs with a view towards labor job placemenc, or
considered curranily unemployable for industry and not recommendad

for training (or retraiming). (Goal 1.) Further, these tests

I

and study of rasponses o. the 200 clients would serve as the basis

“or the establishment ol a standard test that could be used in the
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suture tc be applied to older vorkers. A refined test based on the
i lwaukee cxperiment could thea serve as +he basis for a general
test to measurs motivation and aptitude of older workers in general.
This test could then serve as 2 guide To training and placement
specialists.

Thus Goal 1. diZffers from 5. ia that the former deais with the
practical problem of reemploying the study group yhile the latter
aims to conduct psycholegical research on the test group toO permit
generalization to proper methods for testing motivation and aptitude
for older workers.

Review oF Accomplishments: From the vantage point of hindsight,

it can be concluded that the goals were to ‘ambitious for the limita-
tions of time and mon2y.

Considering time Firsi, the goals dictated 2 sequentiai procedure.
Pefore Goals 2, 3, and & could be approached, it would be nescessary
tla t Goals 1 and 5 be satisfied. That is, in accordance witl. the
Project's prevailing philosophy of gaining greater irsight into the
special problems and capabilities of older unemployed workers as a
preliminary to actiorn towards reemploying them, it was necessary to
test, measure, and study the workers before community, industry, and
training facilifies could be fully mobilized to direct their ectivities

jnto the channels determined by prior testiag. Psychological testing

takes time, and one ycar was too short a period in which the resulis
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and racormendations of the testing could be translated into actiom.
As a matter of fact, the Project oxnly attempted to achieve the first
aad last gals.

As for monetary limitations, simce basic psychological study was
attempted, $15,000 was just too little to do more than pay the (part-
time) project director’s salary of $5,000. and cover initial gsychologi-
cal studies of th: individual clients. Thus, cved the last goal could
not be fullv achievaed. Sincz a test design haéd to be developed oa the
basis of the sample studied, while the results of individual case
studies are plentiful and probably useful as the basis for further
generalization, at least ia the opinion oi the cvaluation consultant
psycholegist, there was neither time noxr money to consolidate the data
jnto a meaningful instrument for future use.

Before reviewing the psychological testing aspect of the Project,
which was in reality its chieif, if not exclusive, undertaking, meation
should be made of the internal debate over Pioject procedures. Initially,

a Project Committee was established to plan, rcview and help adninister

the Project's progiess towards the attainment of its goals. Im
keeping with the goals oI action and community involvement, this
Committee consisted of the head of the iilwaukee Council on the Aging,
later to be Prcject Director, +he head of the local branch of the

Hisconsin State Employment Scrvice, the head of the Hilwaukee Yocational

School, President of a iocal bank, who served as Treasurer, and a

county medical official. The Committee vas divided over the central
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ediate acticn or

i

issuz ¢i vhether the Project should be geared to
study. Zventually, the study vieuv, chazpioned by the Council head,

von out. The other €ormittee —erbers cither resigned or lost interest,

and the Project began its course of psychological study and reccmmendation

for traimning {Goal 1.), which it was toc follcw thrcughou: its life.

Laoking back, with all the advantages ol hindsight, it can be con-
cluded that the dispute was rezlly ome of conllictiag goals ratner thaa
of perscnalities. GCiven the time aad money iimitations noted above,
the Project could either attempt to study the older unmemployed worikers,
not with the primary zim of reemploying them, but of anaiyzipg their
characteristics, problems, aad poteatialities for the purpose of
serviag as a guide Ior training and job-tailoring for the oider ua-
employed in general, or it could take the limited aad short-run view
of exerting its emercies to the specific task oI rcemploying older
ifilvaukee unemployed workers. It could not attain both broad goals
simultaneously. 2ad the coanflict was over which path to Zollow. One
might question the advisability of having a small local project under-
take the broad goal of generalizing the employment problems of older
workers, but the ovigimal ililwaukee Project statement ol goals allowed
for this activiizy, and in any case it was the path followed.

Psychological Testing: In all 122 clients were interviewed and

tested by the Project Consulting Psychologist and his staff. These

comprised the total of unemployed workers over 50 years old, as of
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June 1, 1864, on tke iiilwaukeas Z-ployzeat Service roils, who fit the
criterion of displacement because o0f plant shut-dowa or relccatica.

On the basis o the psycholcgical team's appraisai, 56 were
recommended for training ameng threc progzeas comductzd by the I~
waukee Vocational School--sma2ll applianmce repair, buildiag mainteaznce,
and janitorial services. These referrals had no better traigiang pIrogren

rop-out rate nor more successful jcb placement record than the
average for older workers in general, according to statements by
Erployment Service and Vocaticnal Sciicol representatives. But before
these resulis are considered only as testicony to the ineffectiveness
of the psychological approach to the problem of improving the ezploy-
ment prospects o’ older workers, &wo explanatory factors should de
noted.

First, liaison between the Project and existing training Zacilities
was not very close afier the brezkup of the Project Committee. Further
adding to the difficulty of placiag men in training programs in com-
pliance with the psychologists’ recommendatioa was the Vocational
School’s practice, determined by fimancial nead, of enrolling workers
in training programs im accordance with the timing of the availability
of UDTA funds. For some ciients this meant placemeat in traiaing
programs before, and after at variance vith, psychalogists’ recommendation.

Second, and more fundamental, the psychoiogical team vorked under
the premise that their principal work was the development of a test

instrument for the measurement ofi attitudes, aptitudes, and moiivation




cia

LAt Lo

LAl b Y

A L4

o 'WWT“VK",'F‘”‘,"" A SR B L el 44

A i

172

of oldar workers, cnd rot the practical procedur: o< using existing
methods to recormend vorsers for traiming for specific jobs. Inus,
since the clicnts were treated more as case studies for research rather
than as individuals wiik employ—ent problems, reccrmendations foT their
placement were of secendary interast te rhe psychological group,
perhaps explaining the spotty record o achicevement in this axea.

The clients wera no: misled into believing that they would be
helped im finding jobs by undergoing psychological study and testing.
Perhaps this separation of Project activily from ir-lividual vorker
cozl, of finding work, explaians why so few o the clients zeported
any bencfits from participatiag ia the prograa. in truth, the progzam,

or at least its actual procedure, was noc specifically designed €6

sid them as individguals.
ia the individeal psychological exeminatioas, the formal

structured questiommaire approach was not used. In fairness to the

psychological gozl of the project though, it could be argued that

a formal test instrument would be the ultimate result of the probing,

€

unstructured, non-guantifiable individual analyses conducted.

But the project mever proceeded beyond the probing stage.

The Project Consulting Psychologist clainmed that the iimitation of time

and money preyented completion of the work to the point of the formu-

jaticn of standard tests. It was the opimion of the Zvaluation Study

Consulting Psychologist that much more time and effort would be needed

before a meaningful instrument for measuring thke aptitudes and motivation
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of older workers could bz deévice? ‘rom rhe daia celiectzd, arnd that ]
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22 in ormation gather=d was not suificiantly cec=piete &0 ailow fer
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the devolopzeat o7 such za instremenc. As a rzsult the T'isconsin

ITFO T R YT

State Izploymest Service continues o iest clder workers with the
Cenerel Aptitedz Test 3ettzary, zs it <o2s z1%1 mme—ployed clients

-~

regardiess of age,
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The Hilwaukee Project, after 2m initiczl pzeriod of indecision ovar
which goals to Jollow, settled into 2 patiern o = study project racher
thaz 2 action prograa to resmploy older dicpizced wmorkers. Time and
@oney availaeblzs did not permit definite orgemized conclusions fo zhe

study, The study hao
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testing and examinsiion o)
a replacemeat lor the JGeneral Aptitude Tast Batizry to be ussd for job place~
ment apdfor training o” oider workers, The date from the psychological

lenti’ul, 2nd still evailable, but reguive much more

wozk beZore they czn be used as & scurce Zor =stablishment of stand-

ardized tests to zid in the placement o future unemployed older workers.
As woulé be expectad, considering the ncturz and purpose of the

project, interviews oX the clients during the Zvaiuation Study

yieldad no infommation on the effectiveness o value of the Hil-

vaukee Project. ilevertheless the interview data coliected provide

2 useful source oI in-ozmation on the chearacteristics of the older

unemployed in the area znd the relationship betwesn trzining, placenment,

and job opportunities for these older workers.
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D. CVALUATICI OF TAE INTEDVIZET BATA
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Intrecuction: All interviews werc comducted by Jrs. Dori

-

Lincoln, a gradvaie studenl ia Socizi Hor

)
‘*

at =h: Universii
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Jisconsin-iiilwavkee. These intervisws ware conducted during tie peried
Yiay-Cctober 1955, An attecpt was wade to imrerviewy all 122 ciients
studied by the psychological group. OCf these, complete interviews
wvere held vith 70. The remaiander could not be reached or refused to
be questioned, with 15 in the ilatter group.

Ia a2ddition, imtorvices were conducted wich a control grouwp o=
20 unemploysd morkers who did not participate in the project, that
is, tho were nmo: studied by the psychological group. These were
workers over 50 yecars of age, available for interviewiang, Irom a 1list
of 46 upemployed as o Jun2 1, 1964, not included ia the project
client iist since they were not unemplcyed because of plant shuidoen
or relocation.

Thus, since the project clienis received only psycholggical ques-
ricuing and testing, 2nd not coumselirg and guidance, the only two
differcnces betucen the client and control groups were tha: in some
caszs the former ve e recommended for parcicular training programs,

and that among the control group were some who lost their jobs becaunze

-t

" There is no amalysis of ewployer attitudes. All employers were
unaware that any older mutkers they hired had gone through a special
program. Those employ2rs interviewed reporied thzt the performance

of the ciient group was indistinguicshable from that of clder workers

in general. These Ziandings are not surprising. comnsidering the limited
nature of the Hilwaukee Project.




oi inabilicy to perform uscisamed worXk. Despite these differeaces,
the cheracteristics of both greoups were gernerally similar.,

ine rzst of this Report stucies both groups, on the basis of the
interview data,h with a view to finding the clements associated with

age and ecployment problems and to studying the effectiveness o

measures designed to reduce these problems.

i. Personal and Fonily Characteristics

Table 1 presencs the data collacted on perscnal and family
background of the workers inrerviewed. The datz contain few

surprises, Znliowing the genmeral trend for oider, and/or uneczployed

workers.
Table 1.
Personal and Family Characteristics
Sex Race ilarital Status Family Size

Male 62 86/ TWhite 47, 657. Harried &2 58% One 15 217
(i4) (70%) (i5) (75%) (C) (£0%) (6) (307%)
Female 9 177 1tegro 19 267 Single 10 147, Tuc 28 39%
(63 (30%) (5) (257.) Q) G7%) {5) (257)
11.A. 1 1% GCther 1 1% Yidow L OF Three 18 257,
() (307) &%) (207)
H.A. 5 7% Divorced 6 &% Four 5 7%
(7) (35%) (&) (20%)
Separated 10 147 Five 2 3%
(2) A7) (1) %)
Six or L 5%

more

M

Througnout, figures im parentheses represent control group data.
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A high percentage of males zppears im both groups. This cereiy
reflects the tendency for older wo—en to lezve the labor force rather
than cortinue on une—plcyc—ent rolls.

The INegro proporticn of zbout 257 in both client and control groups
is more than double the Hegro pepilaticn or labor force percentage ia
the area, but is only slightly above the national and area ratio of racial
unexploymeant composition.

At first view, considering the age of the respondents, it might
2ppear that an vnusually large number are married, with living spsuses.
an? with other household members. But it should be noted that most subjects
were males, less likely te have deceased spouses than females.

Two important personal characteristics for which data were gathered,
but for which a detailed breakdown is nct available, are age and educa-
tional attainment. All workers were over 50, but the mean zage was &
comparatively young 54 years. %We are dealing., in the main, with ssorkers
relatively far removed from the standard retirement age, that is, for whom
age has not yet loosened their ties to the labor force. Thus the nesd for
these workers is not for some stopgap marginal jcb, but mork that promises
almost as much employment stability as that required by the aversge worker.

The client group averaged zbout 9 years of schooling, slightly higher

than their (typically female) spouses. This is about what would be ex~

pected from an older, mainly unskilled, group.

AR it e A

9. Financial Resources

The finmancial burdens of unemployment can only be lightened by outside
financial resources to substitute for loss of employment income. As might

be éxpected, the group of unemployed older workers in bcth the client and




177

()

-
v

ccntrsl popeleticn, of relatively little treinping end educatien, ¢

s2st history of 1cw earning power, had little reccurse to perscnmal ard

v

‘3 cther piivate sources of funds to help fide thenm over their pecisd cf
3 unexployment.
¢ 3 In the pericd since thair last exploweweat, 21 of the client grov

- and caly 2 of the conirel group supported themselves £rom past savings.
Five and (1) relied on earnings of cther family mecbers. Four and (1)

3 supported themselves frem lozns apg six and (&) frem noan-labor imcome.

Thus, 26 or exactly 530% of the client growp ané {8) or (45%; of the com-
trol grcup depended om private sources of fimamcial assistamce. D
not available on tha extent of their support, but the amount cf this type
v of support was probably not substantial.

; As for mublic assistance znd vnemployment imsurance, 20 or 293

the client group and {8) or {(&57) of the contzol group raceived welfare

- aid, averaging about $25 per wask for both grougs. Of the ciieat grovp

g 2L or 1/3 received unemplioyment imsurance, avecagisg aboun

C'T
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pis

é} #ost of tha other clienis were not =ligibie for this umempioyment insurance.
:i in general, it can be concluded thet financial rescurces were nct

¢§ adequate to sustain these workers during long pericds of unempleyment,

zi wittout reccurse to minimal weifare support.

7, ?

4 !

3. Recent Employment History

(3
Ao

hr

The interview data permit close study of important characteristics

ot
LN

e

X

of the recent work experience of these older workers. In general, as
Table 2 reveals, they were more prone to unemployment then the average,

had a much higher job turnover, and earned relatively iow wages.
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Tehle 2.

Recent Exployment History

Current
Erployment Stztus Jobs since 1961 Hours per ¥Week Heourly ¥ages

Ervioyed &S €87 Zero 4 67, 06-10 1 2% 0-$1 31 70%

(i4) (707) (1){ 5% (8){ET7)
Unemployed 11 15% i 17 249 20-30 3 5% $1-52 13 30%
{ 2)(16%) {2) (107 (&5 (28%7) (&) (337)

3 flot in i1 15% 2 22 307 3[-406 1 20%

iabor force(43(26%) {p) (397) 1) { 7%)

H.A, i 1% 3 17 249 £0-50 36 73%

{(3)(25%) (7) (50%)

A 7 107 GCver 50 &4 8%

{&)(207) (2)(35%3

Over & 5 77 H.A, 4 8%

(2) (16%)

The vsry strong labor market in the area is reflected in the rela-
tively great number of those who were out of work in 1964 who were work-
ing at the time of the interviews, in 1965. At the same time, though,
it should be noted that at 15%, the unemployment rate for the client
grcup was five times the area rate.

There was also a tendency for those who could not find jobs to
“rotrire' from the labor force. Coansidering that they were only in their
early 50°s, this move was probably based more on lack of job opportunities
than on a sincere wish to quit workiag.

The average American worker holds about six jobs duriag his iifetime.
? These workers averaged about three over a five-year pericd. This rapid

turnover reflects the tenuous hold of the unskilled marginal worker on

any particular job.
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Hours worked, as reported, were surprisingly high. The vast
rajority of the 49 ecployed held Ffuil-tizme jobs. MNoting that there
was no check cn the accuracy of responses, perhaps the large puzber in
the %0-50 hour group might have exaggerated actual work hours.

A finer breakdown of hourly wages is not available, vet the broad
data collected on those who responded testify to the low wages of the
group-

An important aspect of employment is the worker's attitude toward
his job. His degree of job satisfaction will partially determine his
effectiveness on the job as well as his attachment to it and tendency

to hold on to it.

in Table 3, certain features of job attitude are presented.

Table 3.

Employment Attitudes

Ciient Control
Source of Job Group Group

Friends and relatives . « » - 37. 75% (9) (647)

Public Employment Service . . 11 227 (&) (28%)

Other - e o o o o =« « =« o o o 1 27, (1) (7%)
keasons for Takinmg Job

Only one available. . . « « » 33 672 (8) (57%)

Result of training e-0 © o » i 2%
N. AO s O e © o O e € e & e 15 307’0 (6) (4370)

Job Satisfaction
Satisfied . o o o o o o « = o 25.51% (&) (28%)
Dissatisfied o « o « « ¢ o » 13 267 () (647%)
UOCErtain o o o o o o o = « « 11 22%2 (1) (7%)
Advancement Expectation
No advancement hopese «..-. » 29 59% (12) (86%)

Expect advancement < o « « o i1 27%
Oncertait o « « » o o « o = o 9 18% 2) (16%)
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The reasons for holdinz one job imstead of znother are bound to
affect the worker's attitude toward his work. Job search for both
groups was not corducted in 2 systematic way, usiang all available
agencies facilitating search and then weighing aiternatives. For both
groups, wost found their jobs through informal information cn openings
provided by friends, relatives, neighbors, etc. The pubiic Employmeat
Service was also a source of jobs, but syptomatic of the limiced efforts
of job search expended by workers without much training in the low-paid
job market, newspapers and private agencies were not used.

Answers to the reasons for holding their current job rather tham
another reflect the haphazard manner of job selection. ‘M;st responded
that their current job was the first one that was svailable after a
period of unemployment, or that it was the oniy job they could find.

Given their limited efforts at job search, these two responses simpiy

represent two forms of the same answer.

(That only 1 worker thought he does his current type of work as a
resulting of training bears no significance to the importance of training.
This question dealt with the mechanism of placement and nct on the
technical requirements of the job held. The Employment Serivce uses
training records in placing workers, and certainly no matter what the
manner of referral, training and experience were important considerations
in the employer's decision to offer workers jobs.)

The question on job satisfaction was purposely general to elicit
responses as to overall impressions rather than to specific reasoms for

attitudes. There was a significant difference between the responses of

PN S S

the client and control groups, with the proportion of satisfied about
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2 to 1 for the forcer grouo and 1 to 2 for the latter. Could it be
that despite the casuval c—ethed of selecting (f£inding) jobs by both
aroups, those who were unccployed in 1964 because of elercents beyond
their coatrol--plant shutdown or relocation--were on average better
trained or more preductive and thus able to find more satisfactery
positions later on?

The data on advancerent expectation support the respomses to the
job satisfaction question. Despite their age, over 207 of the client
group expect to advance on their present jobs. tone of the control
group had any hope for promotion.

For both groups there was a positive relationship between wage
and job satisfaction. Thus there was a tendency for the workers tv be
more satisfied with their jobs the higher their wages. This finding
supports the responses to a question on what was most important aspect
of a job on which the leading respcmse was Yimancial secririty.

The above discussion deals only with the work experience of the
respondents at the time of the interviews. All wevre unemployed 1a June
1964, but many held jobs after that period, othex tkan “heir present
ones or current state of unempioyment. The following material relates
to the work experience of both 3roups since 1961, excluding their current
status.

Table &4 summarizes recent work activity of voth groups. The data

represent composite responses for the period 1961-1556.




tivity, 1961-1965
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Activity tefore Current Status: Cliznt Group Control Group
TOTXING vevreccocccocccns 29 24 7A (10) (50%)
Unemployed ecoeeeceecesess i0 147 (%) (207)
Retired ..ccecccecccccoas 2 317 (&) (207)
Hot in izbor force ...... 2 3%

HoA. tiveeccecccaccaanaac 9 12% (2 {19%)

Reason for leaving last job:

Job e2nded and/or compary

TOVEd ecevececccacoccane 22 767 (2 (%0%)
Laid Off .cececcccccsacaa 1 3%
Didn’t like ©OTK ..ccce.. 6 207% (1) (0%)
Reasons for long periods of unem-
ployment:
Health or handicap ....-. 16 227, (5) (25%)
o job in are2 ...seccces 12 177%
ijo jcb in field cecceccee 6 8%
Discrimination (Race or Age) o 13% (19) (50%)
Lack of skills, trainiag orx
2dUCAEION ceecesceces 5 7% (2) (@10%)
Gther .cecccccccccccccccs 3 &7
Ho RCSPONSE ecececc.oacss 21 28% (3 (15%)

The comparatively large number who considered themselves retired”
when out of work is very interesting. H2re we have supporting evidence
that older workers comprise an important element in “hidden unemployment,”
those workers ad in the labor force when jobs are hard to £ind, but who
would be willing to work were jobs available. Thus, under tight laber
market conditions, as prevailed in Milwaukee during the period of the
study, the tendency would be greater for older workers to seek jobs,

2nd finding jobs for them mere important.
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Responses to the Guesticn on reasons for iess of jobs were not too
ncmercus. But aloost all the respondents from both greoups thought they
lost their jcbs through factors affectiag the cc—pany rather than frem
any shortccmings in their cown work perforcance.

Interesting differences appear in the reasoans the two groups gave
for long pericds of unexzployment. While both groups gave ma2jor import-
ance to health as 2 factor, tite clieat group thought lack of job oppor-
tunities--with arez being more important thanm particular occupational
or industrial field--equally important, but the control group weighted
discrimination as by far the heaviest element in their cut-of-work
condition. This view certainly affects their attitude tcowards their
chances of finding work, and might aiso negatively affect their efforts
to improve their emplovability. Perhaps the comtrol group actually did
suffer more from discrimination than the client group, but it should be
recalled that the clients all were unemployed in 1964 because of plant
shutdown or movement out of the area, while the contrcl group was not
so satisfied that they were out of work for reasons beyond their coantrol.
The implication here is that the client group might, on balance, have
contained more capable workers.

Since health was an important consideraticn in unemployment for

both groups, data on the relationship between health and emplioyadility

warrants attention. Forty-four (61%) of the client group and 17 (85%)

A o)

of the control group reported that health problems prevented them from

working at some time during the period 1961-1966. 1Indications are that

hata ot

é the health problems were real rather than imaginary reasons for explain-

ing inability to find work. Of the 12 members of the client grcup who
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reported that hezith proble=s ncy prevented then freo workiang, 10 said
that physiciaos advised them mot to work; for the control group 5 out ox

7 so reported.

L . Training and Ezplovment

Apart froo special efforts by industry to tailer jobs for older
workers, and improvements in the mechaaisn of job search and placezeat,
the greatest hope for improvimg employzeat opportunities of older workers
lies in training and retraining them for today's imdustrial labor needs.
For the group under study this traiaiag would have to bz financed and
provided publicly. 1Ia the first place, almost mcnu of these older workers have
the finsncial resouvces to provide for their own training. Secondiy,
even if they did, imvestmeat in training yields poor returns to workers
who have only a comparatively few years to tzke advaniage of the skills
they acquire.

Besides financial support, pubiic agenciss can facilitate training
by actively recruiting potential traimees, by chaamneling workers to
training courses best suited to their backgroumd of experience and their
aptitudes--as was attempted for 56 of the clients through psychological
study, and by providing information on the availability of training
opportunities.

In short, the success of any long-rar “e program to reemploy fech-
nologically displaced older workers depends or the effectiveness of
Public training and retraining programs. Information gathered from the
client group gives some indication of the view of oider workers regarding

the value and effectiveness of training.
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Of the 72 inrerviswed in the client grerp, 47 or 65% reported that

they hed taken at isast cne retraining course in the pericd 1581-1956.

L)

W

0 35 or 747 of those who received tra2ining said that th:y were

*H

then
given tests to decide which training course they should tzke. TFable 5
surmarizes the attitudes of the 35 workers towards these tests zpd other

zethods of ¢raining selectien.

Tsbie 5.

orker Appraisal of easures for Placement in Traininl Progrens

Type oi Tests Taken:
1.0Q. 228 Manual Dexterity s.ceescccscsccccess i2 347,
1720831 DEXESTIEY sececcecsccccoscerascesccccce S 26%
General ADTitUGe cececcsvosrcsccccaccccccscces 5 147

IOQ. ....’...........‘........."..‘.."..’.,.
Literacy ...‘....’..........'................

I'IOA. -......O..O".........’."..'..”...’. L X R 4

Tafiuence on Placexzent in Training:

Aided in D1aCERENE ecceccccvsccaccscscccccsoce iz L07
10 IRTIUCHCS2 cevcccccccccccccseccccccssocccce i3 37%
1 Tadicated abilitieS cessccccccscccocecccccece 5 147
‘ DON’E UNOT ceeccecocsccccccccsccccccccasoscne 3 9%

Interviews for Placement in Training:

{"_ Had interviet] ' EYEEXEEXEEEXERERE NN N NN NERRX B BN B N NN N J 29 6273
i:o interViet‘i ................................ 17 3673
m‘-’t Irt-notq ....................’.....Q....... 1 ZZ

kil
L)

infiuvence of Interview on Placement in Training:

1‘:‘0 inf].u&ﬁce 'EEXEXEEENE R XN NN E NN NN IR XN RN N R N] 17 l:'17o
217

217
6%
107

& v o

Aided in ?laCemEnt 'YETEXEEENFNFENRENNENR X N NN NN R NN NN

Aided in course s1eCtionN esececccccscccccscce

Iﬁdicated abilities 00O 00O OSPOGOOOIOEOSOESOOESOOOOOSOOIOSOS

Ww NS O

mn’t knot'f ....'.............................
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Interesting resuits are darived frcoam a2 ccparisoa of these respenses
vith information provided by the Vocvaticonal Scheoi. The School reports
that 211 trainees are given a general aptitude apd dexterity test before
enrollzent in a2 training course. Respenses as to type of test indicate
the majority were aware of these tests, —zaking alicwances for equating
1.Q. tests with aptitude tests.

On thz influence of these tests on placezmeant ia training, the
School reporis that guidance is givea trainees oa the basis of tests aad
interviews, but that selectioa is voluntary. At times, though, the
availability of ¥DTA funds indeces the School to place traiamees in courses
beginning at “hat time. The answer “indicated a2bilities™ to both the
testing a2nd interviewing questica meant that the respondeant was guided
by the tests and imterview intc a particular training program. The large
aumber vho reported that neitker test nor iaterviev infiuenced selection
of training program is difficult tc explain in that the School advised 5
the workers to take particular courses based on these pre-training devices. ?
Perhaps the workers were not aware they were guided on the basis of the .
test and interview. 2

The typical training course ran for 3 months arnd met about 40 hours 2
a week. OFf the 47 who undertook traimirg courses, only 11 dropped out.
0Of these 7 had not missed a class before dropping out, thus indicating
that absenteeism was not ap element in failure to finish the course. 5,
or almost %, of the dropouts left the training program to take a2 job and

3 quit because of poor health. One did not respond and only 2 left because

of dissatisfaction with the program.
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Ail but 3 of the 47 who participated in traiaing prograss reported
that they received finamcial assistance while in trainiang courses, preb-
ably contributing to the very low dropout rate, when 2 who quit to take
paying jcbs are exciuded. It is interestiag to note that while the
group responded that thay averaged about $50 per week, almost as much
as they averaged from job earmings when employed, im supporl from ¥DTA
aliowance, welfare, etc. while in traimiag, 30 claized that this financial
support was noct sufficient. ) 3

Most workers were favorably impressed with the traimiag courses
they took, which for the period of the jnterview had been in building
maintenance, jenitorial services, and sm2ll appliance repair, but their
opinions as tc the beaefits of the course ia getting jobs were mized.
Table 6 summarizes their attitudes toward the training course taken.

n general, ths above <ata indiczte that while the trainees liked
the experience of attending the course; and thought their instructors
were good (Could this also imdicate a reticence to criticize at the
personal level?) they thought they might have profited more from a
different program and felt that their courses were too simple. Other
ccmpiaints along this line referred to the coucses’ being too long and
Tepetitious.

Very significant answers were given to two important questions om
the effectiveness of the courses as aids to getting jobs. ¥hen asked
if retraining aided them in finding employment, 20 said "yes" and 20
“no," the other 7 being uncertzin or not responding. But when asked if
having completed a training program helped them get the particular job

they held, of those responding only 14 said “yes' and 24 ''mo.”

[y




Tzble 6.
Attitudes Tovard Training Course
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9id vou like the course?
Very miCh c.eceeccccenscccccccesccccsccscccscacce
Pretty well ..ceeecececceccccccccccceccsnenccccce
0L TUCH cececccccccccccccccccccscccccsarcoccscsoscs
IOt 2t 211l ,.ceccecccocccccccccccccscescacccccocsos

IIOA. ............................................

Here yeu in the right course for you.l
TS eeccccescccccccsssscsscrrsccccsccscsccccscccss
O cccceccccecscccccrscccccccacccccccvcscsccsccccccss
UNCertain ceececcecccccccscccccscscccccscccsccrcesconce

IQ.A. ..........................................'.

Level of Course:
TGO €ASY ececeneccsccccccccccccccccsccsscccccccccss
UNCErtain cesececccccccecccscccccccccccsccsccccccccce
About TIZhE ceecccccccccccccccccsccccccccscccsccse
TOO haYd csecccccccccescccccccscccccccccccccccsace

II.A. ............................................

Coverage:
TOO NATTOW eccccccccrsccccccsccsccccsscsccscscsosnccaccss
About TIiZht ceeececccccccccccoccscccccccccccccccces
TOO TUCH ccececccccccccoscscscccaccccsccsccsccccccne

I.}.A. .........’..................................

Teacher:
EXCellent ecccecceccccccsccrcsscccccccsccsccsasccace
GOOA ceccecccccscccssccccccccccccscscscacsscciaccss
AVETrage cecececcecccccccccccsotecccccaccceccccocecs
PCOT ceccccccccccccccscscsccccccccsccccsscsscscscccoscse

Iq.AC .......................................‘....

24
10

I

foud

i1
20
12

g

20
16

(9))

16
23

11
25

23%
£37
25%

9%

&37.
347
117
117

2%

3&%
497
15%

2%

237
53%
117%

9%

lfo
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There are two possible explanations to these seening inconsistent k.
responses. 1Ia scze cases, the jcb currently held was not one for which

the worker t:iuined, leading to a megative aanswer to the seconé question,

but stiil zllowing for a2 positive answer to the first in that prior jobs
could have been in the field of the training program. Another reason

for the prepoaderance of negative responses to the second question was

TN ittt .

§ that the workers confused the mechanics of job placement with the .
technical requirements of the job. The Vocational School does not place

workers in jobs, bzt the Empicoyment Servic= uses trainimg records in

placing workers for specific jobs. Thus, perhaps in some cases the

(e

workers were umawa2re that they were placed because of having completed

2 training program. Thev couid only judge, perhaps incorrectly, whether

L rbpes ittt p kg

the job reguired the techanigues and skiils acquired through training.
Further, in some cases even if these skills were not actually required,
their possession was instrumsntal in their being referred and hired.

” For these reasons, there might be a bias toward the workers® under-

estimating the value of training and/or having completed a traiming course

TSeSTY PR

in getting work.

Repeated dissatisfactions with training reflect the strong comdition

of the Milwaukee labor market. »any respondents claim that they could

get.and hold their jobs without traiming. Further, they are discouraged, §
while in training, at the prospect of prepazing for jobs which pay no

mwore than work requiring no truining. | -

These problems arz difficult to overcome unless more of the older

- workers are trained for jobs requiring more skill and responsibility.

;
f
11
1
!
i

Obviously, it is difficult to begin training programs for older workers
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which will take a long tire before skills are lezrned and developed.

Thus it seems that the greatest hope for improving exployability of
older workers in a tight lsbor market iies in retraining, or, m=ore
exactly, modification of skills of older workers. RMost workers were
placed in programs that wouid lead to, at best, semi-skilled work.

This was true even of those whose education and existing skills indicated
that realignment of skills could be made. In short, traiming prograas
could well be designed for equipping older workers, with capability,

into new but similar work to which they had beem previously trained.

In placement, too, the Employmeat Service c2a not oanly fry to
induce employers to hire older workers, but can also advise firms to
adjust job duties to make use of skills of older clieats, when possible.
There does not seem to be much discrimination on the basis of age as
such in the currently stromg labor market, buc firms take a long view of
training; meny older workers could probably have their skills retooled
in a relatively short time, especially if firms would bend job require~

ments somewhat to meet their skills.
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SUMMARY AXND COXCLUSIOXNS

Gerald Somers and Graeme ¥cKechnie

% The four experimental community projects described in this report
are valuable primarily as a demonstration of the special measures reguired
for effective job placement among older workers. Only limited éirect
economic benefits can be reported. However, some 2pprcdaches and tech-
niques are found to be more successful than others, and emphasis is

given to the importance of proper plamning and administration.

A pattern is seen to emerge in the recommendations for improving
the effectiveness of future projects. These recommendations, stemming
from a careful analysis of the experience in each community, represent
a major contribution, and, in themselves, provide a justification for

the experimental and demonstration projects.

I. Coals and Plans.

In each of the communities, initial objectives were either

wholly abandoned or substantially altered. In the original conception,
there was to be a concentration on a specially disadvantaged group,

3 the hard-core unemployed cver 59 years of age; and training, primarily
on the job, was to be accorded a major role in their labor market
rehabilitation. Although there were scme variations among the projects,

there was a general departure from the original target group and from

F the proposed training techniques as the community agencies progressed.
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Even though alrmost all of the workers serveé by the agencies
were over 50 and ome-fourth were over 60, there is scome evidence of

“creaming” in their selection. They appeared to have scormewhnat fewer

disadvantages than the universe of unemployed older workers from which

they were selected, and in many cases, age was their only labor-market
handicap. MNonetheless, most were hard-core unemployed. About ome-
fourth of those studied were non-white. Over one-third had completed
high school, but almost one-half had stopped their formal education in
elementary school. Approximately one~third stated that they had
recently been prevented from working because of health problems.

In Horth Carolina, a controversy over goals amd target groups
developed among the administrative personnel. Amn ofiginal conception
of tracking down potential trainees in the most depressed conditionms
of the rural hills was soon abandoned as impractical, although some
continued to urge this effort. In the end, a more likely group of
trainee prospects was interviewed, and even so, those actually selected
for training were better educated and younger than the average of
those interviewed. Finally, the type of training received was very
limited, not directly related to labor-market opportunities, let alone
the on-the-job requirements of particular employers.

In Baltimore, too, there was a substantial departure from original
goals and targets. The program was initially designed to provide sub-
professional on-the-job training opportunities in community service
agencies. But the azssumptions behind this approach proved to be wrong,

and the project was changed twice. When it became apparent that older
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recruits vere unwilling to accept —enial positions and potentiai public
enployers -sere unwilling tc aceept the low 0JT subsidy-payments, the
efforts were turned from public to private employers, and then away
fron an emphasis on training to simple counselling and job developrment
activities. 1In the prccess, much of the original Experimental and
Denonstration flavor of tne project was lost, greater selectivity devel-
oped, and it dacame =ssentially an effort to find jobs for workers
whose fifty-plus status wzs their only handicap.

The Boston project also moved from am initial plan for placement,
training, and job devzlopment to an aimost exclusive concentratioL on
placemsnt. As in th". other communities, the immediate pressure to

ind jobs and income for the older-worker clients led to a by-passing

Ity

of the time-consuming processes of training. Plans for a careful
research evaluatior were also sidetracked because of the operating
agency's necessary absorption in day-to-day placement activities.
Although recruitment techniques were efficient and wide-ranging, there
was clearly a selective preference for white-collar, better-educated
workers, and in spite of the fifty-plus goals of the program, one-fifth
of those serviced wzre between 45 and 49 years of age.

The stated goals of the Milwaukee program were never fully
approached. <Community agencies, private employers ané vecational edu-
cation institutions were to cooperate in a progrzir of testing as a
prelude to training and placement of hard-core unemployed workers dis-
placed because of plant shutdown c. relocation. Although tests were

administered, they had little relation to any training or job placement

which might have later occurred. The project agency did not jincreasé™
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training or 3cb development activities. Tests preduced no research results.
& pattern ic seen to ecerge in each of the corunities studied--

oce of departure frcn original goals arnd, to scce extent, fronm origipal

target groups. 1In the absence of careful pre-planning and tight disci-
plinary cenirels over objectives, the pressurcs of practical meeds

seen to iead away from c—ore complex, long-range and time-consuning
geals such as traiming, counselliang or research evaluation, to an activ-
ity vith a more irmediate payoff: direct job placement. And there i

a ccastant temptation, under these same pressures, to wove from selec-
tion of the most disadvantaged to concentration on the leasi disadvan-

taged workers in the given age categozry.

The Package of Services

The original conception of the demonstration projects was to
combine a package of services to increase the employment of older workers.
The ccntents cf the package were to be determined by the meeds of the
workers selected in each community project, byt they were thought likely
to include basic education, testing, counselling, training (preferabiy
0JT), job development and jcb placement through employer coatacts. As
has been noted, traimning efforts were gererally abandonmed, especially
on-the-job training. The reasons for this failure cited by the John F.
¥ennedy Center in Boston are also z,plicable to the other commmrities
and are significant for the planning of future projects of this type.
Essentiaily, the characteristics of the selected clients were not suited
to the OJT openings; the beginning wages and the location of the train-
ing slots were mot such as to motivate clder workers; and just as the

oilder workers considered training to be a questionable investment for ;x
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tleoselves, so did poteutial e-plioyers.
In the threz larze cities the iabor market was tight in 1965,
and joos requizing lou-level skiills could be fcund for even disadvzataged

or tetter jobs at higher skill

¥

older workers without extensive training.
ievels, the considerzdle costs of Bringing such workers up o satisfactery
standards through traiaing were felt to be greater than the limited potesn-
tizl 1ife-time strean c¢i senefits.

in the rural area of B.rth Carclipa the training prodlem was of
a2 3ifferent order. Few jobs of any kind ware avzilable loczily, a=d the
oider woriters were not likely to move for ecployment. Inmsisting on carrying
cet initial training plans under these circumstances resulted in such aon-
market oriented courses as cooking and sewing. Courses in basic aduit
edecation were found to be mecessary for a number of the older worker
clients, and they proved to be popular. Basic education might well have
been expanded as ome of the project's major contributions. Literacy traiming
accorded benefits im its owm right, but it was not used as a base for fur-
ther job-oriented training.

Just as disappointing as fhe departure from traiming plans in
these projects was the iimited impact of job-oriented testing and counseling.
unly in Milwaukee was there a2 substantial amount uf testing, and this was
oriented toward experimentation with the testing process rathar than toward
labor-market activity. .hen some of these workers later entered #2074
courses they were ziven the customary G£TB tests rather than any modification
which might have stemmed from the test experimentation. aptituide tests

were given to 2 small group of workers in the korth Carolina project as a
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crelude to their entry into training in the sewing ccurse. 1it vas found
that those tested, zmith limited education arnd abilily., experienced diffi-
culty in Followzing directicns in a zedified test battery. Hers, too,
iittle progress was cade in ada ting comveational tests to the needs of
older worxers.
Skilled coumnselir -~ -—-12d be expected to play a major role in pro-
jects designed to foster &gioyment for disadvantaged older workers. S
is senerally recognized, and substantiated in these czse studies, unemployed
older workers frequently lack the motivation to seck trzimimg and e=ploy-
ment, and they are often unzuare of the requirements and procedures of
job-seeking. Zoployment-oriented counseling faced 2 chzilenging oppor-
tunity in chese prcjects. Unfortunately, this type of councseling seems
to have had relatively small participation in the package of services.
although coumselinz interviews were conducted im the fHlorth Carolina
project, the advice given was primariiy ccncerned with the clients? personal
problems and with information sbout mediczl 2ad community welfare services.
Similarly in interviews with the ronprofessional group in Boston and in
the initial phases of the Baltimore project, counseling tcok the form of.
personal and weifare advice and referral. although counseling of this type
may be a prerequisite to the labor-market rehabilitation of hard-core
unexployed workers, it may contribute liftle to employment success uriess
followed up with advice directed to labor-market preparation and information.
Labor-market oriented counseling in Baltimore was widely used only
in furtherinz the seif-help activities of the relatively skilled Talents

Group. although project officizls there and in Boston felt that they had
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engzged in ccmsideradble ccumseling, realtively few of the workers iadicated
that they hzd received or benefited froz counselinmg. This discreyancy

was osartly a definiticnal preblen, tut im view of the workers' reaction

it can only be assumed that much oi the counseling was ineffective in
guiding workers to enployment opportunities. TLere is evidence that the

limited contribution of coumseiing, in Balticore at leesst, stemmed from the

inexperience of the project staff. 1t is resorted that the effectiveness
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of counseling improved zreztly in the fimal phase of that project. Most
notable in this improvement was an increased awareness of labor-mark-t needs

- = o

and opportunities in relztion to the worker's gualifications and potenti-
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alities. =zn increasing effort was made tc relate the characteristics of
particular clients to the requirements of specific job openings. Thus
counseling was increasinzly meshed with job deveiopment and placement.

It was in their job development activities that the project staffs
in Baltimore and Boston showed the greatest energy and ingenuity. Zven
in tight labor merkets, employers have to be sold cn the hiring of older
workers, and there is an important role for third-party interveantion on
behalf of job-seekers in their effort to make contact with potential jobs.
Job development in Baltimore went through three, increasingly soohisiicated
pkases: first, there was a general job search for primarily unskilled
openings in public and other non-profit community service agencies. .Although
363 job opportunities were developed -only 13 workers were actually placed.
4 somewhat higher placement ratio was achieved when the second phase moved
to general job development in the private business and industrial community,

In the final phase, specific jobs at an increasingly more skilled level
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were seuz .t for individual, better-gualified sppiicants ia private industry.
%vs = 2:-  rojerze~ job development specialist contacted over
200 ic »1 fivms =ither j= .erson or by wmail, explained the vlder Worker
rroject, and soiic.iT. openiags. For the more skilled Tzlents Group,
the JFk Center followed up waat ads through the mail and, by enciosing
resumes and other information, attempted to convince employers of the valuz
of hiring particular older workers to meet their employment needs. This
nailing service was considered to be especially effective and was later
extended tu all applicants.
in spite ci these job develogment activities and the subsequeat
concentration on job placemeat, it cezandt be said that the placement
services of the Bzltimore and Boston projects were notably saccessiul.
(The i#iilwaukee and Klorth Carolina projects were responsible for almost
no job development or placement activities). Even though the counseling,
development and placement functions were carried out with increzzing
sophistication in Baltimore, the relsatively low proportiocm of placements
to developed job opportunities remained essentially the same in the last
tvo phases of the project--an especially disappointing outcone in view of
the growing tightness of the labor macket and the higher caliber of selected
applicants toward the project'’s end. 1In both Baltimore and 2oston, a sub-
stantial number of older applicants who had contacted the project agencies
were self-nlaced, with little or no peasureable aid from the agency. There
is 1little evidence that the self-placed fared less-well in the labor mar-

ket than those who were serviced by the concentratéd job develcgment and

placement activites of the projects. Uf course it may well be that iae
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workers whe benefited freo these services mere hard to place aand that

they sould heve hzd —uch less success without ggency assistance.

—

Employment and Incoze Zifects

The individuzl case studiss contein a great desl of useful infor-
pati = on the employzent and income experience of the older-worker clients
followinz the services obtzained in the community projects. in esch case,
the r .rch investigator has atteapted tc assess the labor-market benefits
of the prograa by comparinmgz ciieats?! experieace with a PYcontrol™ zrouy.
Follow-up data were obtained throuzh extemsive iaterview and maii question-
naire surveys. 1a Buncombe County, ivorth Carlima, the interview data for
the selected trainees were compared with earlier information obtained from
interviews with the larser number applicants for project assistance. 1Ia
tiilwaukee, clients who had participsted in the testing program were compared
with a small number of unemployed older workers who had not been referred
to the project by the Ezmployment 3service because they were not laid
off as & result of plant shutdown or relocation. <Comparisens in Balticore
were made between those who were directly placed on jobs by the project
agency, those who were indirectly placed (clients who found their cwn jobs)
and those who were not placed. oimilarly in Boston the "self-placed" clients
of the JEX Center were compared with those placed by the Ceater.

Unfortunately the "control® groups were not identical with the
study groups in the characteristics of importance for laber-market success,
and so the results of these comparisons could not provide comclusive evidence
concerning the impact of particuler services of the coazmunity projects. The

relatively small samples and the workers' problems of recalling employment
o
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and income experience 3lso prevent a2 conclusive ecoacnic evaluation.

These mechodolegical limitaticas actwithstarding, these carefui
research evaluvations offer little conclasive‘évidence of significant economic
gains in exployzent 6r incone that can be stiributed specifically to the
projects themselves. In Horth Carolina, only four of the 31 trzinees had
jobs related to their traininz, and this is not suvrprising in view of the
fact that the trzinisg courses wezre not job-oriented. There is evidence
that those who enrolled im trainimg were in the least need of training.

#2ay of the hard-core unemployed had beea bypassed. The employment and
incone effects of basic education, ccunseling and other services could
not pe detected.

<ithough almest two-thirds of those tested in the ijilwaukee project
took a governaent-spyonsored iraining ccurse, there is no evidence that the
oroject activity resuited in their enrolment iu the training programs or
that the _roject was responsible for their subsequent labor-market experi-
ence. Thus the follow-up data on the Milwaukee workers offers an interesting
Jdersjeciive on older-worker employment problems and training programs rather
than au evaluation of the klUs community prcject. .lthough the interviewed
workers had improved their employment _Josition relative to their pre-project
status in 1964, those who had not been referred to the project did as well
in employment and income as the project clients. The unemployment rate cf
the client group {15 percent) was still five times the area rate in 1966.

And vith over-two tnirds earning less that 31 per hour, many of them were

at least as well off vhen receiving their training stipends of approximately

3530 per week.
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in 3alticzere, 5% percent of the scajie were acployed when inter-
viewed in the third quarter of 19656, but Indirect flccexents had a slightly
nigher rate (70 percent) than Divect rlzcecents, with a low of 42 gerceat
arong those not pleced. Ho conclusive distiactions were found between the
earaings of those empleyed prior to their curreat status and the ezrnings
of those exployed at the tipe oi the follow-up interview survey. owever,
59 percent of those emploved at the time of interview earned over 3635
per week coagsared yith 42 percent of the earlier esployed group above
this earniangs ievel.

Tioe JFK Center iz Boston >laced 36.1 percent of its applicants
direczly and at the time of the follow-up survey, almost 70 percent <f
the JFi-placed were working full or part-time, compared with almost 75
percent of the self-placed. Less than 40 percent of the JFi-slaced were
still on the JFi job, however. The self-placed were concentrated more in
white-collar jobs, and their mean earnings were $23 per week sbove the
mean for the JFK-placed. . w7ealth of data on occugations and ezrnings and
training for the two groups in Boston are available, but as in the other
comnunities, mo conclusive evidence is established for the specific

eccnomic contribution of the community project.

Attitudes and Evaluations of the Horkers

Tine subjective evaluation on the part of project clients is a
mzjor contribution of the case-study zypraisals of these community projects.
Generalization in this concluding section runs the danger of doing violence
to the detziled tabulstions in the individual rejorts. (n *he wvhole,

however, it can be concluded that the clients were sleased with their
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experience in the projects and with the project stz=ffs, but ia keezing
-sith the objective findings, they wers less certain about the contribution
the projects made to their employcent and incoze.

.uestions designed to appraise a.plicant motivations found variations
with resgect tc coccunities znd interview szmples. The Tost serious reser-
vations regarding esplioyment attitudes were found among the rural group
in morth Carolinz. 2ut here, as elsewhere, there was some evidnece that
motivation for entry into employment-creating projects was closely linked
to the secure prospect of obtziming a deceant job at the end of the road.
Counselling was criticized as not being sufficiently geared to specific
job availability. Training was viewed as less helpful when jobs available

without training paid as well as traiminz-related employment. 3imilarly,

job placement activity was apprais 1 by the workers in terms of tae com-

parative openings they could obtain on their own or through the assistance

3
3
A
3
3
.
3
3
4
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of the regular Employment Service.

o d

i Thus, by and larze, the older worker clients were grateful for the
efforts of the ccmmunity projects, but they adopted a hard-headed apprcach
to the evaluation of project contributions to their welfare. dhether in
the de,ressed area cf Bumcombe County or in the thrivingz metroplitan com-
munities, the workers had to be convinced that their status was enhanced by
project services, beyond the level they themselves could achievz in the
absence of such services. .nd this, after 211, is a legitimate criteria for

any evaluation of mznpower wvolicies.
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sttitudes and Evaluations of Employers

Some evidence on employer reactions to the community projects were
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cobtained in Boltirore and Bostcn as part of the total evaluation. They
are generzlly quite favorable. 1Ia Baltirore, employers who hod requested
informaticn on the project all stated that the services wer2 effective or
satisfactory. BMost of the emplcyer representatives felt that older workezrs
ccopared faverably with other workers; and 88 percent said £ae older workers
could perform the t£ype of work they had been hired %o do.

In Boston, the exmployers were scrmewhat more wmixed in their reaction
to the project and to the desirabilitv of niring older workers. Those who
had not hired applicents referred to them bv tne JFK Center cited sucn
reasons as their Ilcw ievel of aptitutde, stability and physical ability.
In explaining the separation of employees frcom JF¥-placed jobs im their
establishwents, employers cited their physical inability to do the work and
their mental incapability among other reasons. In suggestions for improve=-
ment of the project services, they stressed improved contacts with employers

and better counseling zmd trainizg.

Costs and Benefits

The methodologica- problems which customarily beset cost-benefit
analysis of manpower programs are compounded in the evaluation of the four
community projects.u Although rough, aggregate cost data are available,
in the sense of federal allocation and expenditures in each of tne com-
munity projects, there are serious difficulties in determining per capita
costs. Should these be established on the basis of cost per client contact,

per counseling interview, per direct placement, per indirect or self-

placement? T{’hile some of the clients obtained exteasive services, involving

*These methodological problems are similar to thgge described in detail
in an earlier report prepared for NCOA: G. Somers, Evaluation of Work
Experience and Training of QOlder Horkers, Industrial Relations Research,
Institute, University of Wisconsin, 1967.

] PR
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a substantial zzcunt of perscnpel tire and that of training instructors,
others did little rore than £ill out 2n applicaticn forn. And yet scce
of the casual contacts were placed on jobs or placed themselves, zand scme
of those who received extensive services were not placed. Obviously the
per capita costs rise or £fall depending on the choice ef these alternative
inclusions.

Similarly, there is a problem in determining the appropriate costs to
include. Should prior or ancillary services be imciluded, such as the AZCD
progrzm in Boston which preceded@ 2nd was later incorporated in the JFK
Center? Should the cost of the community agencies' self-assessment im
Raltimore and Boston be included, even though it follewed the fipal place-
ment? Should the costs £ MDTA or OJT training be included (if they could
be determined on an older-wor¥ar-project basis) even though these services
were provided outside of the project agencies' staff? Skould the costs
of the test experimenration in Milwaukee be included even though the results
were not used to aid training or placement?

Alternative per capita cost estimates, based on assumptiorns described
in detail in the individual evaluations were made in Baltimore and Boston.
In Baltimore, the average cost per client “(applicant) is flaced between
$92 znd $120, and the cost per job.placement ranges from $380 if indirect
placements are included to $850 if only direct placements are included. 1In
Boston, depending on the assumptions made concerning inclusion and exclusion,
the estimated cost per client range. ,a $141 to $178; and cost per place-
ment ranged from $213 to $594. In Milwaukee the cost was $122 per person
tested, but substantial additional costs were incurred by other agenci:s for

those who were later assigned to MDTA training.
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Tre determinaticn of the benefits is plagued by even Core itmsurzolnt-
able Qifficulties. Because the research evaluaticn was en after thought,
asppropriate exployment and inccre data records were not meinteined, aad the
serples of imterviewees who provided such data in the follcw-up evaluatich
were selden a ccopletely accurate representation of thre totzl clients served.
¥ore important, the fimencial resources available for each ccrcupity eval-
wation were not sufficient fo permit the acquisition of ccomparable interview
data frem a valid control grcup. Such a group would be similar to the
clients served in each project except that they received nonecof the pro-
ject services. The benefit evaluation must determine what wculd have
happened in the abseace of the progzzm. Such 2 cemparison is especially
jmportant in these studies because the employment picture brightened cco-
siderably between 196G and 1966, 2nd the very tisht labor market achieved
in the large cities by 1966 would permit a favorabie before-after employzment
conparison for most older workers, regariless of their participation in the
community projects.

in Boston and Bzltimore, it was necessary tc ccmpare those directly
placed by the project agency with clients who were indirectly placed, self-
placed or not placed. The personal characteristics of these groups
differed, and since 21l had received scme project services, the ccmparisor
could not provide a measure of bemefits based on a 15 th-and-without project”
comparison. No follow-up data were available for the comparison group in
North Carolina, and the absence of clearly-defined project sarvices as
well as the small control group used in the Milwaukee evaluation renders
any benefit calculation there hazardous.

For these reasons, an effcrt to arrive at a precise cost-benafit
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ratio or other precise zeasures of cest-terefit evaluaticn would b2
fruitless znd mislezding. Ecwever, the data cn costs and tke wage and
ecployment data ccntained in the individuzl reports, whken courled with
subjective client znd ecployer reactions, grovide a basis for general

infereance.

There is no reason to conclude that the Nozth Carolina and MHilwaukee

projects prcduced direct exzployz=ent a2nd inccre benefits for their ciients,

Although the costs of these projects were relativelv small, they were oot
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offset by deconstrable economic grias. The possible bemefits are not pre-

sently measurezble--the satisfactions derived frcm literacy traimiag, the

[ consuzmption benefits of cooking and sewinyg classes, the potential gaims of

ﬁ

expericentation in testing, the possible zwaremess leadiang to future traiming
or employient, derived frem ccntact with the projects.

In Baitimore and Boston the costs were more substantial. A. a result
ofi project services, jobs were probably found for scme disadvantaged oider
workers which might otherwise have rot been forthccming. 3But {or most
of the clients thexe is no evidence that the costs incurred resulted ia
offsetting employment and income gaias, beyond those that might have been
achieved in the absence of the projects,

The basic rationale and the great opportunity of the projects was
the provision of a unique package of labor-matTket services for unemployed
older workers-~services.not available through the Employment Service or
other sources. The subjective evaluetions of clients and employers iadicate
that this opportunity was largely missed. There was some evidence that the
services improved as greater experience was gained toward the end of the

Baltimore and Bostom projects. This bodes well for a continuation of these
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grojects. Eut rost of tie clients covered in these case studies possed
throrzh the prozrarcs teo ecrly to terefit frex the acquired oxperience.
They appreciated the kindress arnd sincere efforis of the project perscesel
but cculd not attritute lobor-Zarket gains to the:e efforts.

Ian part, these results reflect the grave difficulties facing attempts
te finé jubs for disadvantaged workers over 50 years of age. However, other
studies have shcwn that it is rossitle to motivate, coumsel, train, and
place clder workers, giving tkhen econcmic benefits which they would not
otherwise enjoy. And oiher expericental znd demcanstration projects for the
hezrd-core urexpioyed have had more favorable eccacmic resslts. It is
instructive to give further thought to the reasons for the limited economic

tenefits of the older worker -yrojects.

A Retrospective View nf Planning and Admivistraticn

711 of the community research investigators lay the principal draw-
tacks 2t the doorstep of initial planning a2ad project administraticn.

Ia ccoron with many ccomunity action prozrams, there were serious
delays in implemeniing the projects after initial agreement. The delays
were aggravated because in additiocn to the Labor Departmenf contract with
the prime contractor, the KCQOA, there was need to establish or gain the
cooperaticn of a local community agency, aad thers were inevitatle problems
of committee recruitment and coordinz2tion of proposals and plans. The
delays had harmful morale-disturbing effects everywhere, but they were
especially disastrous ia Buncombe County, North Carolina. The causes of
the delays are not easy to pinpoint but they appear to be well distributed

across the three echelons of administration of the projects.
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Plzrs znd goals were not sufficiently theught cut. Further explora-
ticn of the target populaticn and che lzbor-market and corunity pessi-
bilities--perhaps smaller pilot programs--should have preceded the major
contracts. The lack of foresight in the Buncorbe County plan is especially
noticesble. Conflict cver goals developed, and certain gozls were zban-
doned without sufficieat cezuse, largely in response to pressures for
irrediate results. 1Im scze cases, the goals wers never clear.

Cooperation with the Ecployment Service, vocatiocnzl educators, other
ccorunity ageacies, and especizily, employers was not arranged ia advance
or was not maintained throughout the projects. %ithout such cooperation
efforts at job placement of disadvantaged workers have litile hope for
success.

The staff ¢f the cozmunity agenci:s was insufficiently experienced in
handling i®e employment problems of older workers; and the NCOA staff, which
might have provided such expertise, was apparently too limiced to coniribute
much. Only toward the end of the Baltimore and Boston projects was suffi-
cient experience gained to provide effective labor-market services.

The gains to be derived from experience apply to the project adminis-
tration as a wihole. The concept of expert NCOA inierventicn between the
Labor Department and an inexperienced (iw oider worker affairs) communitcy
agency ie a useful one. However, there were separate (MPER coniracts with
NCOA and each of the agencies. This reduced the effectiveness of NCOA control
over direction of the projects. Future arrangements of this type will
undoubtedly benefit from the demonstration effects of the first attempts.
As a result of this experience, HCCA negotiated a contract with OEO so that
the funds for 12 community projects came into NCOA. NCOA then selected the

cormunities and had some say over the direction of the local projects.
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Recc—epdations

The major value of these deconstraticn projects for the traioing end
placezent £ olde~ workers lies not im their direct econcmic benefits. Tie
value lies in the recocrendations derived frcn these initial experiences
for izproved projects in the future. After all, this is what E & D is ail
atout. Detailed reccrmendaticns are contained in the individual reporls.

They can be suzmarized briefly as follcwss

1. Plans andé gozls rust be based on a more careful analysis of the

older worker population and meeds, as well as the izbor-market demand and
possibilities for cocperation in each community. Coals should be clear,
agreed to by all cooperating parties, and adhered to ia the zbseace of
compelling reasons to the contrary.

2. Cooperation a2nd agreement on goals and procedures should be clearl

established with the Employment Service, vocational educators, community
agencies and, especially, employers, before the project is initiated. It
is important to form a committee of empioyers who will help guide the pro
and agree to accept trainmees and job placenents.

3. The ¥COA should play a more active role in providing expertise in
older workers' problems to the community agencies charged with local project
administration. N.C.C.A. would be ir a2 position to have greater control
over the direction of the local project if funds for the community agency
were allocated through ECCA.

&4, Training programs rcquire prior basic education in sore cases, and
larger stipends to both trainees and GJT employers to provide motivation
and incentive. The tyge and duration of training should be geared to

client qualifications and labor-market possibilities.
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5. A rulti-service packeze, including testing, coenselling, basic

education, training, job development, and placezent should be provided;

the package ccmposition for each client being determimed by his peculiar
zeeds and exploycent potentizlities. There is reasen o believe that
training is less attractive to older workers and to their potential employers
than cther components of the package. However, studies have shown that
¥DTA-type training can be econcmically adﬁantageous for many older workers,

and it should not be ruied out in 2 multi-service employmeat Program.




