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INMTRODUCTION

This pioneering conference concerned itself with the iraining and employment problems of
unemployed workers in the 45 to 85 age group.

The problemrs are reflected in the fact that workers over 45 years of age made up 26,9 per
cent of the nnemployed in 1964, 46,2 per cent of the long-term unemployed (out of work aix
months or longer) and anly 10,9 per cent of all trainees under the Manpower Development
and Training Act,

The conference ains were three-fold:

1. To provide a common platform for the most informed
people from many disciplines to focus on this largely
unexplored problem area,

2. To identify successful programs and techniques,

3. 7o identify gaps in knowledge and services and to chart
directions for needed research and action,

Conforence participants represented public and private education, management, labor, the
universities, Experimental and Demonstration projects commissioned by the U, S, Depart-
ment of Labor and the U.8, Office of Education, Federal agencies, State Employment Ser-
vices, State Aging agencies and public and voluntary social agencies,

Recommendations of the workshops were summarized by Mr. Charles E. Odell, conference
chairman and workshops coordinator, at the finzl general session Wednesday, January 19,

In Appendix Il., the workshop recommendations have been brought together with those of the
general session speakers, the panelists and the NCOA project staff, Priorities and respon-
sibility for action have been suggested,

The conference was arranged by the National Council on the Aging under a contraet with the
Labor Department's Office of Manpower Planning, Evaluation and Research, Under this con-
tract, NCOA is sponsor of demonstration projects on older werker training and placement in
six cities and is responsible for communicating its findings, The conference was one medium
for discharge of the latter responsibility,

The planning assistance of Miss Augusta Clawson, Anthony J, Fantaci and Ansel Cleary of
the Department of Labor and George W, Davis of the Department of Health, Education and
Welfare is gratefully acknowledged,

Zot Fales Christman
Editor and Conference Directoy .
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Opéning Cession

{'he opening session was convened at 9:25 a,m., Charles £. Odell,
Conference Chairman and Workshops Coordinator, presiding. Mr. Odell is
oirector of the Older and Fetired Workers Department, United futomobile Work-
ers of Lmerica (AFL~CI)). :Ie is also Chairman of the ad hoc Advisory Com-
mittee, OMPiLR~NCJ3Z Demonstration Project on Iraining and Placement of
Older Workers.

PROC EEDIN GS

MR. OBZ£LL: Good morning.

My name is Chuck 3dell, and you're going to be seeing more of me than you
should in the course of this conference, so I'll try to be very brief in opening it.

I'd like to welcome you here on behalf of the N ational Council on the Aging
and our co-sponsoring government partners in this enterprise, the United States
Department of Labor and the Department of Health, iducation, and Welfare.

This is, in my judgment,, a long overdue opportunity for people to get
together apd share ideas. A lot of people have talked about our subject, but cur
stafi who worked in pulling this conference together tell us that what has been done
of substance has been done in bits and pieces in diverse fields in widely separated
places. N

if'herefore, in a sense, it is the first meeting of its kind on a subject which
is vital at this particular time in the history of our country. It is vital in the
history of our emerging concern with full employment and a national manpower
policy and posture which says, in effect, that it's important to provide employ-
ment opportunities for all those who are willing and able to work.

I would like to stress cur hope that our discussion, in the two and a half
days we will be together, will be concentrated on what the staff calls the "younger
older worker." By that they mean the worker who is not yet eligible for signi-
ficant support under public and voluntary or private pension and social insurance
programs, whose principal problem is one of getting and holding a job because of
age and a variety of circumstances, all familiar to mmany of us who have to do with
what we call age discrimination or age restriction in employment.

|

b
!
i
|
|
j

|

PP O T G Rp U\ SU SO G UL SEUNB Y

e T,




-2 =

When the Manpower Development and Training Act was passed, many of us
assumed we had a bright and shining new tool. We thought 3D TA would make it
possible to overcome substantive objections to hiring of the middle~aged and older
worker on the grounds that he lacked the skill or the training necessary to do the
particular job.

We saw in the Manpower Development and I'raining program an opportunity
to move significantly ahead in overcoming this kind of objection, but we have run
into many problems. And those of you who are confronted with them everyday
can document these problems better than I.

I took the time last night coming in from Detroit to read most of the con-
tents of the October issue of the £mployment Security Review. This issue is
devoied almost exclusively to the older worker.

I would suggest, if copies of that have not been. made available to the

participants and there is some way to do so, we ought to see that it gets into your
hands.

I found it a very useful, a very informative, a very substantive contribution
to updating my thinking in this fiel¢. It is also an important document because it
summarizes in some cetail the findings and recommendations of the Secretary of
Labor's task force on the problem of age discrimination in employment. irhese
were reported to the Congress on July 1, 1955, under a section in the Civil Rights
Act which required such a report and recommendation with regard to the need for
national age discrimination legislation.

It seems to methat we meet at an auspicious time. At least in the labor
market areas whece I function, we are hearing from employers of a growing and
severe shortage of skills and of qualified people.

Last week I had three calls from the Chamber of Commerce in the city of
Detroit asking what I could do to encourage some of our retired members with
skills to come back into the automobile industry, particulariy into the job shops
which are having great difficulty sustaining their labor force.

Many of you are aware that our collectively bargained pension agreements
now make it possible for an auto worker to retire as early as age 55 on a pension
approaching anywhere from 300 tc 400 a month. I shouldn't Say a pension. It
is a combined pension and company supplement. It encourages early retirement,
because it provides. reasonably adequate income. It enables the person to retire
early without being overly concerned about where he will find the money to live on.

In the first three months of that new agreement in the Big Three auto com-
panies and the agricultural implement industry, 10,500 auto workers in the age
group 55 and over have retired. iVhen you consider our estimate that approx-
imately 30,000 workers in the Big Three were eligible, you get some sense of
the numbers who are taking advantage of the opportunity.
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I am told that if all those eligible to retire early in major corporations such
as Ford and Chrysler were actually to do so, the skilled trades, the toolmakers,
the tool designers, the highly skilled worlers in the industry would be greatly
decimated. ‘

I would guess that more have not already taken advantage of early retire~
ment because the industry is working not only at full production but with consider~
able overtime, and there are unreal pressures and incentives for the older .*1lled
workers and the older highly semi-skilled workers to continue on the job.

I'he basic content of this conference is supposed to center on theaestions
of training and retraining of the older workers, and I will just briefly sketch some
of the broad questions we are seeking answers to and emphasize that we are not
here simply to exchange information and to iuform ourselves. We are also here
with a very strong emphasis on making specific recommendations and suggestions
on the basis of which we can move through government and voluntary effort to a
higher degree and a higher level of performance in doing something about this
proklem.

I'he major areas of concern, as Iset them forth in testimony before the

. . . i " ) ;
welect Luabor Sub'comm1ttee of the ‘Iouse Labor aand “ducation Committec which
was concerned with manpower, were:

1. An examination of selection techniques, including adaptation of the
standard tests such as the General Aptitude Test, to avoid screening out all, or
practically all, the older workers in the process of recruitment and selection for
training.

2. iAmphasis on recruiting and motivating techniques d esigned to reassure
the older worker and his family that it is socially and economically feasible for
him to accept retraining.

3. Experimentation with basic education techniques as a preliminary to
skill training.

4. Controlled study and evaluation of factors limiting or enhancing the
mobility of older workers, with regard both to training and to new employment in
a new location upon cqmpletion of training.

5. iixperimentation with training methods and concepts adapted to the
special needs cf older vorkers. iere we hope to hear from Dr. Belbin about
Zuropean and British euperience. Ve believe, and indeed we are hopeful, that
more has been done of an intensive exploratory nature there than in this country
to develop training techniques, methods and programs pariicularly and specifi-
cally adapted to the needs of the older worker.

6. Lxperimentation with the organization of training opportunities for
older volunteers who may become paid part-time or full-time workers following
a period of volunteer service.
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Qur agenda is very crowded, and I am not going to take a great deal of
additional time in outlining the broad di mensions of what we are trying to do.

As a sort of moderator or overseer and summarizer, it will be my pleasant
opportunity and task to meet with workshop discussion leaders and recorders.
This will be for briefing concerning the workshop sessions which will follow each
of these general sessions and to tease from them in written and verbal form an
interpretation of what happened in each workshop, so that I may truly reflect to
the best of my ability the findings, conclusions and recommendations reached in
the workshop sessions.

In our final summary session on Wednesday it is expected that I will make
an overall presentation of what has come out of the workshops, leaving sufficient
time for discussion and feedback so that you may Lecartily disagree with my mis-
interpretation of your conclusions (Laughter). It is hoped we may ultimately
come up with something resembling, if not a consensus, at least a eharing of
views and differences as well as areas of agreement concerning the problem of
training or retraining the older worker, what we can do about it and where we go
from here in centering our attention and our responsibility, both in government
and in the voluntary sector,

Larry Houstoun,:who has worked closely with us on this problem, insisted
that if we did not put heavy emphasis on recommendations and resolutions there
was little point in kolding this conference. I'm inclined to agree with him. I
think we have talked long enough without achieving a great deal in this general.
field. This is cur opportunity, if we have scmething on our minds and some ap-
proach that we would like to see developed and promoted, to bring it to the fore

and to get some attention paid to it at the appropriate levels in government and
in the voluntary sector. P

At this time it is a pleasure for me to introduce a long~time friend and
colleague, Mr. Garson Meyer, who is Precident of the National Council on the
Aging, a retired official in the ilastman Kodak Company and an active worker in

his own community, Rochester, New York, on the problems of middle-aged and
older people, .

He will bring greetings and a bit of his own feelings and experience in’
connection with the problems and the needs of the older person in our society.

Garson hMeyer.

(Applause.)

MR. GARSON MEYER (President, the National Council on the Aging): -
Thank you very much, Chuck. :

Guest speakers, ladies and gentlemen: On this very cold morning I am
pleased to extend a genuinely warm welcome to the distinguished participants in
this conference.
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Asg Ilook over the many faces, I see quite a few who have never attended a
national conference of the National Council on the Aging before, and it may be
helpful, therefore, if I outline something of the background, a thumbnail sketech,
of the National Council on the Aging,

The National Council is a national voluntary agency conducting programs in
all areas of the social, economic and health concerns of elderly persons. Over the
years we have been rather successful in stimulating new approaches to these
problems at the national, State and local levels,

Our primary objectives have been to identify the needs and then, through
demonstration programs, to devise practical means of meeting them,

Let me briefly outline to you a few of the more recently concluded programs
in these areas.

- Ishould say that our support for many of these programs come originally
completely from the Ford Foundation. It now stems from labor, industry, com-~
merce and private foundations, as well as from Federal grants for particular
projects and particular studies,

v’€ recently have concluded a study on protective services and guardian-
ships. This is under a grant of the National Institute of Mental Health. Ve have
also recently completed a project on home-delivered meals, under a grant from
the Public Iealth Service, and we have recently published a well received and
broadly distributed national directory on housing fur the older people.

We have now in progress a study involving the older worker in the local
poverty programs. This ig under a grant of the Office of Economic Oppo. tunity.

The National Council on the Aging is also a pioneer in the Centers program,
and under a recent new grant from the Frederick and Amelia Schimper Foundation,
we are inaugurating a much broader program in this area of Centers for the
elderly. “u

In 'addition to carrying out these practical research and demonstration
programs, we have a broadly experienced and highiy competent staff of con-
sultants in health, in housing, in community planning, in employment and retire-
ment, in retirement Centers, and in many specialized projects for which we have
received special grants.

We also inaintain a well-stocked and comprehensive library. Iurge those
oi you who may wish any particular publications or information regarding the
elderly to use our library facilities. This doesn't have to be done in person., If
you will write to our library, they will be very happy to send you a packet of
information ~- which we hope you will return,

These are some of the areas of our concern,
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a part, This is supported, I surpose most of you know, under a contract between

the Office of Manpower Planning, .valuation and Research and the National Council
c.. the Aging. |

Now, let me briefly outline for you the project of which this conference is

It is an attempt to find new ways to attack the unemployment problems of
the displaced older worker,

The aim of this conference is to try to arrive at recommendations on

policies and programs that will help to remove the roadblocks to older worker
training. .

1am sure most of you ~- in fact; probably all of you -~ are fully familiar
With what these roadblocks really are. They lie in the methods of selection for
training, in a lack of needed supportive services. They lie in the need for basic
education designed for adults, in the need for vocational training adapted to the
too little~known differences in ways adults learn.

£nd, of course, overriding all of *hese is the need to break down employer
resistance to the hiring of older persons,

’ To propose solutions to these roadblocks we have brought together here
| for the next three days -~ and we hope you all stay for three days -~ some of the
F best informed people in government, in industry, in labor and in education. We look
f forward to the contribution that this group will make to this izaportant problem.,

Iiany people have assisted our hardworking staff in bringing this conference
together. As you know, the staff worked under very heavy limitations and diffi-

\ culties because of the strike in New York Zity, They neceded a great deal of help,
| And they received it,

I would like to point out a few who have been particularly helpful, In
singling out these two or three, Iin no way wish to detract fr- our warm and

|
|
|
| grateful appreciation to all those who have participated in bringing this program
| together.

Those who ‘1ave worked on the program planning as consultants to our staff
were Miss Augusta Clawson, Chief of the Project Service Branch of the Gffice of
Manpower Planning, dfvaluation and Research in the Department of Labor; Anthony
J. Fantaci, Chief, Division of Youth dmployment and Guidance Services, U. S.

; Employment Service; George W, Davis, Adult Program Specialist in the Division

‘ of Vocational Aducation, U. S. Qifice of iducation: and Ansel Cleary, Deputy

| Administrator, Bureau of Apprenticeship Training, United States Department of

| Labor. These are only a few of the many,

I am sure you share my hope that when the three days have come and gone

. the program as devised by our staff with the help of others will bring some fruitful
results,

PAFulToxt Provided by ERIC
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V.e are looking not merely for the exchange of ideas but, rather, for some
definiti.¢ recommendations, %/ e hope that these will be developed,
Thank you very much.

(Applause, )

MR. ODZLL: Thank you, Garson. | |

It is now my pleasure to introduce a friend and working colleague., Wiy |
most recent opportunity to work with him was as a member of the Task Force on
Problems of the Aged Poor which was appeinted by Sargent Shriver in March and *
which submitted its report to the Office of “conomic Opportunity in August.

Dr. Curtis Aller is serving as Director of the Office of Mianpower Flanning,
Zvaluation and Research, formerly known as OMAT, and Ifind that a little easier
to inanage than "OMPZER." Of course, OMPER is located in the U, S, Department
of Labor.

Dr. Aller is on leave froim San F'rancisco State College. IIe is also
currently serving as chairman of the Ctate Social ‘Velfare Board in Zalifornia,
having been a member of the Board since 1962,

sJe is past chairman oi the iconomics Department at San Francisco State
College, on leave of absence in 1963 and 1964 in order to serve as staff director
of the ilolland Committee, which is the subcommittee on manpower of the House
Labor and &ducation Committee, I believe the official title is the Select Sub-
committee on Labor of the Committee on Zducation and Labor, out of which, of
course, developed the I.anpower Development and Training Acts of 1962 and 1963,

Dre Aller has been a consultant on manpower and employment questions for
the U. S, Department of Labor and the U, 5, Department of Health, fducation,
and “Velfare and the Office of idconomic Opportunity. In addition, he has been
chairman ~f the nine-county Bay Area Advisory Committee on Manpower Develop-
ment for e Ctate Zmployment Service in California, Dr, Aller was a Rhodes
scholar in 1948 to 1950, iie holds a 3. /A. degree from the University of Vashing-
ton, a .Ph, D, from Harvard and a Bachelor of Literature from Oxford in E£ngland,

It is 1y pleasure {o introduce Dra. Aller, who will in a sense keynote the
conference. He comes well prepared, because he returned Saturday from a visit
to Scandinavian countries to look at their manpower development and training pro-
grams and I believe escorted members of the Select Subcommittee of the House
Labor and iducation Committee on that visit.

It is a great pleasure to welcome Dr, Curtis Aller.

(Applause.)
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DX. CURTIS ALLER (Director, Office of hianpower Planning, Zvaluation
and Research, United States Department of Labor): Thank you, Chuck.

Mr. Meyer, ladies and gentlemen: Icame home on Saturday because 1
found after traveling so far from iVashington, D, C. that I really needed an extra
day to catch up on my metabolic rate and other things,

Let me move directly to the text of my comments,

I will hegin by suggesting that I like to believe that there is an unspoken, |
common assumption, which I don't find listed on the formal program, that brings |
so many of us together in a meeting of this kind. |

Put most simply, I would say we are here because we have a commitment’
to completing some of the unfinished tasks of our continuing American Revolution, -

©ach of us has his private formulation, and it would be hard to improve on
Thomas Jefferson's phrasing. Iiost certainly, however, at the core will be found
the belief that each individual should huve every opportunity for his fullest devel-
opment. It is this belief that provides the moral fervor of the civil righis
revolution. It provides, too, the central philosophic thrust of the War on Poverty
program.

And Iwould argue that it was the moving force in the Xeynesian revolution
in economics in the United States, It was technically important to demonstrate
 that in both the short and long rurz we would all be better off with full eriployment,
but it remains true that we might have chosen to pursue this course even at the
cost of some economic losses. In a world where work plays such a central role in
the full development of the individual, we could not have long taken the position
that some are deserving of work while others are not, |

for over 20 years economists have argued that each of us could share in
the American dream. The knowledge and the tools, we contended, were available,
Vhat was lacking was the political decision,

This' came with the elections of 1960 and 1964, and we have as a conse~
quence been using the fiscal and monetary tools of modern government imagina-
tively and aggressively,

1The record is an impressive one., %7e are now in the 58th month of one of
the longest periods of economic expansion in our history. Our current unemploy-
ment level of 4,1 per cent came far sooner I must admit than I thought possible.
This is almost a full per cent lower than in December 1964 and a point and a half
lower than in December 19¢3,

This is even more remarkable when we note that our civilian labor force is

rapidiy climbing over the 75 million mark, up more than a million and a half from
a year ago,
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It now becomes rezlistic to begin to talk of shifting our interim target goal J
of 4 per cent unemployment toward the full employment levcl of 3 per cent,

Moreover, it should be remembered that our achievements on the em-—
ployment froit have come without impairing our other econemic goals such as

stable prices, righting the balance of payments problem, =znd raising the rate of
economic growth.

Now, impressive as this record has been, it becomes appropriate to ask
whether all groups have benefited equally from the improved employment situation
and the availapility of more jobs which have come with economic expansion.

Let me just note very briefly more of the recent figures.

First, full-time unemployment was down to 3.5 per cent, That is, only
3.5 per cent of all those seeking fv” -time work were unemployed,

The rate for all men over 25 was 2,5 per cent, and for all married men it
fell below 2 per cent, actually 1.8,

Although the rate for teen~agers and Megroes still remained unacceptably
high, they too have shared in the improvement, the December rate of 13,1 for
teen-agers being 2,6 per cent hetter than the 1964 rate, Also, the non-white rate
of 7,3 is about 1. 6 better than a year ago.

More significant is the fact that long~term unemployment has been cut from
l. 4 million in December 1964 to 600, 000; and those with 26 weeks of unemploy~-
ment or more were cut from 390, 000 to 270, 000,

Mow, although older workers are not singled out in our monthly figures,
some data furnished by recent Bureau of Labor Statistics studies of long~term A
unemployment tend to indicate that they too are benefiting from the greater avail-~ ”
ability of jobs. ‘“7hereas in 1557 men 45 years of age and over constituted one~third |
of the long~term unemployed -- that is, 15 weeks or more -~ in 1965 this group
accounted for only one-guarter of a much smaller group. Like the rates for
Negroes and teen-agers, this is still unacceptably high, and it gives us no room
for complacency, 5

Let me just insert here that, as we move to a full employment economy,
conceivably, our objectives should be well beyond the aggregate figure of a 3 per
cent level of unemployment and in the direction of reducing the unemployment level
of all groups in all areas of the country as close to the 3 per cent target as is
achievable,

INow, in this connection, older workers can be looked at in two ways. One
is as an untapped resource. Mr, Odell kas already mentioned one example of a
tendency to look at older workers this way. The other is as a problem group.
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Ls a disadvantaged group, they have not had so serious nor so explosive a
problem as has been the unemployment record for the Negro and the tecii-ager in
recent years., Iioreover, because of their seniority in work <xperisncc, they
are'normally among the last to lose their jobs, although when they do so they
are, by virtue of seniority and other protections, often handicapped in finding
alternative jobs.

As a resource, they range higher on our list, for they have long ycars of
experience, with the resultant work discipline and Gesire to work., 'Thus, the
tightening of the labor :narket and the shortage of manpower in certain areas
present live opportunities for older unemployed workers today, opportunities
which can be made more real and brought closer through training.

This point deserves some special emphasis, and I would like to remind you
of kir, Odell's opening remarks., Zconomists have thought that one of the im~
portant roles of manpower training as a specialized activity of government ought
to be its contribution to our ability to reduce unemployment totals below those we
could achieve by fiscal means alone without triggering inflationary forces. 1ith
- a flexible program that could provide trained manpower to relieve skill shortages
or other manpower shortages, we could, it was thought, reduce pressures on the
wage structure,

Now we are very rapidly entering this kind of terrain. iZmployers and
others are beginning to comment upon the existence of skill shortages, md voices
are already being raised to the effect that we ought now to pull back from our
general expansion efforts, because if we do not we are likely to begin fo gen-
erate a sizable inflationary response,

I would like to suggest that before we accept this counsel of despair too
readily, we ought to test our ability to use manpower training us a selective de-
vice to reduce skill shortages.,

In other words, for the technicians I might say that we don't know the
precise location and shape of the Phillips curve for the American economy nor
whether it can be shifted,

It is the intention of the Departmeént of Labor to embark upon this kind of
effort during the coming year. iVe would expect that the older unemployed worker
will be one of our readily adaptable resources that will permit us to do this kind
of a manpower training program with success. :

S0 far [ have talked in very general terms, Let me turn now to four
specific areas of policy development and needs that may ke of interest to you.

The first concerns our manpower programs. Here there are two develop-
~ments worth noting.

we will shortly be issuing plans and instructions that wilil provide for the
development of State manpower training programs, or plans, for the coming fis-
cal year, It is our iniention as we do so to set out priorities for the States to
follow, thereby avoiding the stop and start and z1so the opportunistic operation of
much of our previous manpower training efforts,. .
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In a sense what we will be trying to do is to pick out the disadvantaged |

\' sectors of the manpower population and to make it incumbent upon the States to

utilize Manpower I'raining funds and other resources so as to work upon the hard-
est-core sections of oyr unemployed manpower resources,

This will mean that we will come closer than we have up to now in providing
a fair share of our manpower training effort for the older portion of the popula~
tion, as well as for other disadvantaged groups. | f

Now, somewhat earlier I gave you some statistics about our current unem-
ployment total, I didn't go further for I think two acceptable r casons.

First of all, I can assume that our statistical record is on the whole
familiar to most of you and, if not, that the figures are readily available,

More importantly, however, Ididn't want to over~emphasize a statistical
analysis of our manpower problems and potentials, There is a tendency to
believe that if we have analyzed our problems in terms of hard statistics that we
have gone a long way, perhaps all the way, toward a solution. However, I would
suggest that the statistical array or analysis that can be provided is useful only
insofar as it indicates the magnitude of the probleins we face and suggests certain
kinds of pric+icy.

With this in mind, we have begun in Chicago and in certain other cities,
following a speech by the Secretary of Labor last fall, to look beyond the statistics
and at the individuals who make up the statistical array of the unemployed.

It is our intention to erperireent -~ and if it works successfully to spread ‘E:
this widely -- with an inventory of all of the unemployed that exist in particular
areas, and then to follow with individualized analysis of the individual unera~
ploved and to develop individualized programs tkat can include training and place-
ment and supportive services generally, so that we can begin to move them in the
direction of permanent and satisfactory employment.

Now, I emphasize this because those of you who have been following the
progress reports of the MTJA projects may have noticed in the Baltimore project,
as I did, that they have already discovered the need for this kind of what we call
180 degree shift in Manpower Training activities.,

That is, instead of beginning with the unfilled jobs and establishing a
project and a curriculum and then going out and trying to find the unemployed, to
try to discover what kinds of training and other supportive services are necessary
so that we can move them as far as they are able to go in the direction of viable
employment and fit thera into the constellation of job opportunities that may exist
in labor markets around the country.

Now, second, let me talk very briefly about the recognition that is be-
coming more and more widespread of the role that the Eimployment Service can
and should be playing as the main operating agency for a variety of our manpower
programs,

ERIC
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iiere I would like to call attention to a possible analogy between my earlier
comments about the conviction of economists that we have the tools and knowledge
that would permit us to work in the direction of full employment through aggregate
fiscal and monetary policy, and the similar recognition that specialists have of
the ability of the Employment Service to carry out a wide array of manpower pro~
grams that are geared to the present~day economy.

Ve have the knowledge. “We have the skilled people, or we can create them,
We can engage in the specialized activities which are needed to move the unem-~
ployed into employment opportunities, Nevertheless » We have not made the po~
. 1itical decisions to provide the Employment Service with the functions or state~

~ment of functions, with the resources and tools, that it would need to carry out
this kind of activity.

As a footnote, let me just remind you that the Employment Service is
operating under one of the earliest New Deal piznes of legislation, the Wagner-
Peyser Act, which was passed in 1933, and the:;® has been very listle effort on
the part of Congress or others to try to revita i w4 least the Congressional or
Zxecutive understanding of the role and functions <f the Employment Service for
-;.an economy of the '60's, a manifestly different < ;-my from that of the '30's,

With this in mind, Secretary of Labor Wirtz appointed a task force chaired
by Professor Schultz of the University of Chicago, late in September, and gave
them a free hand to look at sll of the activities of the Zmployment Service, the
present Congressional mandate, their administrative operations, and asked that

.. they come back with a report on what should be done to modernize this particular
service,

Now, this task force worked very hard, Frequently they were in for two

or three days a week, They did an exhaustive joh,  And a fascinating result
occurs, 4

~Although the membership was drawn from a wide variety of backgrounds ~-

employers, labor, religious, civil rights movement, and so on -~ they came out
with a unanimous report,

, As a consequence, I think we are now in a position to ask Congress to

provide the Employment Service with a modern-day charter, provide it with the
resources that would enable it to carry out the functions that might be provided
in that charter, and permit it to begin to acquire the kind of skilled personnel
Whica it will need to carry on a wide range of activities,

Now, earlier I noted that we know what can be done, And pairt of our dis~
covery of whut can he done can be traced to the experimental activities of the
glation:lll &ou&ci}‘ on the Aging, operating under ;1 grant from OMAT, as it was

en c s to the ongoing activities of the Employment Service and to other foun™
dation and governmenga.}ly supported agtivities, d ‘ |

*
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It is therefore important, as we move into a period when we may be able to
create a viable, far-ranging manpower agency within the LZmployment Service, that
we begin to get the findings of the NCOL projects and of conferences such as this |
put in such form that they can be readily applied or adapted to a revitalized smploy-
ment Service. |

Third, let me refer very briefly to the Odell task force which was working
with the Office of .iconomic Opportunity, because I think what emerged out of the
discussions of this task force was a recognition that we needed to create a reserve
system of job opportunities that in a sense could be used as a substitute for what
Iiarx used to call the "reserve army of the unemployed. " ;

That is, for particular groups ~~ and the older worker provides a most
urgent kind of 'an example ~~ we ought to have a vehicle that could provide incoms,
some'training, and an opportunity to acquire new skills that would enable people to
move, subsequently, into expanding private-sector employment.

This becomes of strategic importance to consider at the moment, as we are

on the verge, with the Medicare program, of a sizable expansion of the health
industry. '

Lioreover, this is an industry which in all respects has been persistently
short of manpower,

" Therefore, there was contained in the report of this task force, among other |
things, a suggestion that we might begin to create a Senior Tealth corps, or a {
similar operation, building in many respects upon the model of the Meighborhood
Youth Corps, which could be utilized to provide a fluctuating volume of substitute ‘
job opportunities for the older employable workers who could not oiherwise be ab-

sorpbed within the private sector or be put through established Manpower Training
programs,

As a start we suggested that this ought to be on the order of 50,000 qr per-
haps 100,000 jobs a year.

It could be designed so that it could be flexible, with the number of oppor-
tunities expanding as the unemplcyment total might increase and declining as
private sector jobs expand,

Fourth, let me close by suggesting that we ouglit always to look ahead to
where we may be 20 years from now.

Ve are presently building a sociaty -~ and I have suggested all the way
through that we perhaps are close to success -~ where older persons as well as
others will have available permanent, full-time, satisfying job opportunities for
the duration of their working lives,

Ve have also bheen building a system of income supports through Social
Security and by private activities so that those who reach the end of their working
lives will not have to suffer in income terms,
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Now, we are a long way from 'completion of that program, but presumably
within the next 10, 15 or 20 years we will achieve suitable levels,

As we do this, we provide, then, for the older person two sharp choices. I
describe it as a radical shift from a work world to a non-work world.

I would like to suggest that we begin now to experimen?* in developing more
choices for the older person so that we can thereby enlarge freedom, so there will
be more roles that the older person can play other than the simple role of work or
non-work.

Hlere let me offer one concrete possibility that organizations such as this
might consider, and that is the adaptation of our manpower training eifforts, on an
experimental basis, to see if additional new roles could be developed for those who
are no longer interested in working on a full~time basis and are not presently in~
terested in moving totally into a non~work situation,

hire Odell referred briefly to one of the possibilities in this area, and that
is the development of volunteer activities, of substitute work-like activities that
would provide a meaningful existence for the older person as he moves into that
"never-never land" between work and non-work, |

I thank you.
(Applause,)

R. ODELL: Thank you very much, C‘urt, for a very effective presentation
of background facts and hopeful indications of prospects for future development,

Our ne:x . speaker has had 19 years of service in the design, development

' and management of personnel development programs for industry md more recent-
ly for government,

He is presently Project Supervisor for the Systems Design Division of
Basic Systems Inc., an educational subsidiary of the Xerox Corporation,

As manager of training services for the Inforination and Training Services
Division of Mc Graw-Hill, he planned and directed professional staff activities in
proposal preparation, program and systems design and. contract performance for
major industrial and governmental clients,

"""At the International Correspendence Schools he organized and directed
Employee Development Services, a Division which marketed, designed, developed
and serviced training programs for many industrial clients.

As Director of Program Development for the Human Engineering Institute
in Cleveland, Mr, Ulrich was responsible for the development of technical and
supervisory training programns offered at five training centers at Republic Steel.
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ILire Ulrich acquired experience in educational research as Director of
HEducational Research at International Correspondence School in Scranton, Pennsyl~
vania,

£ recent study which he completed for the U, S. Office of .iducation resulted
in an official publication entitled “iducationally Deficient Adults: Their iducation
and Training Needs. " : ,

He helds a B. A4 in idducation and has completed graduate work in Zducation
at the University of Scranton,

He will speak to us this morning on "A Training Model for the Jobless
Adult, v

Mr. Ulrich,

- ﬂP.':i.?.. JLEICT (Project Supervisor for the Cystems Design Tivision of
Sasic Bystems Inc.): Thank you, Mr. Juoll.

dvery society has groups that are not satisfactorily reached by its education-

al institutions -~ the mentally retarded, the gifted, the migrant worker, the im-

migrant, the adult illiterate, the school dropout, the displaced worker, the aging.
These special groups have .ot been able to profit much from our society's main

educational and training instifutions, They have either been rejected by, or have
themselves rejected our traditional educational systeia, The primary reason for
this rejection often lies in the fact that it is these special groups which have most
often experieaced failure within our traditional system. It is unlikely, therefore,
that they will ever experience success in counterparts of these same institutions.

v/e cannot depend, it seems, on our existing patterns of formal education
and training to meet the needs of these special groups, because we know that con-
ventional approaches to their training will not work, 'rhis is why we have estab-
lished national training programs. And this is why the National Council on the
Aging is today concerned with manpower training for one of these special groups --
the jobless aging.

Now if traditional education and training approaches will not work for these
special groups such as the aging, then liow do we approach the problem of helping
them to prepare for satisfying personal, economiec, and social roles in our modern
society ? Because the problems of the jobless aging are complex, the solution
will have to be comprzhensive, But do we have such a comprehensive solution ?
The answer is that we do have a solution and we are rapidly learning how to apply
ite e call it the systems approach, ~Ve will consider the systems approach and
its application to the problem coraplex of the aging unemployed. 3ut first a bit cf
explanation,
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For some few years, a not-so-quiet rcvolution has been taking place ia one
field of human knowledge that embraces a large area linking the physical and the
social sciences. Ve call this area the behavioral sciences. New research in the
behavioral sciences has thrown much light on our ideas of how people learn an?
how they use what they learn. As a result, our concepts of learning are under:-
going significant changes ~~ and these changes are revealing to us new patterns’
and systems of learning that we were hardly aware of just a short five years ago.

T'he most important effect of these new learning systemc is that they are
changing, in very basic ways, the nature of our manpower training. *We have come
to realize thai in a society in which change itself is changing, manpower training f
must prepare trainees for dynamic, fluid situations instead of sfatic, unchanging |
ones. As manpower training administrators, we think of training and education as |
a process in which many variables interact. Ve no longer live in a world in which
doing "A' produces "B" in linear sequence. Yet that is how we have always |
trained peopie. The training administrator who thinks of training as a process |
and not just as a series of continuous, sometimes unrelated, steps has a com~ i
pletely different way of sizing up problems. He will look at his manpower train- 3;’ |
ing problems as a set of many elements, each of which interacts with all the |
others. If he applies this kind of process thinking to his manpower training, he
ic using a systems approach. And he-will quickly see that a total systems ap,:roach
to training goes far beyond the time-space houndaries of conventinnal education
and training. Instead, it reaches out to embrace ihe personal, the social, the
economic, the emotional -- in fact, the total needs of his trainees. So the sys- : zf
tems approach is revolutionizing the technology of manpower developimnent. |

It is fortunate that thisrevolution comes at a time when we need it most.
Ve need right here and now an adequate sysiem for attacking our iraining and edu-
cation problems on national, regional and community levels. .ew Federal, State
and local training problems are taxing to the utmost our ability to design the
kinds of programs thatwill educate, train, retrain and update the millions of
people not reached by our traditional institutions, but who are entitled to satis~-
factory roles in our society and our economy. '

It is in the light of a systems approach that we are addressing ourselves to ;
the problems of the unemployed, aging American man and woman. ivhile unem- !
ployment is the focal point of their problem, there are many other factors under-
lying the job problem. . :

We shall concentrate on the problem complex of those millions of aging,
jobless perscens who are most severely affected by their inability to seek, to get,
and to hold gainful employment. If we can help these persons through a systems
approach to manpower development, we surely ought to be able to help those more
fortunate-aging who are less severely affected. So we concentrate on the most
difficult group -~ the jobless aging.

EKC
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What essentially is the problem of these aging undereducated, unemployed
Americans ? First of all, they are unemployed for many reasons. Advancing tech-
nology has made their limited skills obsolete. Lack of marketabie job.skills or
education does not permit them to compete successfully in the labhor market vith
the better~educated. In an economy in which even low-skilled job opportunities
are diminishing, they are cut off from the most promising skilled and semi~skilled
jobs by the barriers of their own deficiencies. Prejudices against their age or
race have further narrowed job opportuniiies for them. ismployers understandably
select only the better-educated workers to fill even those jobs with low skill re~
quirements. =Zven training opportunities for this group of aging are limited, as
some of our statistics have shown. Today, to be over 45 or to be underedycated
is almost un-4American in the opinion of our middle class society.

But only part of the problem lies in the economic and social factors that
are beyond personal control. The total problem is much more far-reaching. It
involves a complex of social, personal, educational, occupational, motivational,
family and community factors. [Ihe weight of this problem complex has frequently
destroyed any desire by special groups to develop themselves. They have become
conditioned to failure, because they have so seldom experienced success. Because
our existing institutions do not reach them, the solutions to their problems call
for newer, bolder patterns and directions. The solutions will demand approaches
that will meet their total needs in many ways: in adult education, in job skills
training, in occupational counseling, in adult-oriented program materials, media,
and techniques of instruction, in techniques of recruitment, in job placement, in
follow—cn training and education, in unprecedented coordination of the resources
of government, education, industry and labor at all levels. These are the com=-
ponents of a systems approach designed to prepare undereducated, untrained,
jobless adults for a personally satisfying role in our economy and our society.
Moreover, if we think of training as a process, we must thenrealize that all of
these system elements must interact one with the other, in a very dynamic way.

All of this must appear somewhat academic at this point, especially when
we think about the specific training problems waiting for us at home. How do we
bring the systems approach down to earth? X we try to do it from the behavioral
Scientist's point of view, we will become too deeply involved in theories of pre~
task analysis, task analysis and behavioral analysis, program design and evalua-
tion. 56 at the risk of disappointing the behavioral analysts, we will take a
pragmatic approach by highlighting a study of programs for edicationally de~
ficient adults that was made recently. From this study, there emerged a model
which, I bélieve, may have some practical applications in designing systems
approaches to the training and education of the johless aging.

The study I refer to was a survey made in 1964 of a number of MDTA and
public school demonstration programs designed to reach persons whom we referred
to at that time as educationally deficient adults.
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This study was a cooperative effort between Iic Graw~!ill and the Zivision
of Technical and Vocational Education of the United States Office of cducation.
Both organizations provided research staff. Our objectives were: 1) to study a
number of representative education and training programs for undereducated adulis
2) to design, if possible, a total plan or a model system for meeting the needs of
those adulis, based on our findings. In general, we succeeded in achieving both
objectives. >7e went into the study thinking that we would concentrate on the purely
education and tiraining aspects of the demonstration programs. 3ut we came out
of the study with a vastly enlarged perspective of the comprehensive nature and the
interrelatedness of the problems of undereducated, unskilled adults. In some ways,
the research team went through waat many prograin administrators either have
experienced or will experience in designing and developing programs for these
adults, It would be well worth while to review some of the team's findings and
recommendations to see what light they may cast on the design of special adult
programs,

We started out by defining what an educationally deficient person is. We
identified him as an adult who has the potential mentality and the physical capa~-
bilities to become employable byt is currently unemployed, underemployed o~
. working at considerably less than his potential because his present mastery of
’ fundamental literacy and social skills does not enable him to benefit from job
| training for occupations available in his locale. In other words, the programs we
studied were intended for those persons for whom training opportunities were
closed because they did not have the necessary literacy skills to enable them to
profit from the usual job training. Witheut training, they could not qualify for
existing johs.

There weren't many programs at that time for these adulis, but we studied
the ones we found -- mostly demonstration programs, While each of the programs
had distinetive elements which were not found in the others, none of them was
really a complete system, Ii was only later, when the field work had been com-
pleted, that we were able to construct a model system including the best elements
of all the programs we studied, Now let's turn to some of the most significant
findings which came out of our study.

2ducation of the Trainees. We found quite a discrepancy between the years of
gchool completed by the trainees and their actual educational achievement. For
example, in one program in iVashington, D. T,, the average grade level com-
pleted by the trainees was 4.6 years but the average reading level was only grade
1l.4. Again, in a retraining program for poor Negroes in Norfolk, "it was'not un -
common to find large numb ers of persons who perform at levels of achievement
which are two and sometimes three grade 1.vels beneath the grade completed in
school. "

It seems clear, therefore, that a sharp d.sparity exisis between completed
years of school and actual literacy level. This s..ould not seem too surprising fox
adults who have been long out of school and have made little use in the intervening
years of the limited literacy skills they had acquired in school. But it indicated to
us that the basic education components of our model system and evea the occupa-
tional training components should be organized on several -- perhaps three --
ability levels, with programimatericls and instructional :nethocs ddzpted £o each
ability grouping. |
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Employability of the Trainees, Nost program administrators rated the employ-
ability of the trainees as '"low to average." At first we took that to mean that the
trainees were mentally or physically incapable of getting and holding jobs. But
we soon learned that what administrators meant by low employability did not refer
to the trainees' native ability but rather to the lack or scarcity of local job oppor-
tunities.

Motivation and ALittitudes of the Trainees, There was practically unanimous agree-
ment among program directors that the initial motivation of undereducated adults
was pitifully low, If there was any single dominant characteristic which all trainees
seemed %o have in common, it was this one of low initial motivation. It was in'this
characteristic that previous experiences with failure and the compiex of social,
educational, economic and emotional problems culminated to inhibit the ability of
these adults to take the necessary steps to help themselves, Some administrators
considered the motivation problem to be an even greater barrier to training and
-job placement than the lack of education aad job skills.

This characteristically low level of motivation among disadvantaged adults
manifested i. elf in a number of ways, In recruiting trainees among migrant
workers in Arizona for one program, it was necessary to contact 900 families in
order o enroll 75 adult trainees, In Ncrfolk, the Virginia State College mounted
a massive preliminary campaign to retrain undereducated Negroes and found that -
they almost automatically rejected the chance for training, In Washington, D, C.,
a program director reported that "trainees in the MDTA Service and liaintenance
Program came from a long background of failure involving crowded housing, lack
of employment, and no money. In the early stages of the program, the biggest
problem is developing confidence in the trainees that they do belong and that this
program is for them,"

It became clear to us that the problem of initial trainee motivation was not
only one of the greatest problems to be overcome, but one that was possibly the
least understood, We therefore included in our model system a strong recruit-
ment, referra’ and pre~-program counseling component,

Getting trainees into basic education and skills training programs was a
problem, as we found. But holding them in the programs long enough to qualify
them for emplovment was almost as tough a problem. All of the programs we sur-
veyed offered excellent basic education and job -raining, but simply providing
education and training for six hours a day did not nearly meet the total needs of the
trainees. There were other purely human factors that had to be dealt with before
the training could even begin o0r hope to continue, Prrgram directors took some
ingenicus but necessary steps to. eliminate as many roadblocks to training as they
zoulde In Arizona, a house was se¢t aside to care for the small children of the
trainees. 4 clothing exchange was established for those who wished to exchange
their worn clothing for better garments. Arrangements were made for correction
of such impediments to learning as sight and hearing defects., Thev even provided
toothhbrushes, toothpaste, razors, and shower facilities, as well as outdoor recrea-
tion facilities. Great care was exercised by administrators to see that'subsistence
checks got to the trainees on tirze, In a Vashington program, the training was
deliberately scheduled in the high school, not the elementary school, because
attending high school was a status symbol to the trainees.

e

!




It was found that the holding power of a program was better when the
trainees were able to see themselves progressing toward a specific job and gainful
employment. Consequently, the better programs used the job as the hub arouynd
whiclh other elements of the program revolved, Few undereducéited trainees, we
found, could endure traditional, departmentalized approaches to reading and arith-~
metic. But when these literacy skille were tauglit in concert with the specific jobs
for which they were training, the irainees could readily see fthe practical value of
basic education as a job tool, In our model system, therefore, we recommended
that the 'basic literacy skills include adult reading, writing, arithmetic, basic
science, health and sanitation, and even job-relat:d social skills ~~ all related as
closely as possible to actual work environments. Always the path to a job and its
attendant social status, economic henefits and personal satisfactions had to be kept
clearly visible and achievable to the trainees in very concrete ways The best way
of doing that was to relate all program components to an available wccupation,

Other Program Features. There were other major program coinponents which ap-
peared now and again in the programs surveyed and which found their way into the
model system. Ferhaps the most important of these was trainee counseling and
guidance extending from beginning to end of the program, even including post-
program counseling, The model incorporated a complete counseling subsystem,
which you will see later,

Another feature was a pre~vocational pregram component in which a trainee,
after recruitinent, would pass through an initial get~ready period for a number of
veeke. During this period, his aptitudes, interests and skills would be evaluatied
and he would also. be given some familiarity with a number of skills related to a
single job family., At the same time, deficiencies in his basic education would be
worked on, Thus, the pre-occupational stage could prepare him to select and
enter job training in a specific occupation with greater assurance that his inter-
ests and abilities would enable Fim to experience success.,

Building the entire education and training program around the jobs for
which the trainees were preparing was found to he an essential feature of success~
ful programs for undereducated adults, These trainees needed jobs badly. There-
fore, the' demonstration programs couldn't afford to waste time on the unessentials.,
This is where some of the techniques of our new instructional technology can be
used to best advantage, such as job and task analysis, establishing behavioral
objectives, using small group, tutorial and team teaching methods and flexible =~ -

. shceduling ~~ all designed to train in the most efficient and most effective manner,

and at the same time maintain trainee interest.

L}

A BYSTLNE MODEL

We have so far done no more than touch upon some important character-
istics of the trainees and to point out at raidom some of the key features of the
kind of pregram which seems best adapted to their special needs. '7e can now
attempt to integrate the various components of our model system. %/ can do this
functionally by showing how an adult trainee might conceivably progress through
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the system rather than describe the system in abstract. Ve will organize our =
system in these three phases as shown in Fig. 1, page 22, |

I PDiagnostic Survey Phase
11 Job Training Paase ]‘
III Placement and Follow~up Phase

Yhase I is an orientation phase whicl: takes the trainee from the point of- !
his recruitment and referral to training, through an evaluation of his interests, ;«
aptitudes, and skills, to his pre-vocational training in at least one broad job fam-~ |
ily. .. Throughout tlis phase, individualized counseling and a growing familiarity -
with the skills needed for successful job entry, along with needed literacy train-
ing, bring the trainee {o the crucial point at which the next step in his develop~
ment can be decided. This phase might be called a "get-ready" period for the
trainee and includes the following elements: v

- 1, Lecruitment of educationally deficient adult trainees is undertaken by the
state employment services or other community agencies.,

2. Testing and Referral to pre~vocational training is done by the State em-
ployment services and by the training agencies.,

3. Ere=Vocafional Training may cover as many weeks as required of integrated
literacy and multi-occupational, family-of-job skills. (T.e diagram shows
twenty 30-hour weeks (600 hours) for demonstration purposes.) Literacy
skills include adult reading, writing, arithmetic, science, social training,
and health and sanitation in an adult job-oriented context. Skill training
involves an exploratory survey of a job family covering several important
semi-skilled or skilled entry job areas for which trained personnel are
needed in the near future, Job families (Industrial, Service, or others)
may be selected to conform to area and trainee needs., To increase
trainee interest and to set up realistic goals in early pre-vocational train~
ing, it seems practical to closely associate literacy skill training and job
skill training in short, easily achieved units of instruction during this
phase,

4, In~-Program Counseling, both group and individual, is provided at all stages
of pre~vocational training by full-time or pari-time training agency coun~
selors., This may include personal, educational, and pre-vocational coums
seling during Phase 1, The model suggests an actual integration of literacy
skills and pre-occupational job skills.
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PHASE II. JOB TRAINING

This phase gets the trainee into specific job fraining for an occupation in

which openings are available and in which he had demonstrated interest and apti-
tudes during the diagnostic Phase L ‘

1.

2e

4,

Trainee dvaluation and Sounseling for Assignment, Upon completion of
pré~vocational trdaining, the trainee is evaluated, counseled, ‘and assigned, -
according to demonstrated ability, to remedial training, to specific voca~
tional training, or to a part~time or full~time job.

Remedial Training. ¥ the trainee, upon completion of the evaluation
following pre-vocational training, needs remedial work in literacy skills
or additional job orientation, or both, he is assigned to individual tutelage
or other highly individualized instruction until he can meet the standards
for ertry into specific vocational training.

Specific Vocational Training. This type of training provides direct prepara-~
tion for a specific job. By this time, the trainee has demonstrated his
apility in the basic literacy skills, and his occupational aptitudes have been

diagnosed, ie is now ready to begin immediate preparation for a specific

job. This period of job training may comprise 360 to 1, 560 hours of train-
ing depending on the training period required for the specific occupation
selected, |

Larly Job Assignment, If the trainee demonstrates unusual progress, he
may, instead of completing the specific vocationil training, receive early
placement in a job-with~-training situation -~ an en-the-jiob program, a

work-study, or a cooperative type of program in which he works on a job
for a period and continues his training under either his employer or the

training agency. On the other hand, the trainee may be found capable of
taking a full~time job opening, in which case he moves directly into a job
without the intermediate step of vocational training, In any event, his
training is continued either through his employer, through self-study, cr
through adult programs locally available, Thus, many exit points to
actual employment are provided throughout the system so that no trainee
need be held back by the system itself, |

PHASE 1L, PLACEMENT AND FOLLOW-UD

.....Normally, the trainee will complete'the full cycle of pre~vocational and
specific vocational training before entering an available occupation. Phase IIL.
provides for job placement and continuous follow~-up of the trainee even after such
job placement. The assumption here is that the trainee will require additional

guidance and counseling in making the transition from the training situation to the
work situation. - |
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1. dob Placement. The trainee is placed in an available semi-skilled or
skilled entry job -~ one in which he has successfully demonstrated aptitude
and interest during the training period, 'This placement is handled by the
Zmployment S ervice.

2. Continuation Trainipg, The trainee's education does not end with the termin~
ation of his specific vocational training. At the time he is placed on a job,
he is ¢ounseled concerning continuation training, perhaps directed to adult
programs which prepare him for an elementary or high school equivalency
certificate ~~ or to further job training.

3+ Trainee Follow-up, This is made by the Zmployment Services for at least
1 year afier the trainee's placement, to determine his effectivenéss on the
job. At regular periods. the ZmploymentService or the employer inter-
views the individual and offers any needed educational or job counseling.
At those times also, the employer considers the possibility of further
training to upgrade the individual's job skills to enable him to qualify for |
promotion. ' :

Any proposed system for solving the problem complex of educationally
deficient adults cannot be designed simply within one narrowly preconceived frame-
work. Tor example, the varying needs of the foreign-horn and the native bori
would seem fo call for different solutions in handling problems of recruitment,
motivation, counseling, instructinon, and perhaps job placement. <Z<ven these two
major groups may be composed of sub-groups which differ from each other enough
to require different approaches to solving specific group problems,

The design of the basic system should provide flexibility in mee_.ag the
varying needs of different trainee(lgroups. This perhaps can be accomplished by
developing insiructional modules ™’ which, while they provide for group differenc
tiation, are still compatible with the basic system, and provide for ready adapta-

(1) The word "module" is borrowed from the field of electronics. It is an
assembly of wired electronic componehts performing a specific control
function. Modules are prefabricated and can be quickly inserted or re-
moved to alter a machine's operation, thus making unnecessary the time-
consuming rewiring of whole circuits when machine failure occurs. An
instructional "module, " by analogy, is conceived as a complete instructianal
‘Package contairing all necessary traineeé, instructor, and audiovisual
materials for « short unit of instruction, If designed according to a basic
pattern, these instructional medules can be used interchangeably in many -
programs to adapt them for special purposes or for specific trainee needs,

without necessitating development of a complete new program whenever
special needs must be met,

Aruitoxt provided by Eic:
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tion to varying needs, Thus, a word recognition '"'module' for the foreign-born

may d1ff((=r considerably from that for the native-born. Likewise, "building

blocks" of integrated literacy anc job training may bhe needed in the pre~voca~
tional stage to provide for flexible adaptation of instructional units to varying groups.

The basic training system design proposed here is comparable to a
mechanical or electrical system consisting of several complex cormponents or
subsystems which periorin different functinna but are all infegrated and interact
according to a single master plan.

Thus, the design of a total proposed training system for educationally de-
ficient adults might embrace at least four subsystems: (1) an integrated basic
education and job training subsystem, (2) a counseling subsystem, (3) a staff
training subsystem, and (4) a supporting services subsystem, ‘[his system
should be designed so that all subsystems directly support the basic system with~
out unnecessary duplication or overlap. As proposed here, the system needs to
be designed with the special and peculiarly adult needs of jobless, educationally
deficient persons in mind,

You will note that there is no single element within the entire system
which is really new. Many of these elements can be found in some form or other
in any number of adult prowrams. S0 the proposed system does ncti, in ifs com-
ponents, represent a sharp break with current pract1ces. In a sense, the systems
model is eclectic &s any system should be if it is to meet the specific needs of
special groups and varying conditions, It is comprehensive, yet it preserves
continuity with effective tradition,

fhere is one mor: aspect of the systems approach to be considered. i7e
have seen, in the systems design, the cycles by which trainees inove through the
system and its supporting subsystems, But what about fhe actual development of
the systemn 7 Ve can identify the major areas to be considered in developing the
components of the system, Tig, 2 on page 26 shows a blueprint for developing the
model system we have proposed, Since this diagram is a development plan, it
does not purport to show the interaction of- the various subs ystems. The essen-
tial relatedness of all systems elements is more clearly shown in the flow dia-
gram in Fig. 1, page 22, which shows how the various components affect the trainee.

(2) The term "buildiug blocks' refers to the use of short "blocks" of
instruction which are similar in their basic design but differ in their
specific content. Individual blocks can be used flex1b1y to build or
revise programs in somewhat the same way that uniformly designed
building blocks are used to build various types of structures, Like the
instructional module, building blocks of training materials provide
economy and give flexibility to prograi development or adaptation to
individuzl needs.
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For purposes of development, it is necess ary to break the system down into com-
ponents which are then developed according to a master plan by the program ad-
minisfrators, There are four subsystems: iiducation and Training; Counseling;
Staff Development; Supporting Services,

SUBSYSTLM I: BASIC ZDUCATION AND JOB IRAINING

Elements to be considered in the development of the basic education and
occupational training components of the system are:

l. Ere-Vocational Training, which includes both basic education and an intro-
duction of the trainee to at least one job cluster. Preferably both basic
education and job cluster orientation should be clos ely integrated through
curriculum guides for greater trainee interest, 'This training may have to

be offered on two or three ability levels, It must be organized in an adult
context,

2+ Yocational Training provides the training for specific, available occupa~
tions, Special attention needs to be siven to methods which will accelerate
the learning processes by reducing the training, through analysis of tasks,
to essentials and by developing clearcut behavioral objectives to give the
training positive direction toward achievable goals,

3. Remedial Training, in both literacy skills and job skills will need to be
handled very flexibly and on an individual or small group basis. Some
rexfedial training will probably be needed by almost all trainees through-
out their period of training.

4. Zarn-Learn componenis are also developed as parts of t" e system. There
are combpined job-and-study prcgrams which provide early opportunities
for the trainees to get job experience, earn additionul income, and still
continue his training, 3usiness, government, and industry employers will
play a vital role in eara-learn progxaras.

5. Continuation Training elements should be developed to guide trainees ‘after
initial education and training to self~study programs, adult programs,
equivalency programs, employer-sponsored programs and to mass training
and educational media such as educational television. Thus learning and

development can continue beyond the initial training period.

SUBSYSTER II: COUNSELING

The Counseling Subsystem is regarded as consisting of three elements:
testing, counseling, and placement,

1, Testing programs will provide indices to the trainees' mental ability, edu-
cational achievement, aptitudes and interest¢s, There is a serious dearth
of test instruments for educationally deficient adults and a considerable
amount of informal evaluation of individuals will be necessary until useable
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instruments are developed, In addition, supporting counseling materials
such as trainee cumulative records, counseling summaries and report
forms as well as guidance files will be needed for effective recording of
counseling actions, :

1. Counsgeling of the trainees, as conceived within the systems model is a
multi=phased, highly personalized process which for the most part,can-w
not be standardized. Counseling actions figure prominently in all phases
of the functional system and involve personal, occupational, job place-
ment and post-placement counseling.

2. Placement of trainees in a suitable occupation is the ultimate goal of the
system. Inclusion of those methods and tecaniques found most successful
in post-training placement of undereducated adults is vital to the success
of the system,

SUBSYSTZEM III: STAFF DEVELOPMENT

No large-scale training sy stem would be complete without adequate pro-
vision for the training of instructional, counseling and administrative staff, Ideally,
both pre-service and in-service staff training should be planned, organized and
carried out systematically, |

SUBSYSTEM IV: SUPPORTING SERVICES

The supporting services subsystem provides essential support and liaison
for the other three subsystems. So important are these supporting services that
without them, the overall trairing system could nct function, The other three sub-
systems are coacerned primarily with education and training. This one touches
the eritically human elements and needs which should be planned into the system.,
Involved are four main elements: recruitment, community resources coordination,
personal and social services and program research, These will vary consider-
ably from program to program depending on trainee needs,

1. Recruitment has already been identified as a stubborn problem among
undereducat'ed adults, Intense effort will be required here,

2. Community Resourves Coordination calls for cooperative effort of govern-
ment, industry, labor, education, religious bodies and public organizations.
Qrganizing the available resources of these various groups on a community

' pasis, and getting their involvement, action, and support is the key to a
successful, systematic approach to the r ecruitmert, training, and job
placement of educationally deficient adults.

3. Program Research and Communications., This systems activity will
invoive creation of plans for research ard continuing improvement and
refinement of all elements includad in the four subsystems. It should
likewise include provisions for receiving and transmitting information,
about basic adult education and job training materials and media, adult
counseling, staff procurement and development, and other supporting
services easential to the success of programs,
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4. Related Services. We've discussed some of the related services included
in the special adult programs we studied. It is important to bear in mind
that if our programs are to meet the total needs of the trainees, we must
consider program components that frequently go beyond the education and
training components. These are physical and emotional handicaps, social,
‘medical, legal and financial roadblocks that stand in the way of the ‘
trairees' success. If we recognize these obstacles and make provisions
for them in eur programs, both we and our trainees will be more success-
ful in solving the problem complex of educationally deficient adults.

.

We have seen that the problems of the jobless aging are complex. Total
approaches to their training and education therefore must embrace the related
economic, social and personal problems of the trainees. TIraditional training ,
approaches have been found wanting in satisfactory solutions to the problem com-
plex of special adult groups. Interdisciplinary approaches involving our knowledge
of the behavioral sciences, of our new instructionzl technologies, and of systems
design seem to offer more promising approaches for special~group programs under
Federal, State and community sponsorship. Such approaches are now within the
state of the art of our instructional technology. ‘Vhile still imperfect and somewhat
crude, systems approaches to the development of adults are the direct application
of behavioral research to the solutions of our adult education and training problems.

If the ideas offered here appear to evade the more esoteric aspects of

training S};stem design, it is because these matters are perhaps more ac;lapropriate
to in--depth treatmen through seminars and small~group workshops conducted by

specialists. The intent here has been deliberately pragmatic, because the problems
of special groups are immediate and urgent. -

Fo be useful, a training systems design for aging adults, or for any other
special group, must be understandable and worliably practical. For this reason,
the systems model proposed here has been designed through the use of previously
well~known and well-tried components. Only the process of interaction among

these components blends them into a system which imay draw the training program
closer to meeting the real needs of a special group

- .

‘i"i'aining systems, after all, are for the benefit of the trainees. Our new in-
structional technology takes the point of view that if a trainee is not successful in a

training system, it is the fault of the system, not of the trainee. We training ad-
ministrators would do well to keep taat in mind ' :

Thank you,
T (Applause.)
M3. OGELL: Thank you. ;
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I think you all deserve for your undivided attention and obvious alertness
this morning an opportunity now to break and sharpen up your befogged brains for
a minute. But before we brealk I would just like to relate the first two speakers'
remarks on one basic poi.i. o

You recall Curt Aller suggested that the real challenge of what we are
talking about is: Are we now ready to make the political decisions necessary to
prnvide the wherewithal and the commitment, in terms of Loth legislation and
appropriation to do the job.

I would suggest that there is a further point as we look at Mr. Ulrich's
systems analysis, and that is: Having done that, are we also in a position to con~
vir :e the practitioners of the art that it's wcrth the effort?

I think this is an area in which this conference needs to concentrate a good
bit of its attention. I think it is clear that we have the know~-how but lack the
wherewithal to do a better job. Ithink it is clear we are on the verge of getting ~
the wherewithal to do it. The question is now: Are we going to leap to the con-
clusion that there are shortcuts to doing the job as ILir. Ulrich has laid it out and
as we found in some of our community projects for retraining the older worker --
the tendency on the part of the practitioners to run quickly to the end-product of
placeme nt without having done the necessary preliminary work involved in the
systems to prepare the people for the jobs that they might be qualified to do if_

and followed yp ?

I think this is where so much of what we are trying to do really needs to
be reexamined.

Are we prepared on an administrative level, even if we have the where~
withal to do it, to fulfill the commitment that is involved in doing the exhausting,
the challenging and sometimes the very meticulous and painstaking job involved
in bringing about a fundamental chaage in the capacities, ti:e motivations, the
abilities of the people that we are trying to reach in this kind of a program?

‘That's something to chew on or sip on at the coffee break. But I think
it is a fundamental consideration in this conference.

Now we will break for ten minutes. If you can be back here at quarter
after eleven or thereabouts, we will be very pleased.

‘Thank you.

(Whereupon, a recess was taken.)

MR. ODELL: Our next speaker comes to us with a wealth of background
and experience in a situation of labor shortages which have more or less charac-
terized the economies of a number of the Western European countries for some
time. I would suspect that at least a portion of his commitment to the problems
of training and utilization of older people is related to that fact.
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. He was graduated in Classics and Psychology at Cambridge University,
ingland, in 1948, was awarded a doctorate of Philosophy for a thesis called "A
Study in the Employment of Older Workers, " in 1952. ' ’

He was a research fellow in the Department of siconomics and Production
at the College of Aeronautics in Jranfield, from 1952 to 1956. fle has served since
that time as an independent management consultant, and he is currently actiag as
a consultant to the Research Unit in Problems of Industrial Retraining at Univer-
sity College, London, and in the Jrganization for sficonomic Cooperation and
Development in Paris. He is responsible for consultation in the development of
older worker training demonstration projects under that general auspices in

é&:itria, Sweden, France, Germany, the United Kingdom, Canada and the United
ates. : '

. I think th% United States reference is to a progrgam on which he will con-
sult in New Haven during his current stay in this country.

It seems to me that Dr. Belbin's remarks tie in very well with the triology
of papers that have been presented this morning. We first had a very broad
overview by Curt Aller and then a very practical interpretation of what this means
from the point of view of a fresh start in retraining, or training on a practical
basis but a theoretical projection, since I am sure that much of what Mr. Ulrich
was saying he anticipates and hopes will happen rather than feeling it has already
happened in this country.

And now we are about to hear both a philosophical and a practical inter-
pretation of what is going on in Western furop€ in this connection.

So I hope that by the conclusion of this session, we will have & pretty good
idea of where we have been, where we go, and where we might be going.

Dr. Belbin, we are delighted that you came all the way from Zagland to
be with us today. | '

(4pplause.)

DR. R. M£LREDITH BELBIN (Counsultant to the Srganization for £conomic
Cooperation ard pevelopment, Paris, France): Mr. Chairmap, ladies and
geniiemen: It is indeed a pleasure for me to be here. I only arrived in the United
States, on my first visit to North America, a few hours ago, and in a sens¢ T
feel like Christopher Columbus.

. There is only one difference between myself and Christopher Columbus.
I know America has been discovered bhefore, but when Columbus lande-, he didn't

know it had been discovered before. (Laughter)
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I would like to give you an account of the work of the Organization for
Economic Cooperation and Development in Paris insofar as it concerns the train-
ing of older workers, and then to give you some appreciation of the scientific
work that has been carried out, especially in zngland.

i A .

Ihis subject of the training of older workers forms a part of a broader
pattern of policy, developed by OECD, which is known as an Active Manpower
Policy. Co ,

The idea behind this policy is that economic growth and sccial well-being
and prosperity depend in a very large measure oz the optimum utilization .of human
manpower. Translated into practical terms, this means training people in voca-
tional skills. '

This policy was developed as a result of studies by internzticnal experis in
Paris and was put forward as a reccmmendation to the Council of OulD and
accepted by all the members of that Council, including the United States. That
policy has now been operative on an international scale for some years.

I think it is sighificant when we consider Mr. Aller's address ti.is morn-
ing -~ and I think we were all very inspired by what we heard of the amount of
progress that has been made and is currently being made in the United Ctates --
to appreciate that this upsurge of interest in the training of clder workers, and
the practical steps being taken to apply an Active Manpower Policy insofar as it
employg older workers is something that is taking place on an international scale
at about the same time in OECD countries. This development owes a good deal
to the policy of CECD.

. The way in.which an Active iManpower Policy is being applied varies from
one courntry to another. In Great Britain, it is being applied currently through the
Industrial Training Act. This is a far-reaching measure which provides for a
Central Training Council to set up and to supervise the operation of Industrial
.rrammg Boards.- The Industirial Training Boards are composed of outstanding
industrialists, trade unionists and educational members who have been picked b
the Ministry of Labour for their special qualities. :

. The Boards are empowered to raise a levy from all firms in a given
mdus:try, having regard to the number of employees in that firm. The money
that is raised can then be used for the furtherance of training, having regard to
the future neéds of the industry as a whole; or it can be given back to the firms

from which it was received in the first place, as 2 grant.

PAFullToxt Provided

FRIC

In this way account.is taken of the varying contribmiﬁohs of firms to the
progress of vocational training in their particular realms.

In France we.find that an Active Manpower Policy is being implemented
through a concept that has been popularized as "Accelerated Vocational Training"
and is being cperated through the Formation Professionelle des Adultes. 7This

program is concerned with retraining of adults for new jobs, in 100 centers dis-
tributed throughout France.

ERIC.
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So this program is already being applied on a very large scale, and the [
French have done an enormous amount of work in developing training programs for §
a very wide range of skills which are in short supply.

France was one of the originators'bf Active Iianpower Policy,and itis - |
considered that this has made a major contribution to her industrial growth, by i
identifying skill bottlenecks and providing training facilities to overcome them.

But perhaps the country that we nfxay associate most with the development
of an Active ilanpower Folicy is Sweden. There are two features about the Swedish
system which I would like'to commend to you, . {5

The first feature concerns really a rather simple point, but one which has
a very big bearing on everything, and that is the pay that trainees receive. I
think.somefimes when we talk about getting older people into training programs and
we consider the difficulties that are involved in so doing, we are inclined to lose
account of how attractive it is for the trainees to come into these programs. If
it is sufficiently attractive, then it is much easier to get these people to partici-
pate. K .

Sweden is distinctive in that the financial remuneration of those who enter
into the programs, relative to other countries, is highly attractive.

The investment in this form of training is very substantial indeed. The
training centers in Sweden are exceedingly well equipped. One consequence of
this is that the age composition of trainees in Sweden is rather higher than in the
other countries of /estern Zurope. TI'hey succeed in recruiting more older people,
and they appear to have fewer difficulties both in attracting them and holding them.

Another feature of the Swedish scene is that their programs are very
highly integrated. One of the great problems about training for vocational skills
is that training programe can be established but then difficulties arise in making
placements.

If you examine placement figures in the skills for which people have been
trained, you sometimes find the figures are rather disappointing.

The contention in Sweden is that industrial training cannot operate in a
vacuum. So this highly integrated system works on the basis of a forecast of the
occupational skills which the economy needs within the next one or two years.
This information, being continuously supplied by an independent bhody, is the basis
for establishment of the training program.

“7here there are regional pockets of unemployment, there is & highly inte-
grated system for encouragi'ity industry to move towards these areas, through
giving them the necessary intdvcements.

But while the system is highly integrated it is also adequately decentralized,
with municipal and regional government playing an important part.
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So here we have a comprehensive approach to the employment problems
of adult workers, and it is this comprehkensive approach whic¢h seems crucial in
making it a practical success. A

{ am happily reminded here, looking through your list of delegates and
speakers, of Marguerite Joleman. I haven't yet met her, but I remember reading
her work ten years ago. She, in fact, put her finger on the importance of this
point for the training of older workers when she said, "The entire project needs
to be geared from beginning to end to make it successful." o

So we may conclude that this overall total view, this systems approach upon
which Mr. Ulrich lays stress, is exceedingly important for ug to take account
of in pursuing these programs.

Now, in spite of the progress that has been made in the operation of
Active Manpower Poilicies in ‘7estern Zurope, we have to admit that the pro-
portions of persons who have been recruited and trained in middle and upper age
groups are still relatively low, with the exception of Sweden. 'this was low at
one timne owing to the reluctance of the employment agencies to recruit older
people,because they considered them more difficult to train and to place. That
policy has now been abandoned due to the recommendations of DECD, Yet, in
spite of that, the proportions of older people being trained are still low, although
the age discrimination has been removed. |

'In France, for example, although the French pregram ic very substantial
indeed, the last figures that I saw showed that of those in their training centers
only 3.9 per cent were persons aged 35 and over,

In order to promote. the growth of training of older workers, QLZCD have
sponsored projects with a view to showing that training of older workers canbe
made into an entirely feasible, practical proposition if tackled the right way.

My role in this respect has been, first of all, to collate the scientific and
individual evidence which has a bearing on the success or failure of training pro-
grams. To this end a book was published by O&8D in 1965, under the title
Employment of Older Workers -=- Training iethods. *

T'his has been followed up by a number of international seminars in
Zurope which have produced two further books summarizing Zuropean experience
in applying training methods to older workers. These are: Job Redesign and
Occupational Training for Older V/orkers, Final Eeport and Supplement to Final
Report (QLID, 1865). * '

Both books contain some very interesting information. This is particularly
the case with French experience, **

* QECD Publications, 2 Rue Andre, Paris XVl
**See Appendix, P.




stage of the program, which is trying to apply this information in demonstration
projects. These demonstration projects have just begun. I just, in fact, re-

turned from the first project, in Austria, which is beginning as this conference
begins.

We have had a very great deal of interest in these projects. . We had
budgetary provision for five countries to participate. "Of the five countries,

seven have accepted. (Laughter) This is indeed leading to a certain amount
of embarrassiment.

But, nonetheless, we believe that within a vear or two years we shall have
a fair body of interesting information on the outcome of these experiences,

These demonstration projects, incidentally, have not been designed merely
as sort of propaganda exercises showing that older workers can be retrained.
They are being conducted as scientific experiments in which various methods are
being compared, so that the outcome can advance our knowledge on how older
workers should be trained.

V7ell, having said something about the role of OEZTD, I would now like to
present to you something of the work we have been carrying out in Zpgland in
our studies of iraining methods, to give you soimne sort of appreciation of the
direction in which we are moving.

t is not my intention to duplicate a lot of what has alreédy been published.
If you get hold of my hooklet, you will find that this in fact deals with the subject
very much more comprehensively than I have time for today.

But I thought it would be useful to describe one or two basic processes in
learning and training and show the few principles which have emerged.

You may be familiar with the book "Unwanted Viorkers,'" by the late
Professor R. T. iVilcock. He was an American consultant working for CECD in
Paris who died suddealy and very tragically and who is very muwh missed by his
colleagues in iiurope.

One of the things that comes out rather strikingly from his data is the great
difficulty .of getting older people into the larger and more advanced firms.

If you examine closely the jobs into which older people move, you find that
they tend to move into the lower-grade types of jobs. ‘Those companies which are
rather larger, where the demand for skilled employees is higher, and those com-
panies which have advanced training programs, show a general reluctance to accept
older people from outside.

The problem is highlighted by a follow~up study. of factory workers who lost
their jobs in Peoria. “Vhen the age composition of these displaced persons was
broken down into five age groups it transpired that the firins with 1,000 employees
and over took on proportions of unemployed that declined progressively with each

- 35 ~
Having collated this information, O£CD has now embarked on the next
t age group, wkereas the firms with fewer than 100 employees took on proportions of
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unemployed that increased progressively with each age group.

I believe that this reflects the great reluctance of employers to accept

older people for the higher~-grade occupations, particularly when it comes to
training.

One of the r easons for this is that clder workers are generally considered
to be less trainable., The statistics on people passing through training courses
bears out very markedly the unwillingness to accept older trainees. It seems

worthwhile then to ask ourselves how trainable older people are and whether they
can be made more trainable,

S0 Iwould like, first, to describe some experiments we conducted in the
laboratory, and then to show you something of what happened when we tried to
apply the principles we had discovered to practical situations in industry.

One typical task in learning is that of tryirg to associate one thing with

another. In one of our early experiments we set up a color obje~t classification
task.

There were two methods -- learning by memorizing and learning by
activity.

In the learning by memorizing experiment, people were given a list of
the colors and then a list of the objects, and they had to remember which color
went with which object. Having memorized this, they were given a pack of cards
with the objects on them, and they had to sort them out correctly.

‘The other method wa~ that of activity learning. Here the subjects, instead
of being asked to memorize a list, were given experimental cards where the ob~-
jects had color cues on them. These color cues eventually disappeared, and they
went on sorting them into various categories.

The younger subjects consisted of two groups, "secondary modern school"
and Ygrammar school' children. This dividion reflects one of the peculiarities of
the British educational system. At the age of.10, children in State schools sit
for competitive examinations, and the most intelligent ones, or the ones who do

best in these examinations, go to grammar schools, and the other go to secondary
modern schools,

S0 the grammar school children were, therefore, on the whole, more
gifted than those in the secondary modern group, and their learning performance
correspondingly better in both memorizing and activity learning. For these
children the difference betweewn the two training methods was not very significant
but a substantial difference between the two methods of instruction and training
was shown for two matched groups in the over-40's, The adult trainees were
comparable with the secondary modern school children on the memorizing method,
but comparable to the grammar school children on the activity method,
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I'he base of comparison, incidentally, was the time in which they were able
to carry out the tasks. If people haven't Jearned very well, then they stumble, and
they think, and they ponder.

When new items were introduced, which they had never seen before, which
they had to classify through having developed the right concept, the 6ver-40's who
had learned by memorizing suffered a considerable set-pack in terms of time.

But those who learned Hy activity obtained resulis practically as good as
those of grammar-school children.

‘So here we see the first concrete evidence that training methed may have a
far greater bearing on the learning pericimance of mature adults than it will on
younger people's learning.

Some facts about the distribution of errors in this particular task are also
of interest. When subjects are ranked for errors and the subject range is divided
into quartiles we find that one quartile makes practically no errors at all, and that
most ox the errors are to be found in the quartile at the other end of the range.

rfhe two methods, of memorizing and activity training are virtuélly indis-
tinguishable in their effects on the error scores of young people.

But when we compare the results with those of older people, we find that
there is a very big difference indeed according to the type cf training method.

When memorizing wa. employed, older people not only were much slower, but
they made far more errors than younger people.

Of course, this doesn't apply throughout the range because the people in
the fourth quartile make alinost no errors at all. But of those older subjects who
do make errors, the errors are made preponderantly by those who learned by
memorizing.

I would now like to talk about the application of some of this laboratcry work
to the industrial scene, s pecifically, the job of sorting letters in the London

Postal I'raining School.

vhe 3British postal system is rather more illogical than that of the United
States (laughter), and numbers down streets run in all sorts of funny fashions.
Streets may be divided into three different postal districts. And as a final com~
plication, people will leave out the complete address. The result is that the -
British postal sorter probably has a good deal more to learn than his American

equivalent. But, in principle, the sorter has to sort his letters into one of a
numbper, of hoxes. -

Now, once again, one can experiment with & numper of different methods
to overcome the probiems of the older learner. I'he proportion of failures among
the older learners was exceedingly high before this experiment started, although
all had passed selection tests administered by the Civil Service Commission.
fact, there is no age discrimination in recruitment for the General Post Office of
Great Britain, providing people can pass the tests, which are fairly stringent.
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The younger and older trainees -- those who passed -~ hadl abtained fairly
similar scores on the selection tests, but when it came to training, the performnance
of the older groups was very much lower.

I have not time to describe to you the traditiomal methods which were em-
ployed in the training of these postmen. But comparison was made beiween the
experimental method, which has been termed the activity method, 'and the traditional

method.

Under the traditional method, the percentage of trainees aged 35 or over who
passed their tests at the first attempt in the training school and in the district
office, to which they were subsequently transferred, was only 26. This was in-
creased to 54 per cent under the activity methed of training. The younger frainees
also improved, from a first time pass rate of 52 per cent to 75 per cent. Thus,
the improvement in performance of older trainees was relatively greater than that
of the younger trainees. In zffect it meant that older trainees trained by a method
designed to overcome their learning problems could reach the same standards as
younger trainees trained under a traditional method. This result is all the more
significant when we remember that the traditional method had already been re-
fined by experts over a long period and also that the "Hawthorne' efiect, which
too often inflates experimentai results, was offset by applying some stringent
controls. (The details are given more fully in Training the Adult Worker. )

These results should not in any way be taken fo represent the ultimate.
We know that from the point of view of older worker fraining these programs
still contain.a good dezl of development potential. One aspect which may have a
great bearing on performance is that of personal adjustment in training situations.

Cne problem that has emerged in our studies of training has been the
dropout rate of older workers. OCne of our colleagues, Dorothy Newsham, will,

in fact, present a paper to the Congress of Geronfology in Vienna this year based
on the theory of "critical period of adjustment. "

This critical period tends to exist right at the commeéncement of training
w hen older people are much more liable to drop out. With respect to the post

office trainees, it occurs after the period of training has been completed and they
are being transferred to another office.

There is also a very high dropout soon after transfer to the work situation

but the dropout rate is gradually lessened, sothat in theé end more people than ,
younger survived.

P only we can concentrate our efforts on the problem of older trainees
du?mg these two critical periods of adjustment we may be able to make further
gains in the economics of older worker training.

Although the results of these industrial experiments are encouraging, it
has nonetheless to be admitted that when you carry out an industrial experiment

ou very often get better results. Yet one cannot always be certain of the reasons
¥or t’t;hesf e better results. In a training program for olcy:r wo rkers one Bhanges all
sorts o .condztl.ons at the same time, so that one might be easily misled in
attributing the improvement to any single cause.
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When we had completed the experiment in the General Post Office, the
Post Office authorities were sufficiently pleased with the practical resulis to allow
us to conduct a series of further experiments in which we so ught to evaluate
moré vigorously somé of the principles we had used. To help us, Fost Office
trainees assisted us as subjects in laboratory settings. - - .

First of all, the task material consisted of a list of tiny hamlets, each of .
which must be associated with a particular county. Altogether, 20 hamlets had to
be fitted into four counties.

S0 here we had a task which .simulated r2al situations in learning in the
Post Office, and we could examine the effects of various training methods in the
learning of these associations.

The requiremernt in each case was for the subject to be presented with the
hamlet and then to complete the county.

In the first condition subjects were required to learn to associate from 2
list -~ that is, learn by memorizing. Then in the test situations they had to sort
each item on a card out into boxes marked with the names of the counties. This
is very much akin to what they had to do in the tradit.onal post Office training
program.

There were 20 subjects in each group, and the mean score is out of a
maximum of 20 correct responses. The older subjects obtained a mean score
of only 11.55 against the score of 13. 25 for the young subjects.

Some people have argued that the attempt to learn something in written
form and then to apply what has been learned by making motor response involves :
a sort of transformation which can itself impair performance. In this next ;
condition instead of sorting the cards into the boxes, the subjects were required
to write down the responses.

But the effect of this change was not red ly significant. The ycunger
group proved superior with a score of 14. 5 against the score for the older group
of 11. G. |

The next experiment provided a correction to some of cur earlier ideas
about activity methods. We had thought that if you gave people activity tasks,
the ~ffect of carrying out physical activity itself could register the information
in their minds. The method invoived learning by sorting the items on the cards
into “hé appropriate hoxes. It was also combined with another feature. Oae
metiod commonly employed in British industry, especially by training consultants,
is he 'progressive part” method, in whizh all the information is brok:n down ;’
and learned bit by bit and then built progressively into greatéer and greater groups. |
This method has proved to be rather successful with young trzinees. ?

This method did, in fact, assist the young people and enabled them to reach
the commendable score of 15. 55 but it didn't help the oider at all, who scored
11.35. So here you have an example of a training method that may benefit young
people but confer no comparable benefit for older people.

1
[
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In the next condition we compared whole-method learning by activity. In-
stead of memorizing a list, they were asked to sort cards which had cues on them,
which enabled them to sort them into the right boxes. Then these cues would
disappear. So there wag no actual memorizing as such. The whole training was
based on an activity method, and they were tésted as ‘betore. .

We found the difference between the old and the young tended to be reduced,
with a score of'11. 20 for the older group and 12. 00 for the younger group.

The next condition involved a method based on programming. There is
enorvous interest in the value of programmed instruction, and sometimes people
seize on programmed instruction and say, "This is ideal. This is just what we
want for older people. " ' 2 '

So here programmed ingstruction method was empioyed, but this method in
fact gave us the lowest score we had yet had for the older people. The mean score
for a group of 2¢ older subjects was 9. 39 against a mean score of 12,39 for a com=
parable group of younger subjects. The older people didn't like being pro-
grammed ~~ at least not in the way in which it was developed in this experiment.
The results, however, were quite reasonable for the younger people.

Finally, we introduced another méthod, ‘which was the method which
ultimately proved most effective in the Post Office. This was a method based on
inference or deduction. Let me expand on this.

When people are required to learn the relationship between a number of
items and 7 number of cafegories, one possibility is to give them partial informa-
tion and’'let them deduce the rest. So, for example, ir we give people & list of
villages, we can say, “"Well, Items A, B and C go into a particular category
(or county, in this case), and all the others will go into another county.' We don't
tell them what all the others are but we let them work it out for themselves.

So the trainees learn through engaging in the active mental process of
working things out for themselves, Instead of acting as passive .eceptors of
information, like an absorbent blotting paper mopping up knowledge, they have to
deduce that as an item cannot be in one category, it must be in another.

This method was employed in the separate experimental situations, First
it was applied to activity learning and then to programmed learning. In both of
these conditions, which were quite separate ways of handling the information, it
copferred great benefit on the oldex people. And the clder trainees now learnéd
as effectively as the young trainees, although the two groups did give different
results,

A8 applied to programmed learning, the method produced a mean of 12. 07
for 27 older trainees against 12. 82 tor 2¢ young trainees. When applied to activity

learning,the mean scores for two matched groups of older and younger trainees
were 14. 85 and 14, 65 respectively.

This series of experiments will serve as one example of the sort of work

that we have been carryipg out in England with u view to advancing our knowledge
about the training of older workers.
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Before I conclude I should like to make a few passing references to similar :
experiments which we have conducted on other skills in other industries. Some- g
time ago for example, we conducted quite a large~scale experiment in the worsted
industry in Great Britain, on a skill which requires operatives to sew very fine |
threads into quite complicated weave patterns. This was a task which appeared Lﬁ
to make very considerable demands on the eyesight. In spite of acute labour short-
ages, only young people were recruited for training in this wo rk.

Through studying the difficulties in perceiving the configurations, we found
a way of developing perceptual skill in older people which compensated for their
loss of visual acuity. This work was carried out under controlled conditions and
produced a training method which is now applied throughout the industry..

But the outcome of the exveriment was only a partial success., The em~-
ployers werevery happy to avail themselves of the new training method (which had
been developed within the context of older workers training) but they were still
unwilling to apply it other than to young people,

This is a salutary waraning that opportunities for older worker training
depend on something more than the development of appropriate training methods. f

Recently, we have been actively searching in England for difficult skills
wlich pose really formidable problems for older trainees, There is zvidence
to show that high-speed skills in industry are very difficult for older people to
acquire. There is a very sharp decline in performance from the mid-20's, and
it is common to find that employers refuse to take people after the mid-20's be~
cause of their loss of trainability. :

. So we have tried to examine some of these skills which present particular
difficulties for older trainees. One of these studies has been concentrated

on high-speed sewing machine operation.

I have not time to tell you the results of these studies except to say that
we have made quite marked progress and have succeeded in getting trainees at
the age of 40 to acquire skills of the same order of ability as younger persons, ;\

In tackling these mor e difficult joios we think we are going to learn more
and more about the really fundamental problems of training older persons.

I would like now to sort of sum up hy putting three points to you which
hope you will remember as forming the substance of my talk.

77" The first point is that I believe that there is now a great deal of evidence
to show that it is very sound public policy to invest in the training of older per-
sons, On this point let me add that QECD will be publishing very shortly booklet 7
No. 3 in its series on the employment of older workers., It will deal with the

T T LA T S AR S ST 2 e s = ¢ - 5y e

placement of older workers and the evidence of economic criteria will be-adduced
to support public policies for training and placing such people even up to the age
of 55. This can be viewed as sound investment which leads to economic growth
and equally as a social benefit which has the additional advantage of offsetting
certain social costs, such as unemployment pay.
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T -~ second point is that where training is desig~~d to help older trainees it
is likely to improve greatly their chances of success, As we develop greater and
greater knowledge about training methods suitable for mature adults, we are
likely to bring about a change in the relative costs of training yownger and older
people. It would appear that ultimately the additional cost of training older
workers may become only margiaal. |

The third point I would like to commend to you =~ and T thirk it will already
be self-evident -~ is that research into the training of o.der adults is a subject
still in its infancy. I think it is true to say that a few years ago no one in the
world knew much about the subject. Almost everything we now know has been
learned within the last five years. And I am quite convinced that older worker
pedagogy, as it has been called, is a subject in which there are wonderful oppor-
tunities for research workers to advance the field of knowledge an:. o to make

a very active contribution to the solution of one of the most pressing problems
in our society.

What attracts me about the whole subject of training older workers is that
it is such a positive approach to problems of older workers. So many approaches
have been concerned with compensating older people for their presumed declineg,
in the inevitability of lower employability or loss of earnings. 3ut when we con-
sider the training of older workers, we are expressing confidence in the future,
and we are giving them hope. 3y so doing, I think we can say, with Robert
Browning, '"Grow old along with me. The best is yet to be."

(Applause)

MR. ODELL: Thank you very much.

%€ are now ready to break for luné¢h.

We will begin workshop sessions at two o'clock instead of one-thirty.

Thank you very much for your attention at this morning's session.

(Whereupon, at 12:20 p.m., the opehing general session was adjourned.)
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Panel and “Jorkshop I

SOLIMUNITY ACTION O OLDER ORXKAR TRAINING AND AMPLOYLLENT --
2007 TO ETIT AND MIAINTAIN IT

The’'panel was convered at 2:00 p,m., 2onday, 17 January, 1866, Ir. Donald
B, Forrest, Director of Vork Crew and Adult WWork~-Training Programs, Commun~
ity Progress, Inc., Illew Haven, Connecticut, pr2siding as Chairman.

MR, FORRAST: Jood afterncon, It seems to me that the group is suf-
ficiently small so that we can 2ll introduce ourselves.

I will start: Ily name ic Don Forrest. Tam from New Haven where the
Community Actior is principally funded under the 2ffice of iconomic Opportunity,
also receiving funds froim the Department of Iealth, £ducation and Welfare, Ford
Foundation, et cetera.

“hy don't we start over here,

LIRS, RANDALL: Iam IHelen Randall with the Cleveland "7elfare IFederation.
/e have a contract with OIiP 3L, one of the NCOA~-sponsored multi-city experi-
mental programs on the older worker,

M. TORRaET: Lirs, Randall is our recorder,
¢ M. DSICHMAN: Iy name is Charles Deichman, I am from New Orleans.
" MR. MMONTROSS: Iam larold Montross with the United States Eraployment
sepyvice, iy officecarries the responsibility of trying to develop policies and guide-
lines for the various State imployment Cervices throughout the country.
ISE LDYTAZRDS: I am Violet idwards, .ixecutive Director of the new
Wational Center for litizens in &ducation, which was recently formed by the New
York Gtate Citizens Committee for the Public Schools,

g (Introduction of the delegates present.)

The subject for our panel and workshop is Community Action on Older
Worker Training and Employment -- Jow To Get It and Liaintain It.
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I think it is a very appropriate time to hold this particular discussion in
light of the Jommunity Action Programs which are currently being funded. Vork-
ing with adults seems to he right now the critical missing link. As you know,
the original eraphasis in these programs, from the President's Comumittee on
Juvenile Delinquency and the Ford Foundation, was on youth, and it is just now
that the programs are beginning to come in in any significant siz -, dealing with
adults and manpower development and training.

The group we are discussing, as Mr. Charles Odell emphasized this
morning, is the younger-older worker, maybe 45-60, However, problems which
are shared in common extend past age boundaries,

Then Curtis Aller emphasized that we are interested in the disadvantaged
worker, I think this is important to keep in mind.

Given the labor market as it is; our concern is not about workers who can
be moved directly on to jobs, but about the ones who lack the education and con~
tacts, if you will, and resources to encounter employment, So, the type of re~
sult we hope to get out of this conference is sort of manifold,

First of all, what crucial insights c¢an the NCOA bring to the Community
Action Programs, and how will these insights be delivered? I effect, what does
the NCOA wish to encourage? /e hope to come forth with a number of resolu-
tions identifying important issues and with our recommendations,

Finally, what type of warking relatiorship does the NCGA wish to establish
with organizations such as the National Association for Community Development,
which is composed of the various Community Action Programs in the United
States, sormewhat over 100 right now, I believe,

With these thiugs in mind, let me introduce the first speaker:

To my right, Senator Deichman wil} describe soime of his experiences
on the Advisory Committee for Greater New Orleans on Lianpower Trainidg and
Development. Senator Deichman was educated in the parochial and public
schools of New Orleans, He received his Bachelor's degree in iconomics at
Loyola University in 1945 and also his Doctorate in Law in 1945,

He worked his way through ¢ ollege by working on the New Orleans river-
front, for the New Orleans Fublic Belt Railway, at night. He then served iy the
United States Marine Corps during the war, TFollowing the war, he entered the
practice of law and at the same time took a positlion as instrucvor in Fundamental
Economics at Xavier University, where he taugnt for two years,

In 1952, he was elected to the New Orleans Parish Democratic ixecutive
Committee, In 1954, at the age of 3l, 'he was elected to his first terin as a mem-~
ber of the Senate of the State of Louisiana. e is presgently serving in his fourth
consccutive term 28 a member of that body and continuing his practice of law.
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With that, I turn you over to Senator Deichman. His subject: "Getting
Action Through Manpower Advisory Committees,"

SENATOR DEICHMAN: Thank you Mr. Moderator.

When Mrs. Christman first communicated with me regarding this con- |
ference and asked me to be prepared to do twenty minvizs, Ikind of felt as I i

did once before in 1960 when I was in the middle of a gubernatorial campaign
in Louisiana, f‘

In the course of the campaign, I was asked to do a program on television, ]
I go chasing over to the Governor's headquarters and say, "I kave got to do this ;
half hour program for the Governor tomorrow night. I would like to have a copy
of his platform to use as material." There were some blushes, Isaid, "Let's
go, I'm in a little bit of a hurry.' "Well, Senator, well -- the Governor just
doesn't have a campaign platform.".

I had to go home and write a fourteen-point program -~ things I thought 1
the Governor should have promised -- and went ahead and did the program. One
of the things I suggested that the Governor suggested he should do was to go for-
ward with an educational program for physically and mentally handicapped people.
And we did, after election, get underway a program putting 9 or 10 million dol~
lars to work to facilitating the education of handicapped people.

It was good fortune that I was given this opportunity, and it is just rare
good fortune that I saw the need for this kind of program and seized upon the
oppertunity to do something about it.

It was in that same spirit that I accepted the assignment to serve on the
Advisory Committee for my area in connection with the administration of the
Manpower Development and Training Act. My dear friend, Mr. Messina, who
is director of the State Employment Service in New Orleans, asked me if I would
be interested in serving on the committee. Of course, he had a good reason for
asking me, bécause, for the last 12 years or better, I have consulted with him

regularly on employment problems. A position in public life does attract people
who need and seek and want help.

Through the many years that I have been doing this kind of work, I have .
developed some insight, certainly some awareness of the problem of older ;
workers. Ifelt that MDTA could well be utilized in this area. With that in mind,

I did accept this assignment, : :

When I attended the first meeting, along with 17 other people, the director
outlined the aims of the program in terms of the high school drop-out. 1
couldn't help but notice the reaction of the members of that particular committee.
I couldn’t help but notice the attitude of the director himself. It was half-hearted.
Nobody was really sold on the idea.

Lots of times Congress will enact a law and the administrator is stuck with
it. He doesn't know what Congress had in mind. I have the strong feeling that
this was the situation among the group I sat with that particular day. And of
course, since I had in mind the particular problem of the older worker -~ whom

I deiine to be anybody over thirty-five -~ once again, the opportunity sifmply
presented itself.

ERIC

FullToxt Provided by ERIC.
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I was called upon for comment, as the others were, but I was the last to
be called on, The half-heartedness I sensed became more evident by the mminute,
So I got on my snap box and made the pitch that 7 didn't think that the program
should be limitea tc younger people; that there was a miich greater area, that of
the older worker, in which there was a much greater need for this type of thing.

Several weeks later, minutes of the meeting were transmitted to Dallas,
and some time later, to Washington. The next thing I know, I am being called up
and asked to attend this conference.

What I have to say to you is that older worker training is something that
you can sell to your Manpower Advisory Committees.’

Idon't think my people are unique. Certainly there are regional problems
and differences, but, fundamentally, I think all of us are motivated by the idea of
trying to accomplish some worthwhile goodness,

This high-school~drop-out program in my area just wasn't a serious
problem. Further, we had ample other means to cope with the thing. One of the
reasons fthat we had any kind of high school problem at all was that employers
were going to the high schools and recruiting second or third-year workers in-

8 ;alling air-conditioning ducts at $125 a week, and so on, |

We did suffer a little bit from the segregation,but that was only 2 temporary
thing. Many people held their children out of school, hut when the Grant-Aid
Program went into effect it provided an escape value, and the children quickly
returned to the schools. The old husiness of the fear ~~ fear of the unknowa. I
don't think it was anything more than that. Certainly, peopls were frighte - 3d.
This was a brave, bold thing. It was brought ahout through rather violent r.eans,
and so on. There were literally thousands who did withhold their children for
several weeks or months, waiting to see how the thing would turn out. The
Grant-Aid Program furnished the escape hatch.

But there was no particula.r drop-out problem to speak of. There was a
certain number of psople who would drop out regardless of the times, regardless
of the situations. There are any number of causes, not the least of which is the

fact that the gu; just doesn't like to go to school, and he has indolent parents
who allow him to quit,

Anyhow, here we are with this program, and the other gentlemen on the
committee seemed to be in a condition of, "What are we going to do with it,"
As soon as I pointed cut a purpose and aim, something to be accomplished, the
thing was immediately accepted and immediately we began to a~t on it.

Through the subsequent year or so, while we were waiting for the thing
to be approved at the Washington level, I made it a point, as thcase training pro-
posals came in for cpproval by the co.amittee, to make inquiry about ages. I
made the committee age-conscious: "Well, 20 tailors -=- is it necessary that these
20 trainees be under 25 years of age”. Can't we train prospective tailors who are
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40 or 41 years of age?" It wasn't difficult to make the point. Of course, I would
be something less than human if Isaid I didn't feel some gratification -- if I didn't
say the thing was picked up and is going to be converted nationwide.

Just before Icame, there was approval in New Orleans and funds were
macie available to train people in the 45 to 65 category ~-- 20 bookkeepers, 20
clerz-typists, 20 cooks, 25 dry cleaners, 20 grounds keepers, 20 machine press- 3
ers, 20 auto-parts clerks, 20 upholsterers, 20 visiting homemakers,

Now, we have a separate program that has. been approved for illiterates,

only. Of course the definition of an illiterate is a person with less than sixth-grade

education. This is the first program as I understand it, that is goiné to be opera-
tive under the D TA Program,g- ’ 18 going to be opera

Let me say this about Manpower Advisory Committees: Your biggest
problem, whether you are in California or Wisconsin or New Jersey, is to con~ |
vince the imployment Service director that there is a need for older worker |
iraining in his own area. That director should be able to satisfy himself of this :
simply by looking at the number of people his files show are

presently unemployed
and getting a breakdown on the age bracket.

|
In pouisiana, th.e unemployment rate is very low. It is less than four
per cent right now, Itis 3.9 per cent. 'We have in excess of one million people

employed out of the total 1zti illion. i i
tim% hyigh. £ o a ?gﬁul tion of four million. Qur economic level is an all

fter some of the depression days, Ididn't think we were ever to

see it, buf we are. The director will be able to determine that some 47 per cent of

unemployed are going to fall into this 45-65 category.

" The second problem you are going to have with that director is conserva~-
sm,

It is rather interesting that people inside of Government can be as conserva-
tive as anyr e outside of Government who is throwing brickbats at them. Their |
conservatism has a different hasis. They don't want to go to the trouble of ex- |
pansion; théy don't want to go fo the expense of inaugurating a new program, hiring
and tr2ining new personnel to undertake these programs without Some reasonable
assurance that these programs will continue. They live under the fear that next

year Congress might cut it out of our budget. That is the thing you will have to
overcome with your director.

., You are going to have to overcome to a certain extent ~- I anticipate this;
I haven't seen the problem in my area yet -- the resistance of lakor, the business
agent of the union who is concerned: '/ell, gentlemen, if we are going to train
two hundred pecple in this category, I am going to have to keep them in, and God
knows, .I am having trouble keeping my 1500 people employed now." That is a .
distinct possibility. Fortunately, in my area, I don't consider it likely to come for
some several years, anc, in the meantime, we can train people and put them back
in the labor masarket in one form or another. It is a calculated risk. Even though
it may be for only two, three, or four years -- a transient kind of thing -- when
you are dealing with people in the upper-age brackets, two, or three, or four

years is a long time. Anything you can do to make life a little bit easier or
happier for them is well worth the cost.
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You are going to have a problem with your Manpower Advisory Committees --
too -~ this conservatism. |

Conservatism seems to be sweeping the country and it is not limited to the
South. You may run into these attitudes: 'Gee whiz, Idon't know if Government
ought to go into this. e ought to maintain the status quo." "I don't know if it is
the kind of thing that is good for my community or is going to really be as helpful
as you represent it to be. Idon't know whether this might just be a pie in the sky
scheme." And, of course the answer is purely and simply that there is not any-
thing revolutionary or radical or extreme about MDTA.

. MDTA is another form of a G. I. 3ill of Rights. 1 don't believe anyone could
question the wisdom of the 3.1, 3ill of Rights, Anyonewho was able tp e};hancehis

eédugation or develop technical skills through the meciufi of the 2. I. 3ill for the

.;rlgc;sig .part turned into producers, That &.T .2ill.has paid for itself time and time

A little more of the assignment that was handed to me for today was covered
in a letter by Mr. Meyer, in which he said, '"“Ve hope you will have something to
say about the general lack of community awareness of this problem and the steps
needed to focus community attention on the problem." I already talked about the
steps and results.

When you talk about general lack of community awareness. I am happy

to report to you that in Louisiana we don't have that problem. Louisiana was one
of the first states in the Union to adopt an Old Age Assistance Program.

We were in the old age assistance business long before the Government
got into it. There was Mr. Huey Long. We certainly hope programs in the
future will have another Huey Long come along.

Ve have a Golden Age Club. This goes back to 1946 -~ a recreational
facility for older people. ‘We have been born and bred to respect our elders, to
honor them for the wonderful efforts they made in our bghaif, whatever their

capacities were, whatever their means, during the hard times that existed around
the turn of the centyry —-- and notwithstanding the mistakes.

They have made mistakes. If you like, the segregation was part.of that
mistake. If these peaple had provided educational facilities back in the 20's for
the Negroes, maybe my age group wouldn't be asked to atone for all of this now.
But by and large, these people did make contributions to societies that existed
and certainly led us to this high level of society that we enjoy now.

Older people have been very active in politics in Louisiana and that is
part of our tradition, too, I suppose. We are bred to respect thema and to
recognize them and pay them the defereuce that is due them. We have np problem
about community awareness.

Idon't want to take any more time. I think I have thrown out enough
material that certainly you can fire any questions you like at me, o

Feel free to ask me anything and I will try to give you as conscientious
an answer as I can.

Thank you very much.




MR. FORRAST: The suggestion was made as to how we might organize
this. Instead of a huge workshop atthe end, perhaps we can take ten minutes
after each speaker, address a few questions now, and hold the rest in abeyance,

Are there questions right now which anyone wishes to address to Senator
Deichman?

DR. W. DEAN MASON (Administrator, Kennedy liemorial Christian
Home, Martinsville, Indiana): With the low unemployment rate, I am wondering
how it happened that this first démonstration project was set up in Louisiana?

SENATOR DEICHM.LN: Iam going to give you a very honest answer. I
beliecve the reason is that the program was floundering and people didn't know
what fo do with it and some direction and some purpose was given to it from the

New Orleans area. A certain deference was given to our request. I would
smrmise that.

DR. MASON: I think this is somewhat pertinent ~- that it might have been
aggressive leadership on the part of the people in Louisiana that got it startéd,

and the thing that might be holding it back in other States is just getting hold of
the strings. .

DR. RUTH M. LAWS (Supervisor of Planning and Research, Vocational
£ducation, Delaware Department of Public Instrection, Dovez, Delaware): Do

you have a single State Adivsory Committee or do you also have local Advisory !‘
Committees ? |

SENATOR DEICHMAN: We have a lccal that covers ten parishes; we
b~ .e the statewide that functious from the State level. From that point on. I ?
uon't know how it goes, but one of the things I have done, that I would recommend,
is to establish rapport with liaison officers serving through your State -- you
will have them in the different regions of your State ~~ and to establish rapport
with the Statewide Committees.

It is silly to be coping with the problem and coming up with-finances
in one section of the State when another part of the State is having a problem and

is not aware of a possible solution the other side of the State has already worked
out.

Communication -~ the big word that I consider all important. We had
none of those difficulties when this particular thing was submitted to the Baton
Rouge office.” Everybody said, "Yes, this is good. This is an area in whi~™ '
we can use this money most fruitfully." ' |

‘MR. FORREST: I have one question. I wonder if you could name some
of the agencies which are represented on the Advisory Committee and explain

some of their functions. For example, whom do you have from the labor move~
ment and what is the function 7

SENATOR DEICHMAN: We have the Assistant Superintendent of the School
Board. We have the State Supervisor of the Bureau of Apprenticeship and Train-
ing for the United States Department of Labor. We have a representative of the
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New Orleans Department of Labor Division of Apprenticeship, Then we have a
labor representative, president of the Greater New Orleans AT L-CIG: Ve have
the executive vice-president of the Chamber of Commerce, a gentleman in semi-
retirement who was president of the Gulf Oil Company for many, many years.
We have a representative of management from Boeing Company. Ileis in the
Aerospacé Division, Launch Systems Branch., %We have a dentist represent.ing
the public. We have a representative of the Social Welfare Planning'Counml,

the executive di rector of the Urban League of Mew Orleans, the Chrysler Cor-
poration director of ¢raining and development, a business manager from ”them
Plumhers Marine and Steamfitters; myself, representing the public; the Iv'xD TA
Supervisor, a business agent for the ®lectrical Workers, Local 130;.a.busx ness
agent for the Machinists Lodge and thu executive director of the Louisiana Iospital
Association.

We need, and hope to have appointed very shortly, a good public relations
man. I think we have had a problem in getting this thing rolling and getting it
moving now, rather than four or five years from now, because of our lack of
publicity -- not public relations, but a lack of publicity, letting people know
thraugh the medium of press or televisinn programs, and so on, that we are
instituting just these kinds of training programs that carry these benefits. And,
goodness knows, it is the only program I ever heard of where you completed
training and were guacanteed employment.

Yhen you go to a law school, they hand you the digloma, but dor't gnarantee
you are going to make a livin&. After you get out of that high level engineering
school, etcefera, that doesn't mean that some coilege or universily is going to

hire you. One of the heautiful things about this program to me is that, with the
training there is the guarantee of future employment,

DR. MASON: Mr. Chairman, ie this absolutely a guarantee with this
program ?

SENA:.‘."QE <~ SICTILLIT: It has Heea z guarentee in my area, ~/e have the
assurances of tae employer that he will accept these personnel hefore the train-
ing of an individual is ever begun. iivery one of these people alrecady has a place

in private Industry waiting for him as soon as he completes the training == be it
8 Six~maonth,. three, or perhaps even a year's progrﬁgl. g'

Most of the training programs are going t : .
. X g to be short-run -= three to six
months. How they are going to do that home-demonstration-visitor thing, 1

don't know, -1 juet don't krow how that got in, because, to.me, there seems to *

be a whole lot more involved than just three or six mo ' in
] nths quick trai
a trade school facility, But everything else on here, you cgn 1:rai1i‘};ai1:l %%ggrt%ugh

8iXx moaths. You can train a bookkee er in six .
«s ot ' - mo t S‘ X -
typist in three months, L P months, You can irain a clerk

DR. MASON: The visiting homemaker is a three-month program.

SENATOR DEICHMAN: Itis? Most o pges
Home Economics degree thing, f the Louisiana colleges have the
DR. MASON: It is not a degree,

rrhns . .
persons. This is not a college program, s poor maybe high school level

It is for your average citizen.
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SENATOR DEICHMAN: Well, as Isay, this is one I really don't know
anything about. Certainly, there is a need for it, if it has been approved.

DR. MASON: It is a persor. who agzists the homemaker if she is ill and
goes in and takes zare of the chiliren, i» keep the family together.

SENATOR DEICHMAN: Iunderstand. Thank you.

MRS. RANDALL: Iwonder if you could fill us in on the logistics of this:
Who appointed your MDTA Advisory Committee and who serves as the chairman?
How frequently do you meet,. cn whose call ?

SENATOR DEICHMAN: I think most of the appointments were made by the
State Director of the Employment Security facility in Louisiuna. He appointed his
own board, which is perfectly all right, because the man is conscientious and
capable and interested. The State Director approved and my certificate came
from him. The Committee chairman is the Employment Securiiy director in the
New Orleans area. Of course, the hoard is guilty of just plain old negligence in
permitting the chairman to undertake the agenda and to maintain the thing, and
so forth.

MRS. RANDALL: How often do they meet?

SENATOR DuICHMAN: Yufortunately, we don't meet often enough. Our
r_cetings have been at anything from two to three~-month intérvals and there is a
real hardship involved. It is one thing I fuss to my dear friend about. Every
time this Committee meets, one of our principal functions is to approve the
recommendation that so many people be trained say by Kaiser Industry -- so,
there is Kaiser waiting for usto send 20 people to him and this committee hasn't
met in two months. Idon't know how patient employers will be with this thing.

We had one case where an employer needed about 15 people for hire. They horsed

it back and forth for about six months and I think only on the occasion of cur last

meeting was the approval given to train people who were going 6n $24 a day, $3
an hour, to install panel fencing.

Our attendance at Committee meetings is genevally good. Unfortunately,
I can see that if we attempted to meet once a week, certainly we could not count
on the people from Boeing and the dentist and some of the business agents of these
labcr unions. But what we are confronted with is this conservatism: 'Let's not
get too deep into this until we see that the people in Washington are going to go ail
out to support it."

From the legislative point of view, I can tell the big shot in Baton Raouge,
and I can tell the pcople at the Washington level, thatif they gc out and put this
program in effect and come back to Congress at appropriation time and appear in
the budget session, and say, '""Here is what we have done ' there is no doubt in
my mind that Congress will re~enact this program and make the monies avail-
able to continue its maintenance. No doubt whatscever, if you show results.

MR. FORREST: I wonder if Icould interrupt to bring on the next speaker?
Let me introduce Mr. Montross:
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Mr. Montross is Director of the Office of Employment Service Activities,
United States Empioyment Service, Bureau of ifmployment Security, Department
of Labor. His office has general responsibility for assisting the nationwide net-
work of State operated Public Employment Service offices to provide appropriate
job market services to all applicants and employers needing assistance.

He is & career employee in Employment Security. His first job in the
Iederal-State Employment Service system was as a temporary employment inter-
viewer with the New York State Employment Service. “Vhen he left New York to
join the United States Zmployment Service, he was the Director of £mployment
Service Activities in New York City —- the country's largest job market.

During Woirld War II, he began his military service as a Private in the
Army and ended it as a Lieutenant Commander in the Navy. 77hile in the Naval
Reserve, he served as a manpower liaison officer to Selective Service; to the War
Manpower Commission; and to the War Production Board.

In 1958, we spent several months in Puertdd Rico as a manpower consultant
to the Puerto Rico Economic Development Administration, usually referred to as
"Operation Bootstrap."

His subject today is "Community Action Programs -- Their Implications
for Broadened Training and Employment Services for Older Workers, "

With that introduction, let me turn you over to Mr. Harold'K Iiontross.

MR. MONTROSS: Thank you, I do deeply appreciate the opportunity to
be here this afternoon to discuss some aspects of Community Action Programs
and their potential tc help older workers achieve a satisfying and productive
place in our economsy,

For perspective, before I talk about Community Action Programs specifi-
cally and what I see ;n them in terms of chances to broaden our Employment
Service activities in behalf of older workers, I would like to backtrack just a
little bit into histoxy.

I wils refer vou to the fact that all mezpower legislation in the last
fouy years has been calculated to improve our human rescurces. It emphasizes
additional education and skill training as prerequisites for bridging the gap
between the qualifications of people and actual job specifications,

Since World War II a number of events have contributed to our manpower
problems of the 1960's, I will touch on two of those. very briefly, because they
stand out in my mind with particular reference to the problems of older workers.

Ine was the four post-World War II recessions == each of them not too
deep, ‘each one not very long, fortunately, but each leaving behind economic
scars, another layer of unwanted people, Although we had an economic:recovery
after each recession, the manpower aspect never fully recovered. A great
many pecple remained unemployed, particularly older workers,
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The second thing that stands out in my mind is the upgrading of job

. 8specifications since World War II, particularly the educational requirements.
Here again, the older worker, although often able to do the job, just couldn't
:neet the new minimum specifications, Idon't think that anything is going to stop
-this upgrading.

The fact that the unemployinent rate for older workers compares favor-
ably with the unemployment rate for all workers is sometimes cited as an indi-
cation that the older worker, as a group, presents no very special problem. But
this viewpoint fails to consider a number of significant things, cuch as the fact
that the unemp: >yment rate, beginning with the 35 to 45 agc group, increases
steadily with age, the increase becoming move marksd as ws approach the upper~
age levels. Secondly, the percentage of older workers among the long-term ua~
employed increases significantly with age, althcugh Iunderstand that in this
m¢ rning's segsion Mr. Aller was able to report that some progress has heen
. made in reducing the number of older workers that have been unemployed for a
long time, However, I amw sure theve is still plenty of work to be done. Finaily,
and maybe this is looming up to be a more important angle than most of us real-
ize, we must consider that it is quite likely that an appreciable number of older
workers who need and want work drop out of the labor force as a result of con-
stant rejection by employers and, consequently, that they do not show up in any
statistical count. They are not in the fligures we read about, We have some
pretty reliable éstimates that this is true with respect to youth, ‘and I don't know
why it would not pe equally true in respect to older workers. Iiscouragement
can bring you to a certain point, and you just say, "There'is no use, " and you
give up. . T |

Most of you are familiar with the Department of Labor's Seven Cities
Study, 2 survey which explored the major employment roadblocks to increased
‘job opportunity for older workers. As a result of this reséarch, the Public Em-
ployment Service embarked upon a three~pronged approach to improve its sexv-
ices to this particular group:

First, it embarked upon a program to incréase its direct services, that
is, specialized counseling, job development, and placeément services.

Second, it took on an educational and promotional program to help change
employer attitudes,

And, third, it decided that there was still a lot to learn, and it continued -
its own research studies to find out how it could make more improvement.

Theu came the Manpower Development and Training Act. This gave the
counselors in our State Zmployment Services offices a lot of tangible opportunities
to help older workers improve their ability to obtain and hold a job.

Now, it is absolutely ‘true that in the early part of our Manpower Develop-
ment and Training activities.the 'emphasis went to youth. But, I think there is
increasing recognition now of. the importance of using this training resource to
meet the needs of older workers. The recent expansion of training time to 104
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weeks provides a potential opportunity to extend training to include either necessary
Basic Education or an upgrading of skills into the technical or subprofessional
areas;

JIn the Public Employment Service, today, and I usually refer to the State
Employment Services system as the Public Zmployment Service system ~- we are
seeking to extend our older worker services as far as our staffing will permit.

s an institution, the Public Employment Service is not very old. It has
not yet been given the staff resources to fully iiaplement the kind of customized
applicant services I think it should be able to provide to every single individual
- who knocks on its doors for asSistance,

I would like tu say something to you about the word, ''disadvantaged.' This
is widely used today to describe people who cannot even meet minimum employer
expectations for relatively low skilled oscupations. Although the word has become
synonomous with the war on poverty, I have long held a personal view that any
job seeker, regardless of his education or skill level, is disadvantaged the day
after he becomes unemployed.

The degree of disadvantagement increases with every day of unemployment
and is compounded by such factors as lack of education, color, lack of motivation,
poverty heritage, physical handicaps and last, but not least, age.

In the Employment Service, we have withir the last year taken unprecedented
steps to assist disadvantaged youth You may think: what is the connection be-
tween youth and older workers? E.t I think I can make the point,

In developing our operating guidelines for our new Youth Centers, we
provided for customized services to fit the precise needs of each individual youth,
We no longer wait for youth to find the Employment Service, v/e take the Em-
ployment Service to youth, by reachins~ out into the community. It will take some
time to fully implement this new policy, but whether the youth comes to us or we
go to him, our-aim is to'properly identify his job-market shortcomings and tailor
our counseling, literacy, skill training and job development efforts to his in-
dividual requirements,

This, of course, means quality, maybe sometimés at the sacrifice of
quantity, but it means do the job right for each individual to the extent that our
resources permit us to do it,

- We also provided, in the same guidelines, for a continuity of servics,
vesting in each youth counselor the responsibility for diagnosis, treatment snd
follow-up after placement, to assistin the youth's satisfactory adjustment on ii:e job.

Despite the chronological years separating youth and older workers, I am:
of the opinion that the same basic approach will point the way for improvement of
our Fublic &mployment Services for older workers, with the process of preparing
people for work occurring in two overall stages:
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First, counseling and training activities leading to employability, This
process often requires not only literacy and skill training but attenticn to many
other things, such as, health and housing.

The second stage, and just as important, maybe more important, is to
translate employability into employment, because that is the end objective of all
of our efforts.

As a representative of the Public Bmployment Scrvices, Inaturally want
to see cur State .mployment offices increase their capacity for translating em=~
pleyability into employment., But, I also recognize that the most important thing
is the end result, Regardless of what hiring channels are utilized, we all benefit
by the placement of un oider worker, Uniess employability is transiated into
employment, we miss the whole point of the devclopment of an active manpower
policy in this country.

Now, getting down to Community Action Programs: Their focus, as you
know as well or perhaps better than I, is to hélp ur»an and rural people mobilize
local resources to combat poverty. To alleviate poverty requires a varied but
coordinated approach. Literacy training, employment counseling, job develop-
ment, consumer education, homemaker services, vocational rehabilitation and
heelth services are some of the many activities by which poverty can be reduced
through community action,

As I see it, the Employment Service is uniquely equipped to perform very
essential manpower functions in any Community Action Program, and it is more
than ready to cooperate as a member of the team.

I think the objectives and processes of Community Action Programs tie in
with those of the Zmployment Service, Through them, the imployment Service
has the opportunity to reach out into the community and broaden its services to
all workers, particularly older workers. |

ow, no one really knows the extent towhich older workers, still in

their productive years, drop out cf the labor force after experiencing continued
rejections by employers because of age. I think these people can be reached only
by a concerted effort to go out into the neighborhoods and identify who they are.
The neighborhood centers being developed in our major cities through Community
Action Frograms offer, I believe, the best medium that we have of reaching out
and idéntifying these workers. iowever, once they are identified, it is' necessary
to provide them with counseling, training and job development services, While
the Employment Service has the know=how to provide these services, it does

not always have the means, ZHowever, by mutual agreement between the Office
of conomic Opportunity and the Department of Labor, the Employment Service
is able to get some of these out~reach services underway at the present time,

' T'am sure you will be interested in the details of this agreement. This is
the way it works: Let's say that Office ""I{," a local Employment Service office,
gets a request from a local Community Action Program to out-station imploy-
ment Service staff for specialized manpower services on behalf of older workers.
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Now office V., " though very willing to cooperate, is usually urable to do so
because detailing staff for such a purpose wonld leave them short-staffed for
their regular works But under the Ox¥3-Department of Labor agreement, these
additional Zmployment Service staff costs may be included in the Community
Action Prograin costs which are funded by the Office of Economic Opportunity,
Thus, the Employment Service can participate without letting its other programs
suffer. .

The actual agreement arrangements are made in the community. I think
this is imporiani. Several have already heen agreed upon and funded, and oiksys
arz in the making at the present time. Some agreements have been just for youth
and some have been on behalf of aduits in general, but aiways, when it is adults,
the older~worlker group looms up as a major reason for cut-siationing staff and
pProviding customized services. Ve are encouraging our State Zmployment Serv-
ice offices to take part in these cooperative ventures,

It occurrzd to me that some of you in this audience may be directly involved
in Community Action Programs, and if you don't know about the possibility of
these agreements, you may want to talk to your local Employment Service manager
in your community. e should know all ahout them, but there are some 2,000
offices around the country, and if he says, '"V/ell, I don't know how to go about
this, " you can tell him all the details are to be found in the Bureau of @mploy-
ment Security General Administration Letter No, £92,

I understand that lir. Aller made reference this morning to our current
efforts in Chicago. This is an example of a coordinated approach, involving ali
pertinent public and private agencies in an effort really to determine the actual
needs of unemployed persons and the resources that must be developed to meet
their needs. Ve refer to it in the Zmployment Service as the “Chicago Plan,"

The plan, as Lir. Aller said, was sparked by a suggestion on the part of
the Secretary of Labor, whosid we ought to devise means for carrying out an
individualized approach to help every person in need of assistance, And so, what
is actually happening in Chicago is that the Public Employment Service, together
with the Community Action Agency, the elfare Department, other public agencies,
and with the willing and enthusiastic cooperation of leaders in city government,
industry and labor, are carrying out, in a limited geographical area -~ in other
words, a certain defined area of Chicago ~- a saturation plan to determine
exactly what needs to be done to bring to bear on each individual who needs

something special done, the kinds of services needed in order to make him able
to find a job and hold a jobs :

This , of course, runs the gamut of all the kinds of things that the Com-~-
munity Action Program is interested in. I am sure this is going to be of great
benefit to older workers, because they will be identified and helped.

Isee my time is up and so, in summary, may I say that I think if the
methods I have described here, in which we are trying to cooperate with the
community, are brought to bear with great energy and dedication on the part of
everybody who has a part in them, they cannot help, in the long run, but point the

way to new levels of accomplishment in respect to our mutual desires to help our
middle-aged and older citizens.

'EC
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Thank you very much.
MR, FORLEST: Thank you, Iam afraid Rir. Riontross has to leave in
/ approximately ten or fifteen minutes, so I would like to put the question period
in at this time so we can make maximum use of his presence here.

Are there any questions anyone wishes to address ” 1

DR. LAWS: Iwould like to have him tell us a little more about the
lLetter 592, 47‘

MR, MIONTROSS: Of course. Ve send ont Qeneral Administration letters E.
to the State ¥mployment Security Agencies, They, in turn send appropriate in-
formaticn fo 2ll of theiv local offices throughout cach State,’ They either copy these
letters or translate them into their own terminology. As the States use their
own numbering system, it may not be known in the local office in your ared as
‘General Administration Letter Mo, 892 bhut they ought to recognize what you are
talking about,

“What it says to them is: Here is a new method you can use when yo . get r
requests from local Community Action Programs to out-station staff you are |
not budgeted for., In other words, normal budgeting is designed to take care of
the workload as we visualize it for the main office in each community. Now that
we are in the stage of reaching oui, we need to take outreach into consideration
in our future budgets. 17e have done this in the youth program, have provided
for local office out-stationing of youth staff on the premises of Community Action
Organizations, Yet sometimes the Community Action Organization says, "V/ell,
you haven't provided enough. Ve want even-more people out-stationed to work
with youth than ycu provided for." Then this new mechanism can be utilized by
them to ask for more youth staff.

How, requests come in that have nothing o do with youth., They say, "We
would like this extra assistance for adults because we recognize that this is the
field of worlk in which your organization has the expertise." And we say, '"Fine,
i7e would love to do its Tou are qaite right; we are the organization to do it."

"If you can afford to out-station staff,' we tell our State agencies, " go ahead and
do it. .If you can find the staff resources without impairing your service to the
people who are coming into your local - fice, do it, But, if you need additional
financing «t the moment in order to do it, work ont this plan, and send it up
through channels, "

The plan requires that it be sent up through channels, through Community
Action channels to their regional organization, and from the Zmployment office
up through the Public Zmployment Service channels, and finally it gets acted 3
on here in “/ashington,

DR. LAV/S: This is a cooperative plan of the 2.30 and Zmployment
Security ? ‘

MR. MONTROSS: OEQ and the Department of Labor.
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MR. BORR.uS [: Originally, the Community Action Programs -~ they were
set up with the expectaticn that they would dissolve in a number of years, having
accomplished their mission of institutional change and innovation. Do you really
think it is realistic to expect OL0 to: carry on the funding of these detached people
from the Employment Service :

MR. MONTROSS: Idon't think it is realistic from the long-range point of
view. I think the Public Employment Service ought to be financed to operate in this
fashion, through its owun resources, and I think the trend of the times will eventually
bring new legislation which will give the Public fmiployment Service a new charter.
We are now operating under the ‘/‘agner-Peyser Act which goes back to 1933. The
job market conditions and the needs for services in those days were different, not
nearly s¢ complex, not noarlv S0 many things to do as we have to do today.

' 1 think the long-rafzge angwer is that the publu, meloyment Service will
eventually be financed to enable it to reach ui iatc local neighborhoods, particular-
ly disadvantaged ones, on a continuing basis, as part of its regular program, and
to 1dentify these peaple and provide services for them either in the neighborhoods -
or in the community or in the regular offices.

MR. FORR#ST: If Ican be parochial for a moment ~~ in New Haven, we
are fortunate in having representatives for both older and younger applicants, and

it has worked out very well. A’étually, the funding is under the iZmployment Serv-
ice.

Are there further questions 7 Then let me introduce Violet E£dwards of the
National Center for Citizens in Education.

Miss Edwards, who was selected for the post of executive director when
the New Yorl: State Citizens Committee for the Public Schools began to function
in 1952, brought to her position an intensive and broad background in the field of
educatlon She is a former high school and college teacher with executive experi-
ence in positions of leadership with non-profit organizations concerned with public
education,

Miss fdwards was also the executive director of the Connecticut Fact
Finding Commission on iEducation, a pioneer group in developing guidelines for
productive partnership of lay citizens and educators working for their schools.

In the Connecticut program more than 100 towns and villages participated in study
of their public schools and in local action to improve them.

She will speak today on "Teamwork for Good Schools: How Borads of
£ducation, leachers and Community School Groups Can Put the Three-Wuy Part-
nership Into Action.™™ Violet iidwards.

MISS LDWARDS: They say of Harold Howe, our new U. S. Commissioner
of Sducation, that when he plays tennis he goes for the impossible shots, and I
think that is certainly what I am doing here.

They should have said of him that he also goes for the impossible shots
when he is thinkihg and talking and working for education. Impossible shots,
yes, in these 20 minutes.

EKC
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- The experience our Chairman just listed goes back a losg time, and a great
many people had a part in building what is truly a transferable body of knowledge, |
experlen ce, guiding principles, "how-to-techniques." }

You will know why I used the word "1mposs1b1e, literally so, when you know
that today I am trying to have us keep in mind educational problems which'inave
assumed such great depth and new complexity in this past decade. Also, I am
keeping in mind closely that our community and school leaders are demonstrating
what I would like to call a different kind of vitality and many new and practical
approaches to some fundamental concepts of how, indeed, do we give each and
every child a decent education for the kind of fast moving, changing world we live. ‘;
in today.

Parti of the impossible shoi this afternoon may be, butI hope not, fthat I |
want to count ocn you -= as I touch 11ghtl'v’ and SIMMATIZE SOME 0L blie I."}.djw"' pO{“L-B ]
growing out of the body of experience in this field -~ to translate our coxn.munity ;
school experience into terms of your programs for older workers. Idon't like |
to make speeches. I always like tc make the participants participate and work !
along with me. Will you try?

We have new emerging understandmgs new commitments. Notmeably we
find in all our work a very strong move in.the direction of redefmmg what is
good education, and commitment to practical work to help our cornmunities and
our school agencies really and truly develop a program for all children that is
meaningful of the word “education. "

We also see a strong md1c ation of the development of specifics for pro-
ceedmg, for working together, for meeting change, for modifying practices and
organizational structure, a lot of reanalysis. :

And three, we see, and I think most szgmficantly, people taking a new
look at this whole communications process. This ig certainly healthy. You see
it on the part of the community leaders, educaters and school board members
all over the country, who are actively seekmg better and more ways of working
together to meet the increasingly complex school and commumty problems -~
problems and needs that we know exist. .

Experience teaches us that there isn't any magic formula, and I am sure
there isn't in what you are attempting to do. Ve do need clear eyes and the
willingness to experiment, and above all to fmd much more effective ways of
working with agencies that have common goals for community and school.

it seems to me there are five public insights that continue to emerge'very
clearly, and that they are basic to all community education undertakings.

One, the great need for understanding among people in different types of
commuaities. |

‘iwo, no Board of Education, no matter how well intended, ¢can do the
mammoth job it is faced with these days without the support and understanding
of citizen groups. : v
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o Now how to get this? It can't be done we have learned, from telling people,
from pouring water into pitchers. People simply aren'i; like that. It has to be
done through person to person contact, through getting people of all different
backgrounds, persuasion, points of view, competencies, understandings and mis~-
understandings, actually caught up in purposeful work together. This can be done
in the field in which I work through the representative citizens group. That group
could be a PTA, or a citizens committee, or it could have any other name. But
whatever the name, it must really reach out into the community and be bradly
representative of the varying points of view within the community, the varying

aspirations of citizens for themselves, their children and their children's
children.

The third of the five public insights: that community involvement is
, absolutely essential for understanding and for getting any kind of creative action.
Invelvement, participation -~ those are the key words.

To get this involvement often requires great changes in attitudes -- which

can only come about through real participation, actual work for the goal, and
through democratic processes.

The exciting thing is to see it work, and when it does, to see what happens
to the people who have been involved, contributing, participating. All too often
we do not provide the ways and means through which people can participate in a
democratic fashion. We do have to start with their interest, do we not? So we
have to know what their interests are. e say, in our counseling with school
community groups -~ people who want to work on a burning issue relating to good
schools -- ""You had better get in and study your community. What is your com~
munity? Is it the same community it wag yesterday?"  So often it isn't. Our
communities are changing right in front of our eyes. So are our schools and the
kids, and needs and problems that youngsters have.

A fourth public insight, therefore, is that often times self~interest is the
dominant factor determining individual and, therefore, community action.

The problem is to get people to realize what is really in their own interest,
which brings us back to study, fact-finding, by the representative broad-hased
group. It can't happen unless people do come together in study, fact-finding,

analyze what facts they have gleaned, the meaning of them in relation to the prob-
lem under consideration.

The focus of citizen~-school groups has changed in the past five years. It
no longer is on structure and organization of citizens and committees and groups
alone. It is on what happens within the structure. That is the key. Participa-

tion, alone, is not enough. The quality of the participation must be such that
effective communication takes place.

One of our first community jobs must be the identification of leaders --
established or potential. One of our first jobs must also be the identification of
the blocks that make progress difficult, an awareness of what our problems are

in reaching our goals and carrying out our programs. This business of identi-
fying and developing lecadership.

Full Tt Provided by ERIC.
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“When well intended citizens come to us for advice in organizing a citizens
group that will really do a productive job, we ask: "Where is your leadership 7"
And often we have gone with them into the field and found that leadership doesn't
seem to be there at 2ll. e have suggested taking on a very simple area of study
and communication, and relating a cross-section of people to this area. "Non~-
controversial” is usually a healthy guideline -~ to give yourself breathing room
in which to actually search for leadership, for the person who can be the catalyst
with his feliows. And organizational structure should be simple. The objective
is clear lines of communication. ,

There is no magical answer at all.

Communication ~- you know as well as Ido =~ insludes listening as well
as telling. In our school field, we know printed communications are very im-
portant. They can be used to hold on to the people who have a favorable attitudé
towards good schools., 3ut certainly person-to-person communication, as two of
our speakers here said, is essential to change an attitude. And to get person-to-
person communication, we cannot expect people to come to us. We have to go
out to them.

For beginning groups and advisory committees these are major guidelines:
to remember that communication includes listening as well as telling; and that
going out into the community, in very planned ways, is essential,

The public education scene is pretty stormy now in communities throughout
the USA. One of the challenges is to develop communications and cooperative
study that will lead to a more affective working relationship among the three levels
of Government: Federal, State and local.

Constitutionally and traditionally, of course, education has been a function
of the States., They in turn have assigned responsibilities to local school dis~-
tricts. The State and localities have developed ways of working together on finance,
on decision-making, on methods of operation -- ways that have worked, although
with varying degrees of effectiveness. If we are now to meet the challenge al~-
ready unon us so strongly, of developing a new partnership among all three levels
of government -~ Federal, Siate and local -~ we must learn ne~ ways of working
together based upon mutual cooperation and respect. There is _ :at need for
franker and less evasive dialogue about administration and interpretation, in order
to clarify the respective roles of the three government levels. I am talking of
course, as you recognize, at the community level where pecple are, where they
live, community by community throughout the land.

Finally, cominunication must be on an action level, not a word level, an
action level by the truly representative or cross-sectional group of the community.

In all these endeavors for better schools, we must think today of a con~
tinuing process because of the rapid rate of change in our commuaities, in
technology, in the mobility of our population. Continuous study, fact-finding and
action on the part of all of the natural partners ~~ Boards of £ducation, teachers
and community school groups -- are essential if we are to strengthen the capacity

L .




of our public schools to provide education and training -~ both for our children
and for their elders.

Thank you.
MR. FORREST: Thank you very much.

Ve have 1dent1f1ed I think, some of the missing links in adult manpower
programs, and perhaps gone somewhere towards recommendations. At this point
[ would like to turn the floor over to you, first to identify issues which seem to be
critical and then to work towards recommendations.

Would anyone like to address himself to this point?

DR. (7. DEANZ MASCN (Administrator, Kennedy Memorial Christian
dome, Liartinsville, Indiana): Ihave something that has been weaving through
my mind, | :

I asked my earlier question of the Senator in relationship to Louisiana,
because it is rather 1nt°rest1ng that they have come up with this very excellent
program so quickly, and this is something I am sure all of us are looking for in

. many, many States. DBut one thing gcve me concern -- his coxament about the

conservative spirit where people say, “well we have to be careful because we
only have allocations for a period of tizne.," This is true, you see.

Then we come, of courge, to what VMiss Zdwards said, which ties in, that
we have to have good, professional leadership to get the job done., The problem
is to obtain the tyre of professional leadership you need when you have a short
term projection.

Now, as a point of illustration. In the State of Indiana we have been
struggling for several years on this problem., We have had some Federal money
available for a couple of years, but we haven't been able to get the kind of lead-
ership we want, because it wa2s short term. You can't ask a professor from a
university to move into this area on a short term.

e finally this year got a Director, on the basis that he is still tied into
the university. He has security and he is doing this because it is being done with
Federal money. But we don't know whether we can get the State to pwk up the
tab after two or three years to carry the program on.

Now if the Federal Government is going to say this is proven good, and the
local government will not pick up the tab, of course a lot of people will say, let
the Federal Government pay it. lMeantime, it is a dilemma, and some of us face
the problem of getting leadership and putting them in these jobs. Also, many of
these jobs at this point are not paying enough to actually get the kind of profession-
al lesdership that we need, The way we resolved it in our State is the only way
we were able to manage it at all,
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MR. FORLREST: Let me turn this back to you again, more towards the
purpose of this conference, and recapitulste the problem as I think youn have identi-
fied it. .

One, the problem of obtaining qualified personnel for public adininistration
in manpower areas; and

'Two, the uncertainty of legislation, both as to the time lag and the short
coniract periods. IIow would you address yourself, or how should NCOA address
itself to this probl ‘m in terms of policy ? How can it help bring about a change .

DR. MASON: Well of course that ig one reason I am here. Idon't have the
answers. But I do think this matter of community action on older wo rker training
and employment needs fo have a little more stahilify in the top echelon, that some-
how or other that there needs to be a certain solid area, V/e recognize that there
isn't going to be any let-up for a number of years because of the aropouis we have
in our high schools and colleges today. They will prcvide us with our older worker
problem 2¢ years from now.

So I think definitély it should be in the thinking of this confercnce that there
be more solidarity or coordination of purpose with those who have the responsibil-
ity for training.

MR. FORRAST: ‘What the Government has been after is for the communi-
ties to coordinate themselves and I would say vice versa, the communities have
been after the Federal Government. Ferhaps the NCOA should try to promote
more Federal cooperation.

DR. MASON: I think they should. I think there is even a pcint down in the
grass roots,

I happen to live in a suburban area of Indianapolis. Vhen a certain minister
of the Preshyterian Church was seeking io get the inter-county committee or gan-
ized so that we could avail ourselves of opportuaities under the Zconomic Oppor-
tunity Act, he mot strong reactions in several community organizations I belong
to, on the basis of politics. It is a strong Republican area, and they felt that
this was nothing but a Democrat program, and because of this they didn't want
to participate in it. :

This happened in the YiiTA Board. It happened at the Lions Club -- just
trying to get community organizaticns to back it up.

' MR. FORREST: The question being the legitimacy of the local Community
Action Program in its area of operation? .

DR. MASON: Yes, that is right. He was trying to develdp an inter~county
council, to plan for extension programs under-the iconomic Opportunity Act, This
was just an iilustration.

MR. FORREST: This is a widespread problem in the Community Action
programs. ‘/ould anyone else here like to comment?

P e ———
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- MR. PAUL MENDENHALL ( AFL-CIO~CSA Staff Liaison, United Community
Funds and Councils of America, New York City): I have what n.ay be a related
question. Iwoyld like to addr 3s it to membewrs of the panel or anyone in the audi-
ence, PP Lot : 3

As we all know the Office of Economic Opportunity places great stress on
having the target pepulation represented at the policy~-making level in the anti-
poveérty programs, Is this a principle that commends itself in setiiug up these
community or country-wide councils ? Idon't know. I am not suppoSing it should
be, but the Senator mentioned who was represented on the committee or council

in-New Orleans, and I didn't hear of any representation from the groupe that are
to be served. v |

M3 FORREST: The point is, is reprcsentation of the target groups
»elevant to thic type of operatliva wilh oldeFWorkers, wWould you care to respond
“t6"that, Senator? :

SENATOR DEICHMAN: Emphatically, yes. The old story: if you want
to find out, go-to the source. There are observations of these groups that you can
take advantage of, ‘

‘The only problem I would see would be the matter of atiendance at meetings
or assuming; the responsibility that wo uld go with the assignment. But the idea
of talking of masses and communities and these abstract terms, I don't like. I
like to talk to individuals, with faces and names, The answer will depend on the
individuals yow appoint. Iwouldn't see anything wrong with the basic premise.

MR. FORREST: Does anyone wish to comraent further or. the problems
brought up so far: o

Let me remind you again, that the productivity of this confere’nce‘is up
to you, and it is up to you to bring forward the problems you encounter in your

particular operations and try and see if they are widespread and if so, what can
be done about it. ' ’

MRS. RANDALL: May I make a comment and ask a question?
MR. FORREST: Certainly. | |
MRS. R4 DALL: Iwas concerned a little about one suggestion .aade today,

that since we hav now had experience using MDA with the younger worker, let's
take what we have learned there and apply it with the oider worker,

I had a feeling after hearing this worning's program, that we might be
wanting to "jump the gauntlet, " saying, ''Let's ge® action, let's get results, let's
get these pecale placed on jobs." Iwonder whether or not there is any place
here for some caution against gereralizing that what we have learned about coun-

seling and training in relation to the younger persons will be effective for the
older worker, -
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The figures presented this morning would lead us to believe tuat we need ‘
much more in the way of fact-finding, analysis and experimentation. What is all “
right as training for younger workers may not be all right for older workers. We
may need different kinds of professional skills and procedures to help the older
worker; we are still not sure of this.

My question is: Can we or should we make any recommendations based on
what we have learned from working with the young=2r worker and say, ""Now we
have the expertise, let's have the same kind of services for older workers?"

MR. FORRLST: More generally this might expend into what types of
research are called for. Specifically, how do you transfer the experiences gained
in yoath programs?

MR. EMMET M. WILSON (Community Development, Arkansas Zmploy=-
ment Security Division) : Iwould say you find a wealth of information at your
nearest Employment Service office. This agency is charged with the r esponsi-
bility for training needs surveys, on which all MDTA training is based. The ex-
periences they have had in the youth programs could be related to the older worker
programs, and of course this I think is where you would go to stimulate some
action toward finding out what the needs of employers are who would hire older
workers. V/e must have reasonable expectancy, not always a guarantee, but
"reasonable expectancy of employment'” before we can enter into a training pro-
gram,

. 2.8, IAIDALL: This is my fear: thatwe conclude that specialized sery-
ices that are right for the younger worker are right for the older worker.

Ve might recommend that this is one of the things which NCOA should con-
tinue to promote at all levels of Government: much more in terms of research,
demonstration, analysis. We don't really know yet; we are guessing.

MR. FORREST: Your recommendation would not be that the NCOA try to
promote legislation for research into the problems of older workers ?

MRS. RANDALL: I think it has to he more in the idea of demonstration,
a specific staff trained to deal with the older worker. e need to understand that
the lack of experience of the younger worker is not the same as too much experi-
ence in the older worker. Although both factors are directly related to unem~-
ployability, t.oy are just not the same. In my community, £mployment Services
are shifting trained experienced older worker counselors to counseling with-very’
young "disadvantaged youth" and vice versa, Maybe this is good and maybe not,
but if you talk with the older worker counselors they feel very uncomfortable and
ineffective when they are shifted, because they recognize the problems of these
two groups are quite dissimilar. And yet, this is the crisis situation in which
State Lmployment Services have to operate,

SENATOR DEICHMAN: Iwould like to inject a comment here. These are
the kind of things that led me into this program to start off with. Sometimes you
are cloaking it with too much theory or stratospheric quality that really doesn't
exist in reality,
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A fellow comes in your office and says, "I am down, I am hard up, I am
having a terrible time.'" A few questions bring out that he's got a fine mind and
education, but everytime you saddle kim with responsibility he cracks and goes
back to drinking. ‘What is so mystic about that? You get the guy a job where he
has responsihility that is within his capacity to accept.

What do you do with the carpenter who comes off of an industrial injury.
All right, so he has coliected his $14, 000 for disability ~~ a leg amputated or
something. There is no mystery about this kind of fellow. You get him with
Vocational Rehabilitation, You get him located with a contractor who needs an
estimator, A situation where he can utilize the knowledge he has already
acquired through 10 or 15 years in his chosen craft.

Or a fellow with wartime injuries comes down with elephantiasis, winding
up with terribly clotted legs and so forth, maybe complicated by drinking problems,
a handsom_ well dressed fellow with a family. Certainly he can no longer do
what he did for 15 years, checking freight on the river front, You find him a job
selling, where he can sit down and sell and spare the legs.,

There is no mysticism. This older worker usually doesn't need anybody
to come tell him how to be motivated. He's got two or three kids, a rent bill,
The question is purely and simply to try to adapt him and find an employer to
take him on,

Another point, Louisiana was one of the first States to provide that age
shall not be a deterrent to work. It's been on the books for years. On the other
hand we have a very broad Yorkman's Compensation Law, that has been liberally
interpreted by the courts and some of these heart attack cases, I expect, are going
to prescnt a problem -- with an e mployer who has a high Vorkman's Compensa-

tion liability rate or a strict insurance company. I am talking about older wo rk=-
ers.

The biggest problem is to determine the real capacity of a person to be
retrained in a particular occupation in which you know you can place him. I may
have a dozen clerks and you may have jobs for a dozen fence cutters or something
or another, but the person who can no longer fulfill a clerical situation may not
be physically suited to go into a field involving manual labor, ‘Those are the
problems. '

It is a business of fitting the shoe to thé foot. There is no mysticism in
these things. There are no absiractions. This is cold hard reality.

" ‘MR. FORREST: Iwould like to get on.

1am very surprised, given the state-of-the-art of training and de selopment
of older worker manpower resources, the extent of lack of knowledge, that no one

!.1er¢et h'g.s any issue they want to bring to the floor. Can we have some more com-
ments ?
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DR. 1iASOM: I think the Senator has brought up a good thing in this matter
of Workmen's Compensation, Iiaybe the National Council is thinking of this area
of working with the employer themselves to train them to accept the retrained
older person. In fact many places actually cannot employ them because of their
Workmen's Compensation and insurance programs that almost forbid employing
a person after a certain age because they are such a haz ard. niany group hos-
pitalization insurance programs cut off at 72, but a lot of people want to work after
72, even. This is a proble.,

There are others. In New York City a couple of weeks ago we had a colored
gentleman from the South who told about their vocational training program. ie
said a lot of their people were disillusioned. They wont through the training
program with a lot of enthusiasm, and then when they finished they could not get
jobs. Iwas interested, Senator, that you said you have employment promises for
all your trainees, ividently you had calls for people, and the training was .
structured to feed then out. But I am sure across the United States lots of people
are having a lot of difficulty finding jobs after they are retrained. I don't think
it is a magical thing, do you?

SENATOR DEICHRMAN: No, but this is a thing I have been doing fzr many,
many years. As far as I am concerned it is a matter of individual interest, I
think you have got to like pecple, understand them.

I you feel these things, some of it is going to rub off on employers and
somewhere along the line you are going to get a result. It is not easy, You are
going to get a lot of turn downs, All right, so you fall down. You pick yourself
up, dust yourself off and have another go at it. You don't geit discouraged and quit.

MR. FORRIST: Dr. Mason, you originally mentioned insurance programs
and then went on to the employment situation, in general, for the older workers.

DR. MASON: Ve need some type of educational material for the large
corporation and the large and small employer. You know we have had quite a
program the last 15 or 20 years for the physically handicapped. Now I am won-=
dering, are we going to have to have this type of educational program that says,
employ the retrained? I don't know.

MR. FORREST: I think we have sort of skirted the central issue here
which is this: how do we get and maintain community action towards older
workers.

One of the problems.which I have been confronted with in talking to com-
munity groups is the problem of legitimacy of Community Action Programs,
which you brought up before. The CAT functions are several. 1 would say the
two most obvious are,first to.effect institutional change: the function of coordin-
ating and serving as a funnel for funding various agencies and organizing services
along objectives rather than departmental lines; second, the actual provision of
services where there is no other agency to provide them.
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There are some people here from Community Action Programs, and I
think it would be of interest to hear from them ~- hear what their problems are

in gathering community support, sustaining it, and hearing a2bout some of the
bottlenecks and w<aknesses.

Anyone care to respond to this ?

MISS THARESA MAC MILLAN (Comiission on Aging, Pennsylvania
Citizens Ccuncil): I have sat with some of the CAPs and I do think that NCOA
and the Office of EZconomic Opportunity were very forward thinking when they
made a contract for NCOA to develop some models that could be injected into
Community Action Programs to create employment opportunities for older work-
ers. Many of the Community Action Programs are understaffed and not sophisti-
cated in terms of providing employment opportunities for older people at the com-~
munity level under the anti-poverty program, I think NCOA is in a unique position
at the Federal level to bring about some of these new cooperative relationships
that, in turn, seep down to the States. And I think WCOA needs to have more com-
munications with the States through regional meetings, and not to wait until some
guidelines come out from this conference a year from now. V/e are having to
go through these throes in the next six to eight months, so I am suggesting some
substitutes in the way of different communication lines,

The contract is beginning to pay off in our State, Mr, Jack Ossofsky
(Director of the NCOA~J3LD project) has been there and talked to groups, and
now it is coming into actual communities. But I have talked to other people who
didn't even know that it existed,

MR. FORREST: What does this suggest for NC3A?

"MIISS MAC MILLAN: The Cffice of fconomic Opportunity is giving these
NCCA-developed models out to comrmunities to work on. I am suggesting that
this is a good pattern for services, Iiaybe we need some models on how we better
work with the Zmployment Services and some of these other groups that we are
discussing at this meeting,

MR. FORRES5T: The suggestion is that NCOA ekpand its activity under
contract to the Federal Government, to provide additional models.

MISS MAC MILLAN: In other functional groups.

MISS DOROTHEA L. N&/MAN (Deputy Director, 3E0-NCOA Project,
New York City): Ithink we are realizing now that communities need to look
toward new means of employment for older workers and use some imagination
in the development of new job categories as sources of employment. liaking use
of the life experience of an older person may mean training them as home health
aides, or to do homemaker services, or to work with children, etc., in areas
that we don't ordinarily think of for employment opportunities.

As a footncie we would be happy to send any of cur models or we can be
available to talk with you about them. The generation we are living in now is
plagued with a shortage of professional staff in practically every area of the coun~
try. I think we have to look to the possibility of training the older worker as
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subprofessionals to cover many of the unmret needs of our society. Medicare alone
is providing a number of services for which there is nobody to do the service.

MR. FORREST: Y/hat role would you say that NCJA should play in devel-
oping new careers for the poor or new careers for the older worker under Medi~ ,
care? |

MISS NEV/IIAN: Ve have been developing model programs that communi~-
ties can use. e have a long series of ideas for models that are yet to be devel~
oped. I might say that the iiedicare Alert program, which is going on right now,
is one such model, “We have two on employment; another on meals, Ve are |
anticipating multi-service projects, where older poor people are to be hired to
provide services for other people, '

1. FORREST: It suggests to me that the NCOA serve as an information |
center and disseminate information which perhpas isn't being utilized as widely
ac it might.

MISS NEWIiAN: One provision of our contract is that we do serve as pro-
gram stimulators and as consultants to OEQ.

MR. MENDENIALL: NCOA might be a little more aggressive in urging |
that CEO strike a better balance in terms of its resources for older worker pro- |
grams. The emphasis has been on the youth in large part, and maybe this is
something that we might wish to promote.

MISS NLWRIAN: Ve have been very aggressit 2 and continue to be on that
score,. There would be no program for the aged poor now if NCOA hadn't received
this contract which came abouf because of the void.

MR. MENDENHALL: I am thinking of the fact that the person thinks of
the $2 million liedicare program, which is peanuts,

MISS NEV/MALT: Yes, though it is four now. It has been doubled.

MR. MENDENMNALL: “Vhether that is sufficient, I don't know, I

DR. PASON: Iwas under the impression that we would have a background
paper from these seven cities where this retraining program has been carried
on across the United States, as a background paper for this conference. So that
we would have studied this to see what happened and what some of the results are.
Have those been drawn?

K25, RANDALL: Perhaps Ican answer that., Some of them have just H
gotten started. The one in Cleveland is just six weeks old. Asheville I think is
probably a little later. Only two have been finished, Cne monograph has been @
written, |

DRL. MASON: I though there would be some evaluation at this point. i




-70 -

MR. FORREST: Let me turn my original question around and readdress
it to the representatives of traditional agencies who are here and to representa-
tives of Community Action Programs who are also here today.,

The Community Action Program, say in a city like Hartford, is nota
unique funding agency. Youth Opportunity Centers come in through the Department
of Labor, money comes in from II&"7 through the hospital, public health. It is
very difficult for CAP to pull things together and develop a program for a
given age group, for example teenage girls, because there is suclk a diversity
of efforts in a community. |

As representatives of the various agencies in your communities, what is
your attitude towards the Community Action Programs. Iknow in some cases
there is some feeling of competition. ““hat is the feeling, what is your feeling
as to the role of the Community Action Program ? Any response to that?

MR, MENDENJALL: Does anyone here know to what extent Community
Action Programs have funded programs such as this for older workers? Ilas
this happened in many communities ? Does anyone know ?

31188 ED7VARDS: The one I know intimately is the Community Action
Program in New Rochelle, N, Y., There is just a first attempt to organize that
program. The programs for educationally deprived youth, for dropouts, have
been going strong and very successfully, 3ut this is just starting.

MISS MAC MILLAN: Ithink we have four in the State of Pennsylvania.

11188 Na7LIAN: Approximately a third of the people over 65 are poor,
and they constitute one-fifth to a fourth of the total poverty population. Yet up
until the time the Medicare Alert program was funded only some one to three
per cent of CiEtO~CAP funds had gone toward programs for the older poor.

MR. FORREST: As far as my particular agency goes, Community Progress,
T think we have been terribly negligent in this area., Dr. 3elbin's program is the
first program geared towards adults, other than the Basic iducation program.

At this stage of the game it is almost time to close, Iwonder if we could
recapitulate the principal issues which have come up, such as they are, and try

to see how much of a consensus there is as far as whether these actually consti~-
tute a problem.

“Would you be kind enough to read cver the ones you have.

MRS. RANDALL: One issue which seemed to suggest itself was the
conservatism of the professional Public Zinployment Service staff, and, at the
same time, the conservatism of the volunteer members who serve on lianpower
Advisory Committees. Several suggestions referred to a need for more aggressive
MDTA lay advisory committees, a recommendation voiced by the Senator.
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Related to this was the nred for better qualified and additional leadership.
Part of this staffing dilemma is related to an unwillingness of professionals to
identify with short term or temporary prograias.

Suggestions noted here were for more adeguate descriptions of staff leader-
ship needs; for part-time opportunities to be opened up to professional leadership;
and for development of lay leadership that has the potential to push for and en-
courage this.

Another issue referred to the inability of Public Employment Service offices
to provide the Community Action Programs with specialized employment services
for older workers without depleting its regular program staff. Growing out of this
was the recommendation for more cooperative agreements between the local Lm-
ployment Services offices and the local Community Action agencies of the Tffice
of iiconomic Opportunity for the outstationing of Employment Service older worker
counselors and placement specialists in CAP c enters, the costs to be paid by
OEO, under its recent agreement with the Department of Labor.

A further recomnmendation was that for long-term purposes, the Employ-
ment Service should be financed directly to operate outstation outreach services
as an integral part of its ongoing programs.

Manpower Development and Training (MDT) programs, since their begin-
ning in 1962, have focused, in the main, on youth. Just now we are baginning to
recognize the potential of MDTA training for older workers. The reécommendation
here is that inore research and demonstration projects are needed to determine
to what extent the experiénce gained with the younger "disadvantaged" worker can
be applied with profit for the older wo rker who is also "'disadvantaged, " and to
what extent problems of the older age groups call for specialized treatment.

Cne of the problems pointed out is that every job applicant is a “disadvan-
taged' person, but that the length of time he stays unemployed will determine the
degree of disadvantage. Therefore, we have recommended early identification
of the older worker's special needs and early provision of aeeded services as a
preventive. Such action could very well be tied in with the Community Action
2rograms which will be reaching out to identify these older persons.

o The need for improved communications was identified as a very important
‘problem: communication between layman and layman, between layman and pro-
fe_ssional, between different systems, such as voluntary and public, and between
levcls of government -~ Federal, State and local,

There should be broad cross~section involvement of groups in the com-
munity at an action level, We need to identify the leadership for tais involvéement,
identify the blocks to communication; develop a person-to-person communication
mechanism, by using outreach rather than waiting for referrals; and continue
faci~finding for analysis and planning among all groups in all systems,

Another recommendation proposed that NCOA promote more cooperation.

and coordination among manpower development and Comirunity Action Programs
at the IFederal level.
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There was an expressed need for more information, research and analysis
on the older worker problem and communicativa of findings from the Federal
government to the lay and professional leadership in State and local voluntary and
public agencies. Such communication to state and local leadership should be
before the Federal programs and policies are enunciated and handed down.

A further recommendation was for NCOA fo take a more active role in
developing models for community action to develop older worker employment
opportunities -~ models which can be adapted for action at the local level.

It was proposed that NCOA take more aggressive action in urging the OEO
to use its resources in behzlf of clder workers.

Would you supplement these?

'MR. FORREST: That covers most of tle ones that Inoted. Iwould like
to ask if there are any objections to uny of these proposals.

MRS. RANDALL: Could I just raise one question? Someone sitting beside
me this morning suggested that he would not have come to this conference had he
known it was not to disucss the problems of workers over 65. In other words, this
points up the need for some new term. Idon't know what the word is. Maybe
NCOA could come up with it. 1len don't seem to mind being called "middle-aged, "
but what are you going to call 2 woman between 45 and 607

DR. MASOM: The older adult.

MRS. RANDALL: This may probably be one of the reasons why we don't
get community involvement frum some employer groups when we talk about the
"older worker." The typical employer feels that the raan over 65 is well taken
care of by pensions, by insurance and by Social Security. It takes an extra
amount of education to try to get people, and employers particularly, to involve
themselves on a real feeling and understanding and intellectual level, with the
problems of an "older worker" who is someone from 653 to 60. Has anyone a
different term to suggest?

MR. FORREST: Idon' t. How about some of the staff of NCOA?

MISS NEWMAN: There is a lot for NCOA to do. W e certainly need every-~
body else's help.

MR. FORREST: I think that NCOA is a misleading titie. Has this come
up before, and if so, what suggestions have beer made?

DR. MASON: Are you suggesting that NCOA, because it has ""Aging" in it,
is misleading?

MISS NEWMAN: Our society is sunjected to fragmentism, and we no more
get through with one then we are subjected to another one.




- 78 =

DR. MASON: We don't have time to deal with it now, but the fact is that
with the person over 65 who wants employment it is a matter of ego satisfaction,
now so much a matter of financial remuneration as that a person, to want to live,
has to have a reason to live, and producing goods is not all a matter of getting
compensation but of doing something that gives you a sense of destiny and a reason
for living. '

I think sometimes we are missing the boat that we don't get a little more
involved with this. This comes from the area of adult education under what type
of education you give a person. We need to train some of the older pursons to
work to have a sense of appreciation for life.

MISS EDWARDS: We have found, in our work with the Citizens Committees ‘ |
for the Schools, thatthe real reason people work is because they feel they are |
needed, that people want their ideas, 'want their participation.

MR. FORREST: Originally, Miss Newman, you were talking about a C
problem of new careers. o
|

MISS NEWMAN: I am always a little bit ambivalent on this point, because
this is part of our middle class aura, that you live on your ego. This doesn't
buy your groceries or pay your rent, and we do finally have to get down to some~ |
thing that is financially satisfactory. t

MR. FORREST: I tend to agree.
DR. MASON: We don't have time to debate the issue.
MISS NEWMAN: Let's have both.

MR. FORREST: It is getting late. Does anyone wish to make further |
comments? |

MR. MENDENHALL: Is there any problem because of the penalties imposed
upon workers receiving Social Security payments if they earn over a certain
amount? Is this a problem? Idon't know. I just presen: the question.

SENATOR DEICHMEN: Well Congress just lifted the ceiling to $1500.

MR. MENDENHALL: Is that adequate?

SENATOR DREICHMAN: Anything over $1500 you are completely cut off.

MRS. RANDALL: That is by month. You can work by month. ﬂ

SENATORDEICHMAN: K you take a job as a night clerk in a hotel, you
are going to work from month to month, and your toial annual earnings would be
in excess of $§1500. Bing, you forget your Social Security.
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‘I might say that in connection with the MDTA prosram, in Louisiana I
did steer legislation dealing with that particular problem, in order to encourage
people. Anyone receiving public welfare who took advantage of the IXDTA program
is not to be interrupted or disturbed in his eligibility for assistance during the
training period.

If you bring people to increase their earaing capacity, you will ultimately,
to some degree or other, reduce the amount of dollars that have to be spent in
public welfare assistance. This is an argument to use with the conservatives.,

ILiR. FORREST: In manpower programs, where a reduction is made, is
this TFederal legislation ? |

SENATOR DIICHMAN: Iunderstand that it is.
DR. MABON: Ir. Chairman, Idon't know if this is the way we function,
but if so, I would make a motion that this group go on record as accepting the .

statements which Xirs. Randall has read as the confirmation of our deliberation

for the afternoon hours, and that we place these on record with the National
Council.

KR. FORRLST: Thank you very much.

It has been proposed that we form a consensus and vote upon the issues
which have been presented for us. 7/ill you respond with a hand or an aye. All
those in favoer?

(Chorur of ayes)

Opposed ?
(None)

ME. FORQIEST: We will so g0 on record,
-~ )

If there is no objection I will suggest that we close the session now.
There being no ohjection this is all of it.

(Whereéupon, at 5:00 o'clock p,i., the meeting was adjourned.)
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Panel and Workshop II

REACHING OUT TO FIND AND MOTIVATE THE HARD-CORE
UNEMPLOYED OLDER WORKER

The panel was convened at 2:00 p.m,, Monday,' January 17, 1966, Mrs, Ersa Poston,
Director, New York State Office of Economic Opportunity, presiding,

MRS, POSTON: Good afternoon to all of you. I am sure that most of you were here
this morning and had an opportunity to get some feeling of what the whoie focus of the con-
ference seems to be, '

We are very fortunate to have on our panel four people who have really been on the
battle front, We will introduce them as they give their speeches rather than now. I would,
however, like to introduce to you our very good recorder, who has the respons1bility of trying
to report (1) what we really feel are the key issues; (2) what the problems are, ana (3) our
recommendations for action,

We are very concerned that this and 211 other sessions offer you the opportunity for
free exchange of ideas, to think boldly, and if need be, to think controversially. We must
find new ways of getting at this very serious problem that has brought us together,

Our recorder is Mr, Frank Walsh, President of the Washington, D. C. Chapter, the
American Society for Training and Development,

It seems to us that one of the biggest problems in the whole poverty area has been re-

cruitment or how do you reach, find and motivate the hard-core unemployed older worker. It |

is logical therefore that our first speaker should be one who has had the responsibility for
developing such programs and for selecting, and training recruiting staff.,

We have a biographical sketch on our first panelist. I will not attempt to go into great
detail, but there are points I think you will find very interesting, Mrs, Ruth Ncuglas Baker,
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our first speaker, is a true mountain woman by virtue of having been born and reared in the
mountains of western North Carolina and having lived and worked there mast of her adult life,
Her ancestry is mountain people for six to eight generations, the first one coming into the
mountains in 1749, Mrs, Baker has lived in nine of the 16 counties in the western section of
her State,

She was educated in the public schools of North Carolina and received her first degree
in Agriculiure from the University of Tennessee,. with a major in horticulture and a minor in
agronomy, - She later returned to the University of Tennessee and received her degree in Home
Economics, She has also done graduate work in the Humanities at the University of Kentucky,
my home State, and at Appalachian State Teachers College,

During the war years, when the men were in service, she worked as a county agricul-
tural agent in Haywood County, and she worked for various agencies under the Department of
Agriculture. She has had 20 years experience in the social service professions, aimost six
years of this spent with the Welfare Department, and she also has run a farm.,

Mrs, Baker was the first president of the Dula Springs Community Improvement Club
at Weaverville, N, C., has held various PTA offices, was a Girl Scoat leader and taught the
intexmediate group at the Methodist Church for many years,

Currentiy Mrs, Baker is Director of OMPER Project GROW, sponsored by the Bun-
combe County Committee on the Aging, Asheville, N,C., and by the National Council on the
Aging,

Mrs, Baker is to discuss "The Selection and Training of Recruiting Staff, "

MRS, BAKER: Thank you. The subject of selection and training of the recruiting
staff is going to be treated under two large headings.

First we will deal with generalitios that may apply to more than one Experimental and
Demonstration project, and, secondly, we will deal with these basic principles as they were
used and applied ‘n Project GROW which by the way stands for Growth for Rural Older Workers.

The first prerequisite in the selection of any project staff is a thoﬁghtful reading of the
contract and a thorough study of the project plan. The project plan is a road map., It sets
forth for you where you are going, the general direction in which you should be heading, and

it re;ninds me of something that happened to a friend of mine, and this is typical of mountain
People,

This boy was quite good as an electrician and he worked for several years in New
Orleans. One day at lunch time he came home and said, "Betsy, get the children in the car,
get the things ready, we are going back to North Carolina, Iam getting tired of this old
water down here, I am going hack to the mountains." So everybody rushed and got ready aud
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| got in the car and they started out. After a while his wife looked over at him and said,

"Clz e, where did you say we were going?'' He said, "Foolish woman, I said we was going
| back to Noxth Carolina.' *Well, Clyde, if we are going back to North Carolina, what is the
| sun doing going down there in front of us?' "“Betsy, it don't make no difference where that ’,u
sun is going down, we are making good time," , A

So if you don't read that project plan you just might he going down the wrong road and 5

_uot making too good time, Now let's see what it is that the project plan does for you specifi- ]
cally. It tells you what area you are going to be working in, or gives the geographic locatioi,
It gives you the general broad characterictics of the people with whom you are going to be
working. It tells if they will be young, old, rural or urban, Then it gives what lawyers call
the specific performance clauses, what you are supposed to do for these people,:-how many of
them you are supposed to reach, and the specific things, This is the Experimental and Demon-
stration part of your eontract, - e . -

| Now to get to Project GROW, We are located in westexrm North Carolina, Buncombe k
~ County and Madison County, Buncombe County has the county seat of Asheville, a city..
Madison County has Marshall as its county seat, and it is a rural county. . X

The target group we are trying to reach out to are rural men and women 50 years and
oldur who are unemployed or underempioyed. We have to reach at least 300 people and give
them services of some degree, supportive services, and we must train and place on jobs and
help to keep on those jobs 100 people. Fifty of them through OJT. :

l
Now I am not going to go over all of these Experimental and Demonstration features of |
Project GROW, Just a few will explain why we have to reach ouf in this particular project,
We are to explore the year-round job areas which can be obtained locally for which there will
be an increased demand and which give due recognition to the special needs of the mountain
resident, .

. ‘We mountaineers don't want to leave the mountains, We like the climate, we like the
water, we like the people. So we want to stay where we are and have somet!:'ag done {o help
us whers we are,

So we are to go a step farther and determine the kind of job opportunities that can be
" created for the local, rural, older worker; identify occupations in our region in which age is
an asset, We are to explore those special techniques needed to help the older worker in the
southern Appalachia area to rediscover themselves, uncover latent talent and develop potenti-
alities. We are to explore the special techniques, services, and cooperative efforts of com-

' munity agencies needed for the successful identification, motivation, training and placement
of these people,

o S e WAL e e e ol
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Now we have set forth here the area in which we are going to be working, the broad
characteristics of the people with whom we w1l be working and some of the things that we are
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going to try to develop with these people, Just one more thing we need to know: That is some
of the special characteristics, if you please, of the people with whom we will be working, We
need to know this so we know our targets -- if we are after bears or rabbits, hecause any old
mountaineer knows you won't catch many bears in a rabbit frap, So we have to know just
exactly what kind of people we need who can best reach the target group.

Now here are some of the basic characteristics of my people, Of course, the mountain-
eer doesn't consider himself different, quaint, or unusual, He is just himself, He is con~
stitutionally, and this is really important for our recruiting staff at Project GROW to under-
stand, he is constitutionally opposed to regimentation and resists routine.

Our mountain people want to be able to go fishing when the time is right, or bear
hunting in season and deer hunting and so forth. Our mountaineer is a student of legerd and
folklore but he doesn't give a darn about history. He knows that some families are of good
blcod and have rich land and othcr families are "trash,' but he has little concept of class, A
mountain man who guides a millionaire on a hear hunt feels that he is at least the millionaire's
equal, if not his superior in most respects, The mountain man is individualistic and indepen-
dent. He sets his own standards about the way he will tend the crop, raise a family or vote
- in an election, and he does not take kindly to the efforts of other people to impose their stand-
ards upon him, He speaks a language of his own and has coined his own figures of speech,
s.ch as "dry as doodle-dust,” That is pretty dry, believe you me. Another one we hear quite

often is '"What's your hurry, you come to borrow a fire2" So you see we are still living
pretty close to the pioneer age,

However, right here a word of caution: The mountain people have a surprising grasp
of the meaning of words that they would never use, that are not a part of their vocabulary but
are understood. This is an example of something that happened in my early childhood: We
had a northern Presbyterian school teacher who came into the area right following the Civil
War and did 2 wonderful job of teaching but never quite understood this peculiarity of the
mountaineer to understand the meaning of big words, We had a barn that burned in the neigh~-
borhood and of course early the next morning all the neighbors and relations and everybody
were standingaround looking at the ashy remains and commenting upon it. This school teacher
rode up and looked over the scene, and he looked in our general direction and said, "Was
the conflagration of incendiary origin or spontaneous combustion?"

I wasn't right sure what he was talking about and a little boy next to me pulled down on
his dad's coat tail and said, "Paw, Paw what did he say?" His Paw looked down at him and
drawled, 'Son, he justwants toknow was she sot or did she cotch?"

This is really impcertant in working with our people. As you see, the mountaineer
makes up his own jokes, makes up his own mind about the character of his neighbors. Another
really important thing about us is that we are unaccustomed to working in cooperative groups.
That goes back to this very great individualism and independence, Therefore, to be reached,
our mount2in people must be approached on an individual basis, Down in Madison County,
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I got out and went up and down some of these trails and talked to the people and now they begin

to come in and this is what-they have all had to say: "Well this sounds like a Government pro-

gram that's got some sense to it because you are usirg 'the family approach',” We hadn't ,

ever thought we were using the fariily approach, but they mean we are talking to everybody in g

the family through home visits,
Now we have got our background laid, we know where we are working, whom we are:

working with,and we know some of their peculiar or particular characteristics, so the next

logical step is to develop criteria for staff selection and we will begin again with the general,

The first characteristic you are going to look for in selecting staff is the ability vo
establish rapport, be accepted by the group you are trying to reach. And this means they
must have a sincere and contaglous interest in the client group. And the ability to be at ease
with individuals and make them feel at ease, the ability to accept a client,recognizing both his
strengths and weaknesses, and the perception to evaluate accurately the subtle undertones of
the client's attitude and reactions You have got to have people who believe in what they are
doing. Believe you me, people can detect insincerity quicker than anything. Then, especially
in our area, because we sort of speak a language of our own, the staff must have the ability to
use a vocabulary that has meaning to the client group or the target group, and right along with
this is the ability to make the clieat a member of the conversation, talk neither upnor down
but straight across to him,

N The second thing is they need some practical knowledge of the problems of the client
group.
A thilfd 8éneral characteristic is the ability to document accurately, concisely, clearly,
objectively and honestly one's own participation and the client's response.

B

And a fourth, the ability to analyze situations and identify pertinent factors, - The
ability to grasp new ideas and new concepts, an inquiring mind which searches for new ideas,
to be receptive to innovation and have the initiative oneself to innovate and follow through; and
to have tenacity, a willingness to find another approach and try again, ¥

Now we have got what a staff member must have to succeed generally and then specifi-
cally what it takes for him to establish rapport with the client group but there is one more
thing: Your people must be able to work with other staff members, One of the best things
that helps you work with people is to have a sense of humor, to laugh at yourself, to see the
ridiculous, to have the ability to accept and take part in a critical analysis of your own work, |
You know, we sort of dislike to have our brain child torn apart, so to speak, It takes alotof
objectivity to enter into this, the ability to participate in an interchange of ideas, Some people |
do vory well except they take all the time from the group instead of doing some giving. !

. Now we will come back to the specifics of Project GROW. We were looking for people
with a rural background because we are dealing with rural people, We were looking for some-
one who had a knowledge of rural, mountain folks and their problems, We were looking for
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people who could relate comfortably with the client group, and people who had a spontaneous
and contagious enthusiasm, Well now we have the criteria, L

Next, where are you going to find these people? Well, we Jound ours by putting ads in
the newspaper and from the Employment Service and som from my Advisory Committee, and
then we got some referrals from members of the staff who had already been hired, So now I
have them, and I am ready to orient them and I have four minutes to do this.

We had a unique situation in our orientation in that members of my Advisory Commit-
tee headed most of the community resources, There was the manager of the local Employ -
ment Security office, and he conducted one session. His topic was "How to Avoid Ideological
Entanglements," Remember, the mountaineer takes politics and his religion really seriously
go you have to deal with both sides of the 2isle, or you've got your foot in a tar baby.

We then had the young man and his assistant who work with adult education who came
over and gave us a very interesting t2lk on his work, which directly involves our work.

Then we had Dr. Stevens who heads up the Fealth Department, who helpec us with
orientation on recognizing and overcoming physical limitations of persons 50 and over.

Then we did a rather interesting thing, We took the Superintendent of Schools in
Madison County and the Director of Public Welfare in Madison County and gave them the same
topic: “Charactsristics of the Client Group." We got some very iuteresting results from that.,

Then we moved i1to 2 session on interviewing techniques, which was conducted by Miss
Frances Schon, Employment Coasuliant for the National Council on the Aging. And we found
that the nondirective or cblinue interviewing technique applied particularly well to our group
because it provided the good old homey, relaxed atmosphere in which the mountain men or
women have felt free to express themselves, their hopes, their fears, their attitudes, what
it is they have done, which gives you their work history, what they would like to do, and what
they really feel about things,

One of the ways we began this orientation was by memorizing the MT 101 -- the "appli-
cant characteristics" form required for all Manpower program clients. The point back of
this was that it gave the staff a certain feeling of confidence and ability to guide the conversa~
tion along lines that gave pertinent irformation, (It didn't make any difference in the informa-
tion went down in the middie of the form. They hadit. It doesn't make any difference which
end of the rope you tie around the mule's neck as long as you get the mule.)

Now to sum up, all of us on my staff came to the conclusion quite early that since we
were agriculturally oriented, we were going to be teaching prople how to grow things and how
ta grow them better and grow new things, that we needed more time than the project's 15

months; that we needed at least two years, I think this would be true in any agriculturally
oriented program. You just have to plant the corn, and you just have to wait until it grows
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and see how the crop will turn out.

‘ Another thing that we came to was that staff orientation is like education, Itis a vital I
fluid on-going thing. It takes place everyday. And there are certain steps in your orientation
that your staff is not ready for until after they have a background of field experience,

And the last thing is unless you are going to be like Clyde going down the road making
good time, you need to continually review and study your contract with particular attention to
your project plan. : :

|
Thank you, ladies and gentlemen, T
]
(Appiausge.) ‘f

MRS, POSTON: Thank you, Mrs, Baker. ‘

Our next speaker is Mr, Frederick Miller, who is the director of the Feeder program
for Coportunities Industrialization Center in Philadelphia. | R

Mr. Miller is the Director of the program which is providing pre-vocational training |
for all the vocational trainees of OIC, and it has been Mr, Miller's responsibility to formulate, |
organize, develop and continually refine this program.,

The Department of Labor and Office of Manpower, Automation and Training awarded to
OIC a grant totalling nearly one-half million doliars. The grant made possible the develop~
ment of this component and the OIC, '{

| Mr. Miller, as a young man, has had varied experience,and aside from the position
* which he holds now as number one man in this program he is further preparing himself through
his graduate studies as a doctoral candidate in Educational Psychology at Temple University,

Mr. Miller holds his BA from Rutgers and Master's in Education from Temple. He is
a former businessmsn, manager, public relations specialist, public school teacher, as well as
a college instructor and supervisor in teacher training and his teaching experience includes
junior and senior high school and special classes.

Mr. Miller brings a great deal of very practical experience to the position which he now
holds and of which many of you have been hearing, His subject this morning: “Neighborhood
Church Volunteers as Recruiters, "’

] MR. MILLER: Thank you, My colleague has been gracious enough to distribute a
brochure  which I think adequately describes the program, at least in some detail.
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At this point I think it would be helpful if I simply give you a little background on what
OIC is. | -

The Opportunities Industrialization Center is basically a program of self-help, started
by a Negro Baptist minister in Philadelphia, The executive directer is another minister in
Philadelphia, and part of the whole story and background of OIC is quite germane to the topic
I will address myself to now,

Dr. Leon Sullivan is the architect, and of course QIC's chief promoter and designer.

, This is a program not only of self-help, but it is primarily designed to recruit, moti-
vate and train adulis -- adults from age 22 to whatever upper age it might be.

For instance, 55 per cent of the trainees are in the age ranges from 22 to 40, and about
17 per cent of our trainees are over 40.

Obviously, the trainees over 40 represen! iliiizrent problems at a different magnitude
of difficulty than the younger age groups, “

I won't go into great detail about the characteristics of our population. The brochure,
I think, quite adequately depicts the general racial background of our trainees, For the most
part they would be characterized as those who didn't enjoy the fruits of the educational scheme;
for the most part these are people who don't qualify for instance for MDTA programs, as a re-
sult of a testing program that is administered by the local State Employment Service,

At least 97 per cent of the trainees we work with are within the guidelines for those who
are characterized as being poor., The poverty-stricken and, you might add, long-term unem-
ployed, often quite difficult to motivate, with long histories of poor attendance and poor em~
ployment opportunities and often very little income over a long period of their existence,

One-~third of all the trainees we have prepared for vocational training at the Center

have been public assistance recipients, and this has continued to be the case over a period of
about two years,

OIC started not in 1954 as on the brochure but in 1964, so I think it is quite fitting that
| we have been fortunate to participate in this Council on the Aging Conference before we have
‘ had really much opportunity to do much of that (aging) ourselves as an institution, but I do
think we have some unique features which will be of interest to you.

Opportunities Industrialization Center was born out of many frustrations and many un-
met needs of large masses of people who for many years have been deprived of opportunities.
I itsorigin could be traced, it would perhaps go back to a point in 1958 when a group of Phila-
delphia citizens banded themselves together in an effort to stemthe rising tide of juvenile de-
linquency in this community, A city-wide committee against juvenile delinquency was formed
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under the dynamic leadership of the Rev, Dr. Leon H, Sullivan, This committee recognized
that inactivity and unemployment among youngsters were major cauces of juvenile unrest.

In order to counteract this unemployment problem (which was twice as great among
Negro youths in Philadelphia as in the white community), a Youth Community and Employrnent
Services program was begun, In the first five years of its operation, the program interviewed
more than 7000 young people per year. Out of this yearly number only 1000 were placed in
various jobs. Despite all efforts the other 6000 applicants were unable to find employment,
An evaluation of those not hired showed that many lacked the skills or training necessary to
meéet the requirements of industry.

In the Fall of 1963, 2 city-wide committee of 100 technicians and community leaders
met at Zion Baptist Church and decided to launch a community based vocational training and re-
training program on a massive scale, It was also decided that this self-help training program
would be known as the Opportunities Industriahzatmn Center, Inc.

Indicative of the broad commvmty acceptance of- thlS program, the City Council of
Philadelphia permitted the newly formed organizatmn to use an old abandoned police staticn
for its training program at a cost of one doilar per year, An initial gift of $50,000 from an
anonymous donor provided the money necessary to begin the rehabilitation of this four story
building, Other significant financial support and donations of equipment came from a number
of important sources such as, industry, unions, fraternal and civic organizations and religious
groups. A number of foundations made financial contributions to the program including 2.
$200, 000 grant from the Ford Foundation. In the Spring of 1964, a Community Fund Drive
spearheaded by 1000 community volunteers raised $102,000.

On January 26, 1964, the idea of Opportunities Industrialization Center became a reali-
ty with the dedication of its first training facility at 19th and Oxford Streets, where a crowd of
€000 people joined in to welcome and support the community program. Less than six months
after the opening of that self-help training center all the classrocoms were filled and there were
more than 5000 applicants on the waiting list,

In order to hold the interest of the thousands on the waiting list, a new concept in pre-
vocational training called a Feeder Program was instituted specifically designed to help indivi-
duals who could not qualify for vocational training, The training received at the Feeder helped
to raise their academic backgrounds so that they could be "fed" into OIC classes as well as
other conventional training programs.

With the launching of the Office of Economic Opportunity in June of 1964 to mobilize the
human and financial resources of the Nation to combat poverty, the successful experiences of
the Opportunities Industrialization Center's self-help training program came to the attention
of national officials. Through the cooperation of the Philadelphia Anti-Poverty Action Com~-
mittee, this community~-oriented training program received funding to expand its training
facilities into West Philadelphia, Germantown and South Philadelphia.
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Opportunities Industrialization Center, always the innovator, reached deep into the
grassroots and established an Adult Armchair Education program and developmental centers
in neighborhood facilities and residents! homes, in an effort to bring a fuller motivational
program to its citizens. Because of our experiences, concepts and successes, many cities
across the country ask, and receive our help in setting up an OIC replica in their localitizes,
Our sincere belief in the "Whole Man Concept', our technical 2-.d professional know--how

has helped us to grow and expand from one building to a destiny that cannot be denied--a
nationwide QIC network,

Volunteers played a very significant role in the initiation of the OIC program. For
one thing, they helped in this whole area of spreading the word, They were really the foun-
dation or nucleus of a community network of communication, not only to attract additional
volunteers but to reuzh people who really need the training that the program provides,

The volunteer method helped also to foster a sense of pride and worth with the
trainees whom we were organized to help, Quite simply, the message was this:

"When other people are willing to give their time, whether it be night
or day or otherwise, you should be willing to help yourself and make
your time and energy available, If you are willing, we have plenty of
people who will give money and give equipment, They city and State
governments are giving buildings, the Federal Government is giving
financing, your neighbors, your frisnds are willing to give of their

professional talent, And all these things are mobilized to help you
to help yourself, "

So this adds to the whole strength of trying to get people to do something about their
own employment., This is very basic when you are trying to motivate the hard core, those

who are often described as the unreachable, And one way to reach them in any community
is through the local churches,

Now let's turn to the neighborhood church volunteer as a recruiter, Remember, he

is not only recruiting other volunteers, but trainees, funds, sources of support. He will
recruit a lot of things,

The utility and function of a recruiter is best evaluated in the context of the objectives
to be achieved, Any kind of recruitment effort, whether it be for high level executive per=
sonnel, sales personnel or for individuals to participate in a training program, requires
planning and a program designed to effect the stated objective,

The neighborhood churches constitute an excellent source for recruiters to seek out the
average citizen in the given neighborhood. It is true that all people are not members of
churches and thatall people ina given neighborhood do notnecessarily frequent the neighborhood
church, Nevertheless, the churches provide an important word-of ~mouth communications
network. One church member, for example 2 grandparent, might be effective in reach-
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ing as many as a hundred people. You multiply that by the many church members and you can
begin to imagine the numbers that can be reached, A well presented appeal on the part of the
church leader such as the minister to the general congregation will often result in such un~
directed eiforts to spread the word, And this has the effect of bringing the message to the
attention of the leader people who respond as potential beneficiaries of the program or as
potential recruiters or supporters in other ways.

It should be emphasized that the neighborhood church volunteers, as recruiters within
the Negro community, wt;uld have a certain effect and yesponse which may or may not be true
of neighkorhood churches in the general community from which you may come.

Within the Negro community in particular, the neighborhood churches represent the
only institutions which are independent, fuily owned and operated by the community member-.
ship, Now, messages with a sufficient urgency and effectively communicated by the re-
spected leader to the neighborhood church congregation usually are excellent starting points to
reach the total Negro community directiy or indirectly.

Neighborhood churches are attended by all age groups in the community in varying
numbers depending on the program of the particular church, Where churches bave young
people's c»ganizations such as young people's choirs, young adult study groups, et cetera,
this is usually a good s. ‘rce to begin to develop the network for recruitment among younger
people. The same is true of older age groups, depending on the message to be communicated,

CIC volunteers recruited tarough neighborhood churches have enthusiastically assumed
the responsibility for the OIC fund drives. Many have then continued to provide other services
in the various aspects of our work., Those recruited initially to assist in raising money have
since gone on to work as aides to teachers and counselors, clerical staff, when the fund drive
activities ceased.

Whenever needs are communicated to potential volunteers, particularly those people who
are church-oriertcd and have been recruited through church contacts, they bring a certain
dedication and a helping spirit which is not always manifested among volunteers who are re-
cruited from other sources. |

Tt has been our experience that the recruitment and utilization of volunieers requires
somewhat the same policy and philosophy of acceptance of all who come -~ whether as volun- -
teers or for trairing. ‘

OIC attempts t6 provide a service to all applicants who come for training, This is
quite a challenge. For many people are quite difficult to help, The same is true for volun-
teers who come as a result of neighborhood church contacts. Mass participation by a real
cross-section must be encouraged, We have found, as would be expected, that our church
volunteers function best as recruiters o/ people with characteristics familiar and similar to
their own. The most.affluent and more highly educated church members are not effective in
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the recruitment of lower status and less fortunate individuals than themselves; and vice versa.
Therefore many people must be provided an opportuni ty to help in order to develop those who
will most likely be effective, You can't be too picky or good potential volunteers will initiate a

program of self-screening, So it is sometimes necessary to create work in order to prevent
this kind of screening out,

Neighborhood church volunteers have been effective in our program and can be effe ;tive
in others. ¥ you are fortunate enough to get yourself involved with another program of OEO
called VISTA, volunteers like ours can provide a great deal of service, This will be true of
most funded projects in the starting stages. And volunteers can also provide an excellent
source of motivated, trained and experienced -~ at least somewhat experienced -~ paid staff

when and if a program gets started and is coatinued,
Thank you very much for your patience and atténtion.
(Applause,)
MRS, POSTON: Thank you very much, Mr, Miller,

We still will have an opportunity to raise questions and go more deeply into how some of
the resistances are overcome when you are trying to reach your recruits,

Our next speaker is a former nutmegger I know from our State of Connecticut, He was
formerly Director of the United Community Service of St. Joseph County Incorporated in South:
Bend, Indiana, co-sponsor with the National Council on the Aging of Project ABLE,

William Aramony now lives in Coral Gables, Florida, We —clcome you to the cold
weather,

He received his education at Clark University in Worcester, Massachusetts, with a
Bachelor of Business Administration degree and received his Master's degree in Community
Organization at the Boston Coliege School of Social Work.

He has had varied experience, He has worked with the Council of Community Services
in South Bend, He was campaign director and budget director for the United Fund of St. Joseph
County in Indiana., He was executive director of the United Community Service of Columbia,

S. C. Then he returned to Indiana as executive secretary of the United Community Services,
and now his present position which is stated on your program is executive vice president of the
United Fund of Dade County, Miami, Fla,  His subject today will be '"The Worker Advisers of
Project ABLE, South Bend, Indiana.'" And we welcome you, Mr, Aramony. |

MR. ARAMONY: Thank you,

This panel's topic is, as you know, '"Reaching Out to Find and Motivate the Hard-Core
Unemployed Worker." My immediate reaction was that the South Bend experience was inappro-
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priate to this panel's topic.’ After zll, our experience was largely, but not totally, addressed
to workers who had a long history of empioyment with a single firm... an average of 30 y2ars.
However, the very attribute of a long employment history with a single firm gave the Stude~
baker worker some of the same problems to overcome as faced by the hard-core unemployed.
The South Bend problem then was to reach out and motivate the hard-core employed worker

who suddenly became unemployed.

The "Worker Advisers of South Bend" were a part of Project ABLE (Ability Based on
Long Experience). This program was designed to assist the unemployed worker over 50 years
old, The project grew out of the Studebaker Corporation cl:sing its automotive produci’on in
South Bend. Instituted by the National Council on the Aging and financed by the Office of Man-
power, Automation and Training of the Department of Labor, the program was coordinated
and administered by the United Community Services of St. Joseph County. The project sought
to marshal the full and effective support of the entire community to the end that every unem-
ployed worker over 50 years of age would find suitable employment,

The urgency of the problem is documented with these numbers: of the 6800 employees
at the time of the announced closing, 3000 were over 50 years of age. The average length of
seniority for this group was 30 years.

We found these people to be fearful and insecure. After all, for generations...you
remember the Studebaker father and son ads... families worked at Studebaker. Sure there
were ups and downs. . .but from covered wagons to the Avanti, the company was always there
...2 job was always there, ,.over 100 years of continuous operation. For the farmer, the
soil was there despite drought and rain, For the Studebaker worker, the plant would always

be there despite temporary set-backs,

Even after the public announcement of termination of production, and while the plant
was being phased out, workers with seniorify continued to bump those with less seniority
rather than look for new employment, The company would never stop production.. .really.

On the surface, the Studebaker worker would not share with the hard-core unemployed
the problem of lack of skills. But the contrary was true. For the vast majority of workers,
their automotive experience was not transferable to other jobs. To turn a screw on an-auto
frame on an assembly line does not qualify you for very much. ‘

. In addition, these workers were inexperienced in the ways of seeking employixent.
Unsure of themselves, fearful of failure, they were reluctant to expose themselves to tests,

training or job interviews,

In one sense the Studebaker worker was more vulnerable to despair than the hard-core
unemployed. He had lived a normal life for many years...earning income... paying taxes...
supporting a family., ,sending his children to school. Out of job-seeking market for many
years, proud of himself as a producer, it was a tremendous shock to lose all of this overnight.
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There is no greater measure of despair than ending of one's” own life. Two suicides,
. to my knowledge, and maybe more, were directly attributable to the closing of Studebaker and
the inability of many of the workers to adjust to a changed condition,

It might be well for us to state Project ABLE'S general purpose:

“"To demonstrate to the entire nation that even in a crisis situation,
resulting from a plant shutdown, due to automation or closing of
defense installations, large numbers of workers over 50 years of
age can be returned i« productive employment through:

(a) effective mobilization of total community resources;
(b) highly intensive individual counseling of older workers;
(c) creative job development in the total community; and

(d) enlarging eraployment opportunities by identifying job openings
in other labor market areas and providing assistance to older
workers who desire fo move,

In drafting the project proposal we recognized that the single most important task was
to reach and motivate the worker. You can develop resources and you might be highly success-
ful in opening up job opportunities for the older worker, But unless you could develop a rela-

tionship with the worker - who needed help to enable him to take advantage of training and job
opportunities, you vere doomed to failure.

How do you begin to motivate someone to do anything, You must be able to reach some-
thing in him,,.to "strike a chord" to czuse him to first believe and then want to act.

In order to "'strike the chord" which would bring response, your Worker Adviser had
to be someone who "understood" the dilemma of the older worker, who was ''sympathetic”,..

someone who really cared,, .and who was personally committed to do something about the
problem.

In selecting the Worker Advisers, our job was to recruit those individuals who had the
highest probability of success. Thanks to Les Fox, then Vice-President of Studebaker “.ocal

5, who was the first man I recruited, we secured able dedicated men from the workers’
ranks,

This gave us a tremendous "in",,.we had peonle as Advisers who "knew the score",
They were sensitive to the problems and concerns of the older workers and had the per-
sonal concern and commitment to want to do something about it.
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Individually, we selected union leaders who were highly respected and had demonstrated
their acceptability by being elected to office. Others were chosen because of personal leader-
ship qualities, These individuals were screened mosi carefully to be sure they really did care
and that their sincerity was beyond reprodch. o ‘

, How do you demonstrate that "you really care". You don't do it by conducting per-
functory formal interviews to build up your report. You show concern by making a contact and
following up. You keep your man in the best frame of mind possible so that he can take advan-
+tage of the opportunities open to him consistent with the reality of his situation. So confidence
develops between Adviser and worker when you do not merely make a contact and thea forget,
But living with and sharing. ..buttressing the first forward movement. By geiting the fellow
who drove ten miles to the plani gate for an interview and turned around because he was fear-
ful. . .to turn around, go back and try again,

Bnt to "'strike a chord" within the worker to motivate him is not enough. He must de-
velop contidence in himself that he is employable. ..that he does have hope.

How do you Co it?

You do it with "little things", . little things that count. Like respecting him. . .listening
to him. ..going the extra step for him. The tremendous relationship that developed between
advisors and workers was evidenced when workers brought their wives or other members of
their families with them when visiting their Advisers.

Wives were highly influential in determining what the husband would do. ..and the
"better halves" were special tecgets of our publicity efforts.

Blue collar workers with written resumes were workers with added dignity and were very
well received by employers. “Rehearsal' interviewers with Advisers and counseling on
appearance were standard ingredients.

It was only after establishing a relations ip based on understanding and trust that the
Worker Advisers developed a detailed work history of the worker. From this work history a
written resume was prepared for each man. A copy of the completed resume was sent to the
worker for use in his own job seeking activities and the other copies were retained in the rro-
ject for referral use as job ope~‘ngs developed.

An ABLE referral form was used on all referrals made by the staff, A copy was given
to the worker and copies were retained for use in following up the referrals, This follow-up
served as a vital link between the worker and the Project. It indicated to the worker that
referrals were not made just io get him out of the office.

An ABLE “reminder" was given in writing to each worker about his appearance when
he was referred to an employer, This reminder drew to the attention of the worker that those
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who were positive in their attitude and neaf in appearance had the greatest chance for success.
In addition to this reminder, a full length mirror was installed on the office exit door with this
message: ""THIS IS HOW YOU APPEAR TO PROSPECTIVE EMPLOYERS."

The Project's follow-up activity was a continuning process with those who remained un-
employed. Personal interviews at Project oifices or at his home ‘were regularly conducted,
He was not forgotien, In addition to reassuring the worker, it gave his Adviser the opportunity
to make suggestions or referrals, to give advice on changed conditions, and to up-date his
resume,

Written resumes, rehearsal interviews, counseling on appearar e were all important,
BUT THE BIGGEST MOTIVATOR OF ALL WAS SUCCESS STORIES,

Early in the ball game we knew we had to have some winners... .if the rest of the workers
were to be motivated,

SUCCESS STORIES published in our newsletter "Able Actions' were mailed to every
worker ...and repeated by word of mouth, We bombardedevery medium., , .fully and regularly,
We got the St, Joseph County Medical Society to take a random sample of 50 workers, give them
physicals and broadcast to the world that they were able to handle full time employment,

In a word, we created a community climate which made it impossible for worker or
employer not to know that someone cared.,.that help was available. This climate opened doors
to job developers...and an ABLE referral slip meant something in getting a job, How well this
was done is demonstrated, at least in part, by the fact that fifty per cent of the workers were
self referrals,

We have not and will not have at this session the time to discuss the work done by the
Job Developers. Obviously, to seek out and motivate 2 worker to take tests, undergo job in-
terviews or training, without the development of real, honest-to-goodness job opportunities
would be bad faith at its worst und disastrous to the objectives of the Project. The energy and
drive of the Worker Advisers was matched with a highly dynamic and successful job develop~
ment program. The fantastic spread of services provided by the Advisers is most interesting.
As part and parcel of the service rendered, the following services were performed:

-

. resume service

. unemployment compensation

pensions of all types (Studebaker, Veterans)
Social Security benefits

surplus commodities

direct relief

referrals for counseling on severe personal
adjustment problems

8, journeyman card applications

[ ]
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9, individval and group insurance matters
10, small business loans
11,  high school diploma or certificate completion
12, F.H.A, and V., A, mortgage forbearances
13, local finance company loan forbearances
14, M.D,T.A. referrals
15, Indiana Employment Service referrals
16. Vocational Rehabilitation; and even
17, car pools,

How intense was it? I picked at random a report during a period when I was not in
South Bend, , .for the months of March and April, 1965. OVER 1400 INDIVIDUAL FOLLOW-UP
CONTACTS WITH REGISTRANTS WERE MADE. OVER 4000 PEOPLE WERE REACHED AND
HELPED,

I would be remiss if I ended this presentation without giving a few case examples, We
were not always able to place every worker, But even in failure, we had a measure of suc-
cess, . .because always and at minimum, the worker and his family knew that someone really

cared,

Case History of Mr, J. Ta

When Mr. J. T. registered with the project in April 1964, he was 53 years old and had
been unemployed since November 1963, At the time of registration he stated that he had been
hospitalized for a short time a few months earlier and didn't feel well enough yet to accept a
full time job, but he expressed an interest in MDTA and was sent to the Employment
Service for testing, In August one of the Job Developers cailed Mr. T, about a job opening
and learned from his wife that he had been hospitalized with a brain tumor., This information
was relayed to the Worker Adviser and Mrs, T, was told to call the project if she needed any
assistance,

The Worker Adviser contacted Mr. ‘T, again after his release from the hospital in
October and upon learning that he would be unable to resume work, advised him to make appli-
cation for a total and permanent disability pension through the Studebaker ‘Corporation and the
Social Security Division, Application was m.e and a few weeks later Mr, T. received word
that his Studebaker pension had been approved and would become effective in November, Sub-
sequently, a letter was received from the Social Security Division disallowing the pension
application,and a review of the application was requested and is still pending, The Studebaker
Corporation pension office was contacted again and as a result, the amount of Mr., T's pension
was doubled,

Due to the nature of Mr., T's illnes, his wife was forced to quit her job to care for him
and this placed them in financial difficulty. On October 27, 1964, Mr. T. was committed to
a Veterans (monial) Hospital, and Mrs, T.,assuming the role as head of the household and




having no income, became delinquent with the payments on her home and utilities, Local and
tax supported agencies were contacted by the Worker Adviser and Mrs., T. received assistance
from the Portage Township Trustee Office and the United Community Services "Family and
Childrens Center'. The mortgage holder was contacted and a mortgage forbearance was
granted for 18 months. In February, Mrs. T. made application and was accepted for MDTA
training in the upholstery class which is currently in progress.

Despite all the problems encountered by the couple, Mrs. T's hopes for the future are
very high and she looks forward to the day her husband will come home. She expresses ex-

treme gratitude to the project and has stated, "every time things looked the darkest, some-
one from "ABLE" was there to help me', :

Case History of Mr, G, T.

Mr, G.T,,aged 62, aNegro man, was contacted by one of the counseling staff on April
17, 1964, At that time he came in to register, somewhat dejected, forlorn, and seemingly

psychologically defeated He had been laid off at Slndebaker after some 20 years of gainful
employment,

Through information obtained by employer contact by a member of the Job Develop-
ment staff in reference to a job opening, Mr, G.T.'s case history and resume were corre-
lated to a possible job availability at the Logan Adult Training Center. The job involved
supervision of mentally retarded persons in a sheltered workship situation.

Mr, G.T, graduated in 1926 from Lincoln University, Oxford, Pennsylvania. It should
be stressed that Mr. G.T. was not aware of the possible job opportunities he might qualify for

other than gen.eral factory work until the Job Development man motivated him toward other
areas,

Mr. G.T. agreed to an initial interview with the director of Logan Adult Training Cen-
ter, He reported back as instructed and was told thai he would be asked to meet with the
Board of Directors who would be directly responsible for his appointment, He was encouraged
to follow-up this opportunity and a resume was developed for him by the Job Development staff

with his assistance, Throughout the interview process, Mr. G.T. was extremely anxious, and
received much support from Project ABLE staff.

Mr, G T. appeared before the agency's board, was inter\newed for approximately one
hour and was told he would be contacted the following day, When Mr. G.T. was notified the
following day of his appointment to the position, he reported back to ABLE to speak of his good

fortune. He was highly elated and could not offer enough praise for the entire staff that had
motivated him back toward productive and gainful employments.

Mr, T's final statement before leaving the ABLE office was "God bless you all" and
"I can put bread back on my table,"
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Mr. T, has reported for work and follow-up contacts will be made to determine his
progress,

Case History of Mr. F. G.

Mr. F, G, is aged 60, He last.worked for the Studebaker Corporation in December I(fE
1963. At thut time, he was employed as an elevator operator, - He has a long history of g
chronic illniss and he suffered the loss of four fingers in an 'indus_trial accident about 12 years |
ago, Mr. G. was visited in his home on May 21, 1964, by.a Worker Adviser. Because of his ,
physical condition, Mr, G. had indicated a desire to apply for permanent and total disability |
Social Security benefits and total and permanent pension benefits from the Studebaker Corpora- |
tion, He requested the Worker Adviser to assist him in this process, He was advised to ﬁl
immediately apply for total and permanent disability Social Security benefits. However, he ;
could not apply for Studebaker pension benefits until a 26 week disability period kad elapsed |
from his last date of employment, -

On July 6, 1964, the Worker Adviser once again contacted Mr. G. for the purpose of -
making this application at Studekaker, An appointment was made for him to appear at the [
Pension Office on July 9, 1964, The Worker Adviser working with Mr, G. accompanied him
to the Pension Office on that daiz., Based on the medical evidence submitted by Mr. G's per-
sonal physician and the Studebaker doctor's physical examination, Mr, G's application for
disability pension was approved to become effective August 1, 1964, On August 10, 1964 Mr,
G. called the ABLE Project to notify his Worker Adviser that the Social Security Office had
informed him that his applicaticn for disability Social Security had been approved, On August
24, Mr, G, again stopped in the ABLE office to-inform his Worker Adviser that he had just
received his first Social Security check in the: amount of $117 and his Studebaker disability
pension check in the amount of $48,50, On September 10, 1964, Mr. and Mrs, G, addressed

the following letter to the ABLE Project:

September 10, 1964

* ABLE Project
410 West Sample Street
South Bend, Indiana

Attn: Mr., Lester Fox

Dearx Sir:

Having received my first permanent disability check from
Studebaker Corporation, I wish to take this opportunity to thank
you and everyone concerned, especially, Mr, Steve “Yandl, for
his time, effort and consideration given to pre+e my case.
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My wife and I well realize the calls and paper work involved
to secure my permanent disability and our thanks and appreciation
hardly seem ample in trying to make you realize what this has meant

to us.

Congratulations are certainly in order to each of you for
- the work you are doing for the older workers like myself, in giving VL
us a sense of security which we all strive for, ' S

Wis,hihg ABLE Project continued success, we are, | |
| Sincérely yours,
(signed)
Mr. F. M. G.

and
- Mrs. E. R, G.

Case History of Mr, M. L.

Mr. M. L. is 51 years of age, He last worked for the Studebaker Corporation in
December 1963. When first contacted by the ABLE Project in April, Mr, L. had found em-~
ployment working as a counter salesman for a local firm., Mr. L. contacted the ABLE Project
in June to advise us that he had been laid off from his job and was in need of services from the
ABLE Project. On July 22, 1964, Mr. L. participated in the UCS-ABLE rroject Medical .
Examination. Mr. L. also tcok advantage of the High School testing program that had been -
arranged by the ABLE Project which was designed to qualify eligible applicants to receive a
high school equivalent certificafe in lieu of a high school diploma. On July 15, Mr. L. called
the Project to advise his Worker Adviser that he had received his High School Equivalent Cexr-
tificate. On September 2, Mr. L. was contacted by his Worker Adviser. As of that time, .
there was no change in his status -- he was still unemployed and looking for work and he was
drawing unemployment compensaiion benefits. In September, Mr. L. was called by ABLE for
a job referral at a local industrial plantasa grounds maintenance man, Mr. L. reported back
into the ABLE offices to advise us that he had been employed at the job to which he had been
referred. On September 28, he addressed the following letter to the ABLE Project:

Dear Les:

Through you I would like to thank the people who were
responsible for me getting employment at W,H. as a grounds
maintenance man. It sure is a pleasure being back to work,
I have answered countless ads in the newspapers -- most of
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them were for college graduates 19 - 26 with 10 years'
experience, Well, maybe not that bad, but they all wanted
youngmen, What are men over 35 supposed to do? Too
young to retire and too old to get a job, Again, I wani to
thank all of you people who are doing a good job for the men
and women who are over 50,

Yours trul-,
(signed'

M. L,

The purpose of Project ABLE, and the purpose of this meeting, is to develop ways to
help people live their lives as fully as possible,

Thank you very much,
(Applause.)

MRS, POSTON: Thank you very much,

Our last panelist is a Professor of Industrial Education at Tennessee A & I State Uni~
versity in Nashville, Tennessee, His present position is Project Director of OMPER and
Coordinator of Manpower Development and Training courses at the Institute.

Among his professivnal memberships would be listed the National Plznning Association,
American Society of Planning Officials and the Regional Planning Association of New York,
New Jersey and Connecticut,

Mr, Hayes M, Howard will speak to us on ""Mobile Recruitment, "

MR, HOWARD: Thank you, Madam Chairman.

I will deviate from my prepared speech as most of the information has been covered,

In our recruiting in Nashville we encountered many of the problems mentioned by
former speakers, We are a land grant Universily that represents the people of the State and
its surrounding areas, the urban area, the metropolitan areas and the local area.,

There was little being done to locate the people, recruit them, motivate them and
catalog them, A number of projects had been started. Our project was begun less than a
year ago, We used a new method, one that would employ modern tools and techniques for
reaching the.various extremes or the various extreme characteristics of the population,




Being located in Nashville we were somewhat disadvantaged. We have a large non~
white population in the lower Mississippi Valley, That is west of the Tennessee River and
east of the Mississippi River, north of the state of Mississippi and south of the State of Ken-
tucky. To the east of us we have the eastern Cumberland mountain citizens. You have heard
a lot of their music and background culture from the Grand Ole Opry.

We did not have enough people in middle Tennessee to begin any type of Experimental

and Demonstration project and therefore had to depend upon those populations of the two
extremes,

Let's go bauk to the soil itself znd look at the mineral resources of the State of Ten-
nessee, how it is arranged in relation to the water tables or to the river basins, From this
we began to analyze and found that the majority of the non-white population lived in the sandy
area, the loose sandy area. The majority of the white population we were interested in
* reaching lived also in the sandy area but it was a compact sand area, It is the area of the
beautiful Tennessee crab orchard zone, From that standpoint we began to work.

We sent small groups into the area, the first one or two trips talking mainly about
nature itself, No training project was discussed. The same procedure was carried out in
west Tennessee, We talked to the young people and some of the older people. Eventually we
began to talk about the soil, how our forefathers tilled the soil. We found out how the people
of west Tennessee were thinking, Then we went back to east Tennessee and started to talk
a little about training, the possibilities of training, the advantages of training - because
"there are certain facilities in the State of Tennessee that could help raise the basic economy
of your area and you could probably participate in that basic economy and live at home."

. The next logical step would have been to stu' up more curiosity, This, however, takes
a while, Our time was limited,

We talked with the people in east Tennessee about coming to our school and taking
three or four courses, Questions were asked, "Where would we live?", "I have to sead some

money home', Their questions were answered as to living accomodations, subsistence,
length of stay, etc.

The next trip we would discuss our program further, We would find several people
interested.

From this point we incorporated our techniques of planning, going above citizen
participation, We began in the area of agency participation. We have the various farm
agencies, welfare agencies, educational agencies, and labor agencies, We attempted to lo-
cate all of the major offices and found that the majority of the offices in both areas, west

Tennessee and east Tennessee, were substations, open only once or tWice a week, or every
other week,
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This is how the idea of using the mobile unit came about. We believed it would be
wise to use a mobile office to reach the people in the local communities, This mobile unit
which wouild be an office could use the principle of any automobile on a highway, It hada
pumber of advantages above an crdinary vehicle or automobile. We could travel on the high-
way, literally; also we could travel on the highway of employment security, the highway of
higher education, secondary education, and elementary education, These are advantages you
have when you are operating from a land grant University, because it serves the people in
all functions of life,

Further evidence of the advantage of using the mobile unit is expressed by Bill Davis,
Executive Director of the Metropolitan Action Commission of Nashville and Davidson County:
"The Metropolitan Action Commission's experience with mobile units as a technique for
reaching and serving people has been a favorable one, The Family Planning Clinic program
is using a mobile unit to expand its services to the remote areas of Davidson County. Many
families have been served who either could not or would not visit stationary clinics, The
same results were achieved in recruiting applicants for basic education and skills training
programs. Our Information and Education Program will also make use of a mobile unit in
the near future,,."

An example of the mobile unit in actual use has been included in the booklet, MDTA,
A Summary of the Manpower Development and Training Act of 1962, As Amended, published
by the Department of Labor in December, 1965.

Traveling on these various highways or avenues, you have a chance to meet the people.
We call it the power structure of that particular agency. In dealing with this type of recruit-
ment, time is very essential, You must get to the point, get the *5b done and return before
the local people actually understand what has happened, because if you leave the discussion
or you leave your problem or your program too long, and ii is debated, quite often you lose
or miss your entire objective.

By being acauainted with the power structure, we submitted a plan that would help the
various agencies to perform the governmental functions that the agency was designed to per~
form. In this way we began to find out the number of people.in an area who were sincerely
interested in training,

This was our primary objective,

We began to catalog (using an application form that was expedient; two~thirds of the
information you coald gather without writing anything down). We found very few applicants
who were willing to sit down with us to fill cut an application form. Usually when we talked
‘three or four minutes and then wrote a few lines we had all the information we needed, We
began to compile, catalog, and separate this information according to the characteristics we
needed and/or were interested in. By going through the various communities we found it
would not be wise to recruit with the mobile unit for longer than one day at a time. On the




basis of this observation we set aside four days for recruitment, Those four days repre-
sented geographical areas of recruitment of a distance of 100 to 160 miles apart. We had
only four and one-half hours to recruit,

To be successful in carrying out this procedure you must set up community councils,
In-between the time of our first visit and the time we sent the mobile units in, we set up
community councils. The community councils functioned very well and were quite effective,

In advance of the day of recruitment we had to use another method. '.e had to travel
on a specific avenue since we represented the Tennessee State Board of Education, We agked
our Commissioner to send a letter to all school superintendents in the State of Tennessee,
Although we were only going to recruit in four areas or regions, we were interested in
having this information blanket the whole State. The notice was sent out a week before re-
cruiting day, This procedure was planned thoroughly because the day that we went into a
particular community we had to go to the Superintendent's office., There were some who
were hostile to the program, but there was little that could be done because the Commission-
er had given permission to use the school gymnasium or cafeterias or other facility. So, we
had a place of assembly to begin recruiting, With a mobile unit you must have a plnce of
assembly so that you can at least have some people on hand, if no more than 10 or 15, Then
you can begin to place your program before the people on the local level,

At this point you will find you will have many people who are eager to participate in
the program but won't be irterested in coming inside at all, You may find that you will have
so many people on the outside trying to get information, while at the same time you have
some people on the inside, that you will become overcrowded on the outside in the mobile

‘unit.

For example, in Brownsville, Tennessee,we visited the high school. We had 322
people to talk to us on the inside. That afternoon, one~half hour after the program was over
and an hour before a hasketball game was to start, we also interviewed the same number of
people outside, We only had a certain number of blanks, We ran out of blanks, We could

not actually record the number of people we had outside, but we did it in a shorter length of
time than we did on the inside,

To bring the whole program into a close focus, at first we designed a mobile unit to
create an image. It was composed of four units, a five-passenger car, a 39-passenger bus,
a 40-foot furniture van and a utility txuck. Those units traveled as a caravan to create an
image as it moved on the highway, with the advertising on it. We were escorted into the
city by either the city police or by the Tennessee State Highway Department, Thatisa
matter of safety. It helps to combat what possible civil disturbances you may have, We

had to plan for all of those things in the beginning, especially being members of the non-
white population,

We had another project at the end of the year which dealt with counseling and cata-
loguing farm labor in 21 west Tennessee counties. There were 200-plus families there with




incomes of less than $3,C00 per year. We were able to interview, counsel, and catalog 22
per cent of that numbex, This time we used a different approach, Instead of using the cara-
van type of approach we used what we called a mosquito approach or yellow jacket approach
where you send one small object into a remote area and actually work the whole area and
come out quickly,

To be able to do that, instead of sending one we would send three, We found hy
anal'yzing' our cost that we could send three effective small units into an area and do a better
job at a more economical cost than we could using the caravan to create an image.

If you have any questions, I will be glad to answer them.
MRS, POSTON: Thank you very much, Mr., Howard,

Now there are rules. I think according to our instructions the panelists may chal-
lenge each other or rai-e questions with each other. You may direct your questions to any
of the panelists. You may raise questions among yourselves.

The floor is open for all of you, so we are ready to go if you are,

I may tip you off to one thing, Mr. Aramony has to make a plane, so maybe if you
want to pounce upon him at any point you had better take advantage of it because he is going
to dash out of here very quickly,

MR. HENRY E. RICHARDS (Coordinator, MDTA, Florida State Employment Security
Commission);: My question is this: I spoke to Mr. Aramony about his situation in Dade
County and asked him if he were acquainted with the fact that we are in the process of de-
veloping a 500 man multi-occupational. MDTA training project in the City of Miami proper,

I hope that he will get into the situation in view of what he said about his experiences in
South Bend, And I wonder if he has any specific suggestions to us in terms of the outreach
in this particular community. I don't know how long he has been there, but I presume he has
been there long enough at least to get his feet wet a little bit,

Do you have any comments in general as to how you would go about reaching or out-
reaching in Miami?

MR. ARAMONY: I have been there about 19 months, long enough to be exposed to its
problems; also long enough to know that you have a very complex community. The geogra-
phic areas in which you are interested would be restricted. These areas can be identified
and worked on intensively,. There are certain or ganizational.hooks you can use, The Eco-
nomic Opportunity Program for example is an excellent one. You have a naturally agressive
program there that might help you reach the kind of market you talk about.

MR. RICHARDS: Thank you.
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MR. LAWRENCE ZANE (Teacher Training Staff Specialist, MDTA, Department of
Education, State of Hawaii): My question is to the entire group, but particularly Mr. Miller
and Mr, Aramony, | |

I have heard the suggestion that staff be selected and recruited from among the peers.
In my discussions this morning with several members from Detroit, I get the idea that we
might do a better job if we were to select our staff from among the unemployed, in coopera-
tion with the State Department of Labor,

I 2m not so sure this is a good idea, but it strikes me as worthy of discussion. I
wondered what the opinions of Mr. Miller and Mr, Aramony first, perhaps, and maybe the
other members of the panel would be,

MR, MILLER: I will address myself to that one, I would recommend that in any pro-
gram designed to motivate and recruit and provide some positive program for any ethnic
group or any group with particular characteristics, whether it be mountaineers cr city slum
dwellers or whatever, you would be wise to recruit staff from among like people.

Our experiences in Philadelphia have been especially good because Negroes them-
selves started a self-help program to motivate other Negroes., As a result people who
needed the program responded by the thousands where other training opportunities such as
those provided by MDTA, etceiera, were simply not taken advantage of, Our program had
its positive image among leadership they could trust, not simply doing studies and surveys
and that sort of thing, but positively getting results, opening up opportunities.

We design our own criteria for staff selection and we are not too impressed with all
Negroes and, say, gili-edge credentials that many could present, but we are more impres-
sed, first of all, with an intellectual appreciation of what we are trying to accomplish, For-
tunately in a market like Philadelphia you can select people who are qualified by virtue of
experience and training who also have the sense of concern and dedication,

The trainee program in Philadelphia was literally inundated with applicants, A -
school which was designed to train about 700 a year received over 7000 apphcauons from
. hard core unemployed people, when other opportunities were going unused,

Where we need a professional, obviously we have to hire one, Buf as many non-
professionals as professionals work in our program, and when I say non-professional I am
talking at all levels, those who help administer, those who help counsel, those who help

teach, etcetera, all of this of course under the design and coordination and supervision of
the professional staff,

‘MR. ARAMONY: I would endorse what Fred has to say here, One of the issues we
had to decide early was, do you hire professional workers? Whom do you hire?

R ot o g ey <
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1 was criticized, but I would do it again and again, We hired people who had a feeling
for what they were deing, and I would definitely go that route.

In MDTA, your survival rate is a key issue. Getting a body into the training is one
thing. Having him survive the training, stay with it all the way, is another, I think I would
watch out for my ancillary services to buttress the guy, to work out problems he may have,
because if he has any insecurity at all, it will show, You have to have someone available,
someone he can reach, who can support his staying there. It may even involve getting a
homemaker service to take care of someone at home in order to keep him in school. These
are the things you have to watch,

MR. PETER PESOLI (Field Coordinator, Southern Rural Training Project, Knoxville,
Tennessee): You bring up a point that causes considerable concern, to many people, This is
a failure to distinguish between methods of recruiting in urban and rural areas.

You mentioned that it makes no difference if it is mountaineers or city folk, when re-
cruiting., I think it does.

Let me emphasize one example. I don't think you can over-recruit or over-publicize
in the city because, as you mentioned, there are other programs available, If the appli-
cants are not seiected for this particular project, there are often other possibilities, But,
in the rural areas, this would not be so.

I was concerned when Mr., Howard mentioned gathering 600 people in one day in
Brownsville, Tennessee, I know he probably couldn't have taken more than five or 10 of
those people, -

A great deal of social discontent occurs here. After a few days of recruiting, you
pull out, These people live there, Then when somebody comes in on his footsteps, follow~
ing on his heels, say months later, in an attempt to recruit, I don't think he is going to be
received favorably -- he might be looked upon with jaundiced eyes,

I could cite other examples. So I wonder if enough attention has been paid to some
real distinctions which should be made, In a sense more harm than good occurs when you
over-pubiicize programs when you are going to accept only one percent of those people at
best. When there's nothing else you can do for those people in a matter of months, you
make it doubly difficult for a group that follows., I wonder if either the panel < - the people
here would coimmment on the important distinctions between rural and urban rec: titing,

MRS, POSTON: Before we address ourselves to this question, has our friend from
Hawaii heard enough from the panel on the value of using indigenous leaders or peers in
recruitment efforts?

MR, ARAMONY: We haven't converted him,' I can tell,
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MR. ZANE: No, not to my satisfaction. I would agree 100 percent on the use of
peers, but you must remember the technique I suggested of using the Employment Service.

Here is a man who is skilled, unemployed. He is among his peers generally, He is o

unemployed too, Shall we hire him to be a teacher-trainer? Is this sucha good idea? This
is what I am getting at,

MR. ARAMONY: What is your market? Who are you trying to train?

MR, ZANE: I am thinking of any person v this category, uneraployed and older,
generally older.

MR. MILLER: Maybe you are taking the term "peer" {oo literally. The unemployed
have peers who are employed, It does not mean you take X numbers of the people you are

organized to serve and they then become staff for the rest to follow. It doesn't mean that at
all, |

You hear the question often: How does the help get to the poor? C e way it gets
there is to use the people themselves as staff members to help other people. This means
go out and get those who need the program and use them to help the professionals relate to
those they are organized to help, It doesn't mean just literally take the first participanis or

the first beneficiaries,let's say, and then staff your program in order to serve the rest,
It is not that literally possible,

MRS, POSTON: I think Mr, Howard would like to talk to this question. Then we will
move on into your question, Mr, Pesoli.

MR, HOWARD: It is very hard to supervise a program when you do not bave the
necessary tools and personnel to meet the requirements, It is a hard matter to find people
we need for MDTA, because this is a new area, an area that encourages creativity,

You have to try to get as close as is possible to the director of the Employment Ser-
vice, There are professionals who are interested in this type of work, They may not be the
best prof essional teachers, but they may have three or four characteristics that will be very
vital to your program -~ strong points to support the lay people that you choose as helpers.

Another point that may be valuable: You can use a man and wife team. Say, for
instance, the wife is in Communications and the husband, the skills instructor, If you keep
them together, similar to group instruction where you keep all the instructors closely to-

gether, you will find that man and wife team will begin to work together. They will begm
to help pull the other people in,

You will be surprised how you will begin to motivate the student who has appea.red to
be quite indifferent, | . |
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As a case in point, we instituted a new electronics course. We did not have an in~
structor at the time so we used an electrical engineer and an electrical contractor, We com-
bined them. Before long we began to bring in their wives as lay assistants, They were
qualified under the rules and regulations of the MDTA.

Then we were confronted with the problem of finding employment for our first class,
We knew that we had a very good program, So we begarn to use the teachers and their wives
as job placement oificers. To our surprise, they placed all of the electronics trainees in
jobs., They did not stop at county lines, city lines, or State lines, Out of the 36 neople in
~that particular class we placed 19 in Huntsville at one time, four at another company, and we
then placed the others in major companies in the State of Temnessee.

We would not have been as successful had we not used man and wife teams and pro-
fessional and lay people together,

MRS, POSTON: Mrs. Baker would like to speak to this point and then we will move on,

MRS. BAKER: A word of caution about using the peers. Too often they can't relate
because they are too close to the client group to be comforiable with them,

A man who has pulled himself up by his beotstraps, so to speak","is ‘oftentimes very
unsympathetic with his neighbor who has not done this also, One basic reason for this is if
everybody can pull themselves up, then the fellow that has pulled himself up would feel like |
he hadn't really accomplished too much,

It is fine to use people who have a knowledge of the problem but are not really too ;
clese to it, Too close, and they will not be comfortable. And if you are not comfortable = |
with them, they are not comfortable with you, and they are not going to play in your ballpark,

MRS, POSTON: I think we have gotten four opinions about the use of indigenous
leaders, or the use of peers,

What we may have gotten a bit confused about was at what point do we use the peers?
How do we, with good judgment, use the peers? Do we use them to reach the hard core for
recruitment purposes? Do we train them as non-professionals or sub-professionals to give
supportive services to the professional?

I don't think we have any consensus on this, but I think you have gotten the words of
caution and I think you also have gotten some indication that there are levels at which the
peers may be used, if it is done with a plan that is not threatening either to the recruiter or
to the recruitee.

Is that pretty much what we have summed up?

MRS, BAKER: Yes,
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MRS, POSTON: Now to Mr, Pesoli's question of the danger of over-extension or
over-recruitment when we can't produce training enough and must reject because of lack of
funds or lack of facilities or lack of programs.

MR, HOWARD: We realized that this was going to happen in the very beginning.
This is why we worked hard to try to get a supplemental program, a much larger project
this time, covering 21 counties, all of west Tennessee. Using this larger area, we de-

veloped a type of referral program, This particular job order called for locating 2000 per-

sons who would be interested in farm labor within the State, intra-State or inter-State,

Now, to do that type of job, right away you run into a terrific problem because the
majority of the landowners in West Tennessee are agricultural people, We can't take that
labor away from them, Therefore we developed a referral system designed to catalog
people and refer them to at least three additional programs: one for the Office of Economic
Opportunity; another for the 13 river basin developments of the TVA system; and the third,
the new MDTA program,

By making the survey and counselling and cataloging the people, we got a chance to
get down to the grassroots and actually found out what particular individuals were
interested in who lived in this very remote area, We could talk with the man, We found out
he would be interested in three or four things, And we passed that information back to the

. interested agencies,

The avenue that we traveled on this time was through the Office of Economic Oppor-
tunity, through the county court, through the police force of the various areas, you see, and,
through them, we got down to the people who, actually or potentially, were liabilities to the
community or to the government,

I don't have the exact figures, but out of the more than 45,000 persons of all ages --
infancy up -~ whom we catalogued in our survey we had nearly 5000 people who were inter-
ested in some type of training,

We referred this information to the Employment Secunty people,

This grant was under the U, S, Department of Labor and it was conducted by Ten~-
nessee State University with the assistance of the local Employment Service, We gave what

. information we had to the Employment Service director, and as the job orders would come

in for inter-State work or work within the State, the referrals'were made fromn that,

It opens up a broader avenue for referral by recruiting or interviewing a far larger
number of people than you can use, It builds an entire program, It enlarges the function of
a land grant university serving the citizens in the area of referrals and education offices
that were before unheard of, Therefore the recruitment efforts had several purposes --
linking training with jobs and working with the State Employment Service.
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MRS, POSTON: In other words, Mr. Howard, the recruitment efforts you made had
several purposes, One would be for specific kinds of training programs that you would set -
up, based on information you would have on need, Is this linking training with job?

Than you saw yourself in another capacity jointly working with the State Employment

Service as a feeder of information about other kinds of jobs that might be available, inter and -

intra-State, that would flow through the employment center, This I presume would cut into
many age categories, ,

MR, HOWARD: Yes,

MRS. POSTON: Can you recall how your recruitment succeeded with older persons,
because we all seem to agree that recruitment is more difficult with the 45-and-over,

MR, HOWARD: Of the persons we interviewed, 11,1 percent were 60 years of age -
and over., Also, 36,1 percent of the total number interviewed represented the labor force,
19 through 59 years of age., And the rest were under age 19. We can break it down to
within five yeaxr periods, if necessary, to get exactly what we want,

It is a good thing to know, that when you deal with a large segment of a population you.:

have a chance to get 2 much broader picture of a larger number of intricate parts in the
overall situation and can analyze it from any angle or perspective that may interest you.

I find that it is better to deal with 45,000 people than to deal with 600 or 700, I be-
lieve we can render a greater service to that number, proportionately.

MR, RAY FERRIER (Director, Adult Education, Detroit Public Schools, Detroit,

Michigan): I think the point that has been raised is a fine one and, in terms of recommenda-.

tions, we should consider it, The idea of raising false aspirations and hopes and not coming
through, especially in vocational training, must really be considered by anyone who hopes to
receive Federsl support for projects to help older unemployed potential workers,

I have another recommendation to suggest,

Anyone who has been involved in the '""financial brinkmanship" of Federal programs
must realize how damaging to students, the staff and all who come in contact with these pro-
grams, is the problem of working to ""June 30" deadlines, or not receiving funds until six
months of the financial year have expired., The problem is especially severe when providing
job training because of the lead time necessary to write the program, scour the country to
provide equipment, for example, automatic screw machines; set them up in operating con-
dition, find non-professionals in the vocation area who must be trained as instructors, all
before the ¢ »ant expires, All this must be accomplished while the administrator does not
know whether or not he can plan for the following year. He knows i{ may even be necessary
to cut back on the program if funds:are cut,
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The lack of time to initiate, expand and continue such programs is almost the kiss
of death. '

If this group wishes to support the Government's becoming involved in such efforts,
which possibly is the only final answer, then we should recommend that somehow adminis-
trators have to be allowed more lead time and have assurance that such programs will be
funded for several years at a minimum, |

MRS, POSTON: Thank you.

I think this also was certainly one of the strong recommendations from Mrs,
Baker that I am sure our recorder will include as a part of a recommendation from this group.

MR, MILLER: If I can make a comment here, my organization is a private non~
profit corporation, one which simply started out of this whole effort, and we have learned
that our kind of organization just has to provide other sources of support.

If you are a Federal agency, or an employment center, ~tcetera, that is another
story. But if you aren't, you have to plan very carefully, make sure you don't totally rely on
a given grant from the Government, It would be wise, in fact, to initiate your own efforts to
raise money. In addition to foundation support there is always philanthropy., We have been
very fortunate, and as Reverend Sullivan says, thank the Lord, We could ge¢ on for months,
long after Federal grants cease to come, Certainly not to the same degree, but it has been
our objective to keep it that way, even when we get Federal grants, If a 10 per cent contri-
bution, in kind or otherwise, is involved, we raise our own 10 per cent as best we can. We
don't even rely on the local city government for that, because this is the beginning of inroads
of control and patronage and other kinds of things, There has to be a certain kind of inde-
pendent attitude of self~help among the heads of an organization if you intend to impart this to
those people you hope to motivate,

MRS, POSTON: I think we had a question here.
MR, MICHAEL F, WIDMAN (Director, Research and Marketing, United Mine

Workers of America): We are finding curselves in the situation of facing a shortage of quali-
fied manpower in the coal industry,

This may sound new to a lot of you and it is just on the horizon now, There is
nothing acute about it at the moment,

We have gone throvsh this wringer of mechanization like most industries, but ours
was one of the early ones, out of economic necessity, in the highly competitive energy field.

Now in the current contract that we have negotiated, we have seniority lists, When
a mine mechanizes, it places the employees not needed on a list which is designated as a
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panel, The company takes from that list or panel those who qualify for other job classifica-
tions that may become available.

Our union has a meeting set up with the Manpower Training Depariment of the
Department of Labor within the next 10 days. "We have just now decided to start a training
program. A study was made during the past Year by our Research and Marketing Department
as to the status of the panels throughout our Junsdlctlon. Much to our surprise, we find the
panels, so far as qualif: >d men are concerned, are almost exhausted throughout the Nation.
Now for the first time we are beginning to see newspaper ads seeking qualified miners.

We have some problems here that are peculiar, I think, to our industry over
others. We have various State laws that try to protect 2 man's life and limb as he works in
the mine, We have Federal laws that do likewise.

I can say to you, without ferr of successful contradiction, that younger men today
don't want to go underground in a coal mine. There are too many other more’glamorous
occupations, such as electronics, space and aviation and so forth, Nevertheless we are going
to try to retrain as many as we can of the older miners, those who find themselves in the 45
to 55 group especially, to the point where our pension takes hold,

We have some 70,000 old miners over 55 who are on our miners* pension plan
which is administered jointly by the signatories to the contract.

Our industry is one of the most hazardous. The life of every man in the mine
depends upon the acts of one single individual in many cases, In other words, if he doesn't
know about gas and how to conduct himself in a gaseous mine, he may forget and light a
cigarette and blow up the mine and all of his colleagues,

Now we must have a very careful plan of teaching by people who know mine safety.
Now, what I am askirg here is: does this panel have any suggestion on how to man such a |
force of teachers in tuis particular field? How do you find thera? Where is your source? Do
we have to find these teachers ourselves? |

I may be a little premature here, talking this way to this panel, since I have this
meeting scheduled at the Labor Department within the next 10 days.

MRS, POSTON: Thank you. I would lock not just to the panel when it comes to 2 i
problem like that. If I take a look through our listing here, we have more experts in the
audience than you would ever find up here on the platform, and we would certainly like to
have the thinking of this total group.

Mr. Walsh, this might be a point at which you might help us in terms of this
whole personnel and training thing. In every meeting we go into, the cry today is where are
we going to get the people to do the training. This is across the board, whether we are dealing




- 108 -

?3’

with the technical fields, the humanities or what have you. This whole thing of personnel,

'-MR. PESOLI: I can offer this for an opener. You raentioned the 30,000 or so -
mine workers who have retired, About two weeks ago I read where one of these discontinued
mines in Kentucky was going to be used or proposed to be used as a training site for a Man-~
power program to train youngsters who would be interested in this type of work, By using
one of these non-operative mines, possibly supplementing the staff with those mine workers
who retired, conceivably such a manpower training program could help solve the problem
of inadequate training, |

MR, EMILE ISAAC (Division of Vocational Education, State of New Jersey): This
problem is pretty dear to my heart because I lost my father in a 20al mine,

Just to give you some starting point, we have what we call teacher-educators in .
many States. I don't know what State you are from, but originally I did most of my training
in education in Ohio, We had training centers for instructors teaching journeymen how to be
an instructor. This I think is the core of our problem, In other words, we have people who :
are associated with the union and it is their particular job, or their task, to take these jour-
neymen and make instructors out of them, to utilize, for training, the skills and the know- .
ledge that they have,

Just last week 1 happened to have another union which I am going to help in the
area of fire training in Jersey City. They have good firemen, men who spend 25, 30 years
in fighting fires, Their problem is how to help other people or teach other peOple how to
fight fires.

They have recognized this problem, This is a matter of communication. This
is the heart of teaching: the methods of teaching, the methods of presentation.

I think one of the éolutions to your problem is to get in touch with your trade and
industrial education people. ™hey will help you, I am sure, because this is a trade area.

MR. WALSH: I would agree with Mr, Isacc, just on that, I assume, Mr. Widman,
they will probably suggest the same thing Mr, Isaac did -~ that you start up what we used to
call JIT -~ Job Instructor Training, if it can't be done by the local schools,

By the way, in certain areas of Kentucky there are no vocational schools. There
are some, but they are scattered,

MR. ISAAC: I was down there, and they have various schools there,
MR, WAILSH: Were you in the Cumberland area?
MR. ISAAC: They are all over the state, They are beginning to develop these

schools in Kentucky., They may not be down in West Virginia so much, but they are in Ken~-
tucky, because I was in them,
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MR, WIDMAN: Another feature of this I didn't cover. I could talk on it for some i
length of time. Our training program must first be above ground. it must cover some basic
training above ground. We can't go inte the mine like the gentleman said here to start with.

We have had training programs carried on by employers themselves, individual em-~
ployers, Iknow of one in particular not too many miles from here over on the West Virginia
side near the Maryland border. In the last two years that he has been developing this mine
he has killed two young fellows, one under 20 and the other 22, one with a wife and two
children and the other unmarried,

As we went into an investigation *o determine the cause of the accidents, we learned
that the training had not been sufficient before the men were put to work un¢zrground, This
is what we have to watch, That is why we want to be sure we pick somebody as instructor
who recognizes this problem of basic training and safety training, above-ground.

MR, JAMES R, NORWOOD (Assistant Supervisor, Recipient Training, Illinois State
Department of Public Aid): Ferhaps I represent a group a bit unique here -- the Public Wel-
fare Department.

We find that through different methods of education and training, we are able to re-
store many of our unemployed recipients to the labor market,

Ours is a rather broad program, but to confine myself just to the areas that might be
of interest to you here -~ we don't have such a severe problem of recruitment, because you
can almost say our group is a captive audience, but we have had probiems of motivation and
problems of locating adequate sources of training,

We find, at this point, that these are not such difficult problems, because we have
utilized various and varied types of procedures in obtaining our training situations. Since we
are funded from State and Federal funds, and in some cases have help from private funds, we
use inter-agency referrals to different projects and programs. Also, we refer to our State
Department of Public Instruction, whereby we utilize the public school system, both at
secondary and college level. We also purchase training and instruction from private schools.

In this way, through a combination of apporaches, we are able to get the instruction
and training that we need over a wide range of cccupations. Thus many older workers who
have been displaced because their skills were no longer adequate have been provided with
riew skills that would put them back into the labor market.

Perhaps if there are some specific questions, I might be able to give more specific
answers.

MRS. POSTON: Thank you, Mr. Norwood,
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REV. GEORGE L. PHEARSON (Counselor-Liaison Specialist, Arizona Migrafnt and
Indian Ministry, Phoenix, Arizona): I would like to go on to a new question, if it is in order.

At the Migrant Ministry in Arizona, we have been working through an Experimental
and Demonstration project to bring migrant labor into an On-the-J ob Training or retraining
experience in the city demand or supply oxreas.

My question deals with directions that the panel may be able to give us, The re-~
strictions are rather severe in the thing that we are endeavoring to do. We can't go to a

large industry because our migrants can'i pass the entry requirements. We can't g'o into
other industries because our migrants are not members of the unions. And we can't go other

snutes because we run into problems with the Bureau of Apprenticeship and Training and age
and education requireiments,

So, we end up with a hard-core by age, by education and by experience, We end up .
bringing them out of the stoop labor background into some lousy job in the city with the signi-
ficant future of being dishwashers the rest of their lives or orderlies at the hospital,

Then, when we find these jobs and work out the contractual arringements and so forth,
we experience a dropout rate of about 33 per cent, Our dropouts are saying to us that they
received no training on the job, We go back again and talk to the employer, most generally
in the smaller business concerns because this is where we can seem to find openings. They
know too little of how to train or hcw to meet this sort of need of the migrant.

Now the question is this: What is available througn the Department of Lai ~r or pus-

sibly through OEO that would be workable for a training program for employers on how to
train workers? ‘

- MRS, POSTON: We will take the first part., I must say, a the chairman of the
group, I want to really say amen to what you just stated, because we are quite concerned and

quite involved with rural area development, with great emphasis applied to the migrant and
the seasonal worker in the State of New York,

L know this trap you get into. You keep going around and around and no one wants to

assume responsibility, Thank goodness we do have the Migrant Ministry that is trying to
help us in many ways,

‘Under the Department of Labor training programs, Mr. Walsh, do you want to suggest
what might be possible? '

MR, WALSH: I think we are helping in this area through Mr., Howard's program --
yes, Mr. Richards from Florida Employment Service -- why don't you talk on A&M?

MR. RICHARDS: My point bears only indirectly on A&M. It had three or four OJT
programs for the training of mentally retarded youths in Dade County and Broward County.
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. These were occupations in the janitor or custodial field, First of all these were Spécial

_ Youth Projects, OJT projects for retarded youths, which made it somewhat unusual. It
wag felt by the.Bureau of Apprenticeship &nd Training representative, Mr, Dasher, that
before this project was set up with the city it would be well worth the doing to have some
supervisory training for the city supervisors who were to be running the program. They did
offex: this exact kind of supervisory training, and it provided an introduction, so to speak,
for the gity supervisors. They were trained in how they would receive these mentally re~

.tarded youths, not to be too critical and to help them along. I think the thing was quite

. .significant and it may be a step in the direction that is strongly indicated -- of providing an

encouraging environment and setting which will facilitate training and placement,

, . MRS. POSTON: Tn other words,.it is possible to build in properly for a grant just

for the purpose for which the nesd seems. to be here, for training those who are going to
train the migrant who has not tte opportunity to go through the more formal training process.
And that was funded under what?

, MR RICHARDS: It was a special youth project for retarded youths -~ On-the-Job
Traming, funded under MDTA.

. MR, MILLER: May I mak;e a comrnent here? Presumably if the employer could get
them he would hire only trained people. Employers get involved usuaily because they have
little choice, and a lot of m1ss1onary work is needed W1th employers even when yut have
OJT i ‘o
| In: Ph11ade1ph1a we experienced some of the problems the questioner raised -~ the

prohlem of false aspirations and the fact that often after you recruit people you have little or
" no place to send them.

The way I think to minimize that is to be suve th. ; your training program is designed
to steer people into legitimate opportunities of employment, I think it would be minimized if
someone would develop a proposal for rural areas designed to uncover the real needs for
employment and then, realistically, to counsel those people with whom you are working, In
other words, talk turkey: "This is the situation, and thls is what opportunities prevail, and
this is what your probab111ty of success ig,"

I think if you counsel people along those lines they won't hold to false aspirations

because you won't really foster them, and the dropout problem will decline. You promote
those things which are feasible.

So, it is a combination of two things working there. You design your program to
meet the needs of the employer, and, if the employer can't help himself otherwise, he will
work with you, if you have done sufficient missionary work.

MR. HERBERT W, WATKINS (Director, Industrial Relations, Graflex, Inc.,
Rochester, New York): One of the best training programs that was ever developed was de-
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veloped during World War II called JIT, Job Instruction Traigixilng.trﬂ: i;ra ve;-tyi:i:;l;lﬁé 111:13;:—

i i » be good instructors, .
ter to train lead men, group leaders, supervisors, o . i
It was printed in man;r forms, It is easily done., Allyou havea. to do is l}ave 1;)ne man demon
strate it to an employer and I think the employer can very casily carry it ouf.

MR. WILLIAM A, MERCER (Coordinator, Business and Industrial Coi);'dma‘:l;lf
Cc ..il, Newark, New Jersey): I am conn~cted with thz Labor-M:ftnag.:emenil:l; daxtllf: o iness
Training Program, an MDTA and OJT project fornied by an orgamzat.mn ca oA] vights
and Industrial Coordinating Council. - This is a complex of business, industry, civ
groups, clergy of major faiths, etcetera. Even public and private agencies.

We had most of the major companies to help us in fhe OJT aspects of our 1?:3:1::;;1
We asked if they would help us in training for the community good, Thus far we
successful in having industry set up training schools,

We had Western Electric Corporation, As a matter of fact, they will probably be
coming down here next week to Washington to explain how it was dons, .We hope to have
most of the Western Electric iastallations around the country follow = ‘t, They h‘a,v?- a
training facility for non~productive machine shop workers, and we have turned 1ih1s into a
community resource, For the first phase of the training we utilize a local boys c.lub, and
the other half of it, actual machine shop operation, takes place at Western Electric,

We didn't use any of our funds, with the exception of getting a modification of O}ir
contract so we could purchase some of the instructional aids. The company has. supplied the
instructors. They pick up all of the expenses, There is a great need for machine shop wor-

kers in the greater Newark area in New J ersey.. The first fifty will probably be graduating in
the next three or four weeks,

Similarly, we have gotten one of the banks to underwrite a school of clerical skills

for clerk-typist and clerical level jobs, This is for 30 girls, starting out on an experimental
basis. The bank picked up the tab for this,

We had a little difficulty in setting up the school. This I think has some appli.cation
to what was said before, relative to using peer groups. People from the State Vocational
Office said our school couldnft be certified becausc we weren't using qualified teachers., The

YWCA had the machines, so we got the bank to enroll all of the girls in the "Y' as membhers,
There was no certification problem, training "Y" members,

We are {rying to set up another school now. This is a little difficult, but at least we
are getting business and industry involved in training,

MRS. POSTON: Would you get the same kind of cooperation on the part of business
a1d industry if you were setting this up for the older workers?




- 113 -

MR, MERCER: It would be difficult, very difficult. They are a little hesitant, They
will talk about it, We have what we call a Digeet of Opportunities. This is a listing of most
of the programs in the area, OEQ, Lahor Bepartment, et cetera, We had 34 programs
listed. The phone company, United Community Fund and a department store picked up the
| tab for this booklet of approximately 60 p. - 3 which was distributed to 1100, It went to wel-
g fare workers, county and local, and this has been sort of a reference directory, We revised

it just a little bit. What has since come out of this is an effort to set up a coordinating com- |
mittee utilizing government agencies, et cetera, so people will have a much better chance of |
being steered correctly to training opportunities, We hope to get money for this. It would |
be a permanent committee so we could have a central referral source. |

MRS, POSTON: Keeping in mind the directive of tt.e conference, do 1 sense, or is
| there some consensus here that there is a problem in getting the kinds of broad level of
!- cooperation and participation necessary for the training and placement of the older worker?
Did I get this at all in kere? Is this a problem, I guess, is my question,

MR. MILLER: Maybe we can say it is less of a problem where the need for workers
is most acute. We have been reasonably successful in placing older workers in sheet metal
and machine tool and other areas where employers are almost desperate to get people, even
semi-~sgkilled. If enough work is done to make sure there is some demand, ithecomesa lot
easier to place people, . |

MRS, POSTON: How does this affect the rural communities, the rural areas where 1
! you are dealing in many instances with a different kind of training, a different kind of need?
Is this =~

MR, PESOLIL I think you have to broaden the indictment, Not. only employers but
very often certain State agencies have a pragmatic approach to whether they want to invest
their State-allocated funds in a worker who has at best 15 years of work left as compared
to a teenager with 50 years.,

Since they are conceraed about the economic develcpment of their State they take a
long~range approach to the validity and feasibility and desirability of how they will spend
their State aliocated funds.,

So when you approach them, as we did in one instance, with a program designed for
rural farmers, 45 and over, trapped on their land -~ incidentally it was a very sound pro-
gram, working through a land grant college which was very familiar with the problem, had
a lot of farm management control and scientific control techniques on the farm supervision,
a solid program -~ we couldn't begir to get to first base because of State resistance, They

weren't willing to spend their money on these people who didn't have the kind of potential
they were interested in, :

"The exodus is to the cities. They shouldn't be on the farm anyway, That is some-
body else's problem," That's what we were told. '

R e e SN e
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MR, MERCER: It would be difficult, very difficult. They are a little hesitant, They
will talk about it, We have what we call a Digest of Opportunities, This is a listing of most
of the programs in the area, OEO, Labor Department, et cetera, We had 34 programs
listed. The phone company, United Community Fund and a department store picked up the
tab for this booklet of approximately 60 p. ~- 3 which was distributed to 1100. It went to wel-
fare workers, county and local, and this has been sort of a reference directory, We revised
it just a little bit. What has since come out of this is an effort to set up a coordinating com-
mittee utilizing government agencies, et cetera, so people will have a much better chance of
being steered correctly to training opportunities. We hope to get money for this. It would
be a permanent committee so we could have a central referral source.

MRS, POST'ON: Keeping in mind the directive of tte conference, do 1 sense, or is
there some consensus here that there is a problem in getting the kinds of broad level of
cooperation and participation necessary for the training and placement of the older worker?
Did I get this at all in kere? Is this a problem, I guess, is my question.

MR, MILLER: Maybe we can say it is less of a problem where the need for workers
is most acute. We have been reasonably successful in placing older workers in sheet metal
and machine tool and other areas where employers are almost desperate to get people, even
semi-skilled, If enough work is done to make sure there is some demand, ithecomes a lot
easier to place people.

MRS, POSTON: How does this affect the rural communities, the rural areas where
you are dealing in many instances with a different kind of training, a different kind of need?
Is this -~

MR. PESOLIL I think you have to broaden the indictment, Not only employers but
very often certain State agencies have a pragmatic approach to whether they want to invest
their State-allocated funds in a worker who has at best 15 years of work left as compared
to a teenager with 50 years.

* » _
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Since they are conceraed about the economic development of their State they take a
long~range approach to the validity and feasibility and desirability of how they wiil spend
their State aliocated funds.

So when you approach them, as we did in one instance, with a program designed for
rural farmers, 45 and over, trapped on their land ~- incidentally it was a very sound pro-
gram, working through a land grant college which was very familiar with the problem, had
a lot of farm management control and scientific control techniques on the farm supervision,
a solid program -- we couldn't begin to get to first base because of State resistance, They
weren't willing to spend their money on these people who didn't have the kind of potential
they were interested in,

"The exodus is to the cities, They shouldn't be on the farm anyway, That is some-~
body else's problem." That's what we were told, '
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So, I think maybe in our discussions we ought to not just solely focus our criticism
on employers who seem to be reluctant to invest in older workers but maybe State people .
need some sort of educational processes here in an attempt to highlight not only the economic
feasibility as was indicated this morning, but certainly moral responsibility of spending some
of this money. These older people have paid their taxes all these years and maybe we can't
simply wipe them off a5 an economic deficit, So I would like -to broaden this indictment to
include not oniy employers but, especially in southern rural areas, I might say, some of
the State peoples' thinking,

MRS, POSTON: Am I correct in saying this should be recorded as & concern, that
there has to be or needs to be a reorientation in terms of government thinking and attitude
and policy toward employment of the older worker,

MR, MILLER: Some special money for that, too.

MR, FERRIER: Yes. Actually we are discussing Panel One's subject, nCommunity
Action", but if you believe in the "Power Elite" concept of society, that only as you involve
the people of commerce, the news media, religious organizations, social agencies, etc.,;
only where it becomes the fad of the "power groups' to be in on this new program, only as
you get this large group working with you will you have enough leverage to "move" some of
the social agencies which might prefer to mairtain their {raditional roles, Therefore, in
terms of recommendations I imagine we will support Panel One and think in terms of advisory
committees involving all sectors of any metropolitan or any rural areas, these committees

to range from the "Saul Alinskys" through the “Henry Ford II's," mcludmg the people re-
quiring help, '

' MBS, POSTON: Mr. Howard,

MR. HOWARD: One of the charter respone ibilities of land grant universities is to
provide training and education for the citizens of the State, of the region and the Nation, With
that in mind, I think we should request more service from the State universities and the land
grant Jniversities to help design new courses and new techniques for training the older wor-
kers; also to devise certain economic techniques to place them in some type of employment.
The older worker becomes very important arcund election time and around tax revenue time.
It is the type of investment in which the land grant universities really could play a very large

part. I think you could get more results if citizens and governmental agencies request more
pf this type of advance planning and design.

MiSS EVELYN M, HUGHES (Special VISTA. Assistant to Operation Breakthrough,
Durham, North Carclina): One of the difficulties to overcome is the antiquated ideas of
State Departments of Education and Labor, local Education and Labor Department people who
are slow to change their ways. It is all right to talk about land graat colleges, but when you

try to get MDTA courses established, and in the State capital thoy are held up for months on
end, it is frustrating,
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MRK. HOWARD: We have similar problems,. This is why I am talking so strongly
right now,

MISS HUGHES: I have a feeling that we should really condemn sume of the State
Departments of Education and Labor for the way they drag ’chelr feet on any ki: ;. of far-
sighted respectable training program.,

MR. HOWARD: This is my recommendation, that we encourage them to render
better service and more service,

MISS HUGHES: I rﬁake it stronger than encouragement,

MRS, POSTON. Would you want it to be worded that we demand?

MISS HUGHES: Right, I think that is better, |

MRS, POSTON: That the services be made available or in a speediex fashion?
MISS HUGHES: Yes.

MRS, HAYNE (Evansville, Indiana): I don't know what can be done about it, but one
of the problems in our OJT is this. At times we have had jobs on which older workers would
have the opportunity to learn a skill., I have called our Welfare Department, thinking this
would be an ideal opportunity for an older client to work and get off the Welfare roll, Well,
it is very difficult to recognize going to work as an opportunity when you are not used to
working, if you are not going to make a whole lot of money and if you have learned to live at
the minimum level our particular Welfare permits our people to live at.

It seems that the idea of frying a job, not knowing whether they are going to be suc-
cessful or not, creates a fear, If they could continue to get subsistence from Welfare on a
sliding or graduating scale if they progress in their job, I think this would motivate some of
the olcer people to accept jobs and possibly trv again, Irealize Welfare is an extremely
complicated thing, but the morale of the individual I think is pretty important, and for a
person over 40 especially, If they are forced to be unempioyed for a period of time and
after uigning all the papers and waiting six months to get on relief they don't want to jeopar-
dize t+is for their famiiy, to try something new.

It seems to me there should be some way to get just a little leniency in Welfare,
throw away the book. If you don't fit the book, it is kird of sad. If we could gei a little
more community help through our Welfare and other agencies that provide money, I think
we might motivate a few people to go back to work. It is really just too bad,

MR. SAMUEL C, SMITH (Dean, School of Industries, Agricultural and Technical
Col'ege; Greensboro, North Carolina): I believe you have heard two reports from North
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Carolina already. I believe we are still talking about finding and recruiting the older worker,

I am affiliated with Project Uplift, We are working with a group with a minimum age
of 22, maximum age of 50, We ended up, however, getting some over 50, Of the total group,
about 15 per cent are beyond 45,

Now we have no definition on what has happened to those a bit older than 45 but I am
thinking now of methods of recruiting which I think regi: 3 are finding, We started by first
finding out the agencies available in the State,

Let me give this as background first, so you will understand what we had to go
through,

When we made out a proposal for Guilford County and came here to Washington, they
looked at the records and said Guilford County was in better shape than the nation and there-
fore they could not grant us anything, The nation at that time had an unemployment figure of
six per cent and Greensboro's was one per cent. They said we had to get some other county,
8o we stepped out an( found two other counties where employment was much lower, Therefore
we had to work with ‘hree counties and with three Employment Service agencies, We went
first to the Employment Sexvices to find out what recommendation they could give, Of course
we were dismayed, One told us very definitely (this was in a small county) that there was no
need 1o go in there trying to stir those people up, "They are just not interested in a.ything,
You need not go." That was the manager of the Employment Service office.

We simply told him good-bye and went on straight into that county. We went to the
Welfare office and the Welfare people worked with us very cooperatively, They made them-
selves busy to get the peopie together,

Then we went to the local newspeper, This is a small county, There is just one
newspaper -- a weekly paper, We went to the publisher of that paper and told our story to
him; and then we picked out other ke y people in the community,

We did this in all three counties.

Then we sent our recruiting team in. We picked a young fellow who was a rural
minister as field executive, and he went out to knock on doors, Now I don't believe that has
been mentioned, I listened here, Most of the things said fitted our experiences tco. But I
don't believe anybody said anything about going to the doors, We found that newspaper ar-
ticles, radio and announcements and all that didn't reach the people we were trying to find,

We sent groups out literally from door w door, When they found difficulty finding
the people home during the day, they would go back at night,

And we went out on Sundays into those counties and just visited churches and asked
for an opportunity to tell the story to the people in the churches,




- 117 ~

In that way, I think we were successful in getting sorne, Now, the older people found
it most difficult to get employment in a new occupation, We did have a course in waitress I
training, but we discontinued it after the first section, because we just could not find em~ !
ployment for them. Right at the time we were trying to gst employment for those people, this
article came out from California where one firm had dismissed two waitresses, one 35 and

the other one 40, I believe, and said they were too old, so that helped us to make up our
mind not to try them any more,

MRS5. POSTON: Thank you very much,

| We have talked generally about some recommendations which might help to strengthen
\ our recruitment efforts, I think there is one area that we have not come forth with any

\ strong recommendations and that has to do with the other part of the topic which has to do
\ with motivation, :
|

| If we agree that motivation is a major part of the whole endeavor, that once we have |
f gotten our recruits we want to keep them, that we want to make it a meaningful experience, '
L then must we think of motivation as affected by all the broad aspects of one's life? How do |
' we motivate the lady who wants training but needs also a homemaker service or a day care ;
center where she can leave children whiie she goes to training? How do we motivate the
! unemployed older person who needs health services in order to be physically able to go on

into employment? Or if we think in terms of housing, if you are not in a decent place, how ‘1;
much do you feel about whether you are trained or not? If you take into consideration these {
factors and others, are there recommendations we might make which would help to keep re-
cruits in the programs once we have gotten them in? This seems quite significant, Mrs,
Baker, when we talk abou th2 rural communities where we don't have, in many instances
very many community resources, I think I know rural America pretty well; I was reared |

. there, so to speak, In rural areas, we do not have the sophisticated agencies and services
) that are more apt to be found in the urban communities,

How are these problems dealt with when we deal with the older persons outside of the ;

urban areas, Is there any assistance we need that should be brought to the attention of the
conference?

MR, PHEARSON: One specific problem we have had with our migrants speaks to this
point, We have had some confusicn in our own mind on trying to define the word "training, "
I am a novice at the understanding what goes on in a class, but we have felt that some of the
, things you have just mentioned were part of training and we have asked cur drop outs if they |
would agree that this was a portion of training, such as learning how to get to the job on
time, adjusting to a new culture and a new demand., They quite frankly say no. To the
migrant, this is "advice," When they use the word "training' they want te actually learn a
skill, We are discovering now, with an OJT program, that we have to find a new vocabulary

word other than 'training," because about 80 per cent of what we are doing is anything but a :
skill, so it breaks down before it ever gets off the ground.

”
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MRS. POSTON: That would also include some of the pre-training that is necessary
like your Adult Basic Education in the three R's, so they can take advantage of the MDTA
more effectively.

MR. PHEARSON: I am not sure they want to admit these are needs in their life and
that may be why they refused to put it into the broad field of training.

MR, HOWARD: Speaking specifically about the older worker, there is a type of
I motivation of appreciation that is quite helpful, And ¢an be pianned.

Ifound out thiz: that the fraining-uniforms played a very vital part in arousing ap-
preciation, Wherever they werc working, the staff under my supe;vision formed an advance
planning committee -~ to plan activities, to look for problems we expected to exist six
months in the future and to plan how to get around them.,

We knew the minute we brought the people from the mountain areas to the campus
that after the first three months they would become disinterested, So we designed uniforms,
two r onths after the program had started, and we asked them what colors they wanted,
Everyone said they wanted a dark shirt and probably tan pants, green pants or whatever the
pants, but 2 dark shirt.

Well, we decided we would let one group use a dark shirt, a khaki shirt., We con-
tinued to work with the other group until they decided to use white shirts. We found out this:
that the two groups that used the light shirts were more eager to work and really kept cleaner
and looked neater than the person dressed in the khaki shirt,

Now we didn't stop it there, We believed also that through the use of color that you
also can motivate so we were dealing with services, and we began the use of flowers, We
didn't have time for the flowers to grow, so we planted the flowers already in bloom so that
we could actually work with colors.

Our drop-out rate was very low, The trainees from the easi Tennessee mountains
stayed all the way through, To advertise this fact, the advance planning committee decided
to have something different, regional graduation exercises, as proof that the people really
did stay in the program, So we had one graduation in the Cumberland mountains, another

one in Brownsville, Tennessee and the other one down in Lewisburg, Tennessee, that is
middle west and east Tennessee,

- We are convinced that if you motivate for apbreciation it wil} be quite advantageous
in helping to prevent drop-out,

MRS, POSTON: We can have one more point and then we will have to wrap up and
ask Mr, Walsh, to tell us where wehave come to this point, becauseheis goingtohaveto con-
vey to the committee what we have done here today.
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Could we take yours?

MR, JAMES H, FLING (State Supervisor, General Adult Education, Florida State
Department of Education): On the point of motivation, cértainly one of the first things vou
should do is be prepared for the students when they enter your classes. This preparation
would include the selection and employment of the best teachers you can locate, and having
suitable facilities, equipment, materials and sup441;es available for the classes.

You should have teachers that understand the 1dult student, They should be aware of
and make every effort to compensate for the problems of the older adult student, such as
sight and hear.ng weaknesses, The student should be given something every night or every
day that he is in your class, If he feels each day that he is accomplishing something, this
will help to keep him motivated,

MR. MICHAEL F, WIDMAN, JR, (Director, Research and Marketing Department,
United jMine Workers of America, Washington, D.C.): This isn't job training in Florida for
the aging, is it? The Basic Education?

MR. FLING: It is primarily Basic or academic education. But I think the same
thing would apply to most any training program,

MR, WIDMAN: The reason I said that is they are trying to get us all down to Florida.

MR, RICHARDS- Ihad a question on motivation to this extent: I don't recall hearing
anybody mention here wday whether or not they had had any particular experience in so-
called group counseling of older people to enccurage them to take 2 crack «t retraining,

Does anybody have any particular experience with this that would be helpful ?

MR, WALSH: I believe they did that in South Bend in Project ABLE., There are some
other projects too. Group counseling,

MR, MILLER: We have done group counseling but we don't separate the older trainees
from the younger ones., Group counseling technique is quite effective and I think it perhaps
is more effective for older people if they are in a program where there are different age
groups aud you don't separate them unless there are some particular unique problems and
even those can be handled,

I I can make a recommendation in closing, there were a lot of comments abous
getting established institutions and Employment Services and other agencies to move or to
change or at least to try to meet more specific needs, I think in rural as well as an urban
area, the centers you need may be a new type of multi-service and multidiscipline institution,
Very few, if any, really exist, particularly those that are sponsored by Government con-
trolled institutions. There is no way to get institutions to move or to change or to revamp
quicker than to put another institution into business.

PPN S S St
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Now I think this is one of the experiences we have enjoyed in Philadelphia, in that we
are private and non-profit and have very specific motives, inspired Ly some of the higher
ideals as promoted by the ministers who lead our program. We really are a multi-service
agency. We get involved in recruitment and motivation and provide he present vozational
training, We have four technical training centers, We provide the more sophisticated
technical training, Our local staff job development specialists not only survey industry but
also do the job placement. We do missionary work, et cetera, We have been very fortunate
to be able to feed not only our own centers and activities with trainees but other agencies as :‘
well, so this has stimulated them to cooperate with us and recognize theprob:em is bigger f
than all of us together, It has also stimulated them to change and they literally have done |

|
!
|

that,

We have been helpful in having agencies like the State Employment Service acquire
additional counseling staff to add to the local agencies., Budget is alsc a problem. So I
think it would apply even to a rural area where a regional agency could be established so
long as the miles aren't too much of a problem. If you get some regiona] small towns where
the travel isn't prohibitive and set up 2 multi-service institution providing all these services,
as a supplement to the existing agencies I think you both will do better, |

MR, WALSH: Off the reccrd.
(Discussion off the record,)

MRS. POSTON: Thank you very much for splendid participation, We will now adjourn,

(Whereupon, at 5:30 p.m,., the workshop- was adjourned, ) ;
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Panel and Workshop II1

SELECTION FOR TRAINING - DO PRESENT
PRACTICES MILITATE AGAINST OLDER WORKERS ?

The panel was convened at 2:04 p.m., Monday, January 17, 1966, Dr, Morris S, Viteles,
Professor of Psychology, University of Pennsylvania, presiding; Joseph Seiler, Manpcwer
Development Specialir:. Office of Manpower Flanning, Evaluation and Reports, United States
Departmert ¢ ", "3, . recorder, and Dr. Robert Droege, Research Psychologist, Bureau
of Ceeupat.. . “.¢st Development, United States Employment Service, as resource con-
sultant,

DR. VITELES: Having postponed the meeting from 1:30 to 2:00 o'clock, it seems to me
that five minutes after 2:00 is not too late to begin.

The problem, as shown on the program, is Selection for Training -~ Do Present
Practices Militate Against Older Workers ? I think that the spirit of the program and its
ultimaté purpose is well stated in 4 littl e note recenfly written by a man in South Africa,
named Silverbauer, who is concerned in South Africa, in quite a different context, of course,
but in essence with somewhat the same problems with which we are concerned here. And
he made this very interesting observation:

"It is quite an achievement to assess men as they are, but we need to go much further
and assess what they may become. "

And this, I think, is a basic problem in our effort to take care of the older, especlally
the displaced older worker.

We start with a series of four papers, reports, on work that has been done in this field,
Immediately after the completion of these reports we Will have a workshop discussion which
it is hoped will yield recommendations that can be applied in dealing with the problem at
hand,
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Our first speaker is Dr, Nathaniel J. Pallone who is Coordinator of Counselor Education
in the Department of Education, Graduate School, at the University of Notre Dame, As you
might expect, he is an author and an educator and everything else that goes with being an
academic man, But I think of faterest today is the fact that, from December 1963 to June
1965, he served as Project Coordinator and Research Director for the Souih Bend project
on the Educational ‘Rehabilitation of the Hard Core Unemployed.,

I have pleasure in presenting Dr, Pallone who will speak to the topic ""The Effects of
an Educational Rehabilitation Program Upon Vocational and Mental Aptitude Test Perfcrmance
of Hard-Core Unemployed Workers."

( Applause.)

DR, PALLONE: During 1962 ard - wly 1963, an appreciable proportion of potential
applicants for MDTA-sponsored vocational training programs operated by the South Bend
(Indiana Community School Corporation were excluded from such programs on the basis

~ of their sub-minimal scores on the General Aptitude Test Battery ( GATB), virtually
universaily employed as a selection device in Federally-sponsored vocatiengl training or
retraining programs, Further, their test performances on the GATB-G ("General") scale,
regarded as an IQ-equivalent, displayed levels of intelligence /s the sub-normal or even in
the "mentaily r:tarded" (i.e., below 70) range. As a group, these workers were primarily,
but not exclusively, among the hard-core unemployed.

Since their test performances seemed to indicate lack of ability to profit from vocational
training or retraining, a pathway frop: economic superfluity to occupational stability via
the acquisition of marketable skills seemed closed. However, the GATB essentially
measures "developed" rather than pristine ~bilities, in much the same fashion that a
‘scholastic aptitude instrument measures ability to profit frors instruction at succeeding
grade levels or in specific subject areas, For example, the high schodl siudent who has not,
in his previous educational development, satisfactorily mastered the :ontent of Algebra I
is unlikely to be "ready to profit f o instruction' i - Algebra II regardless of the level
of his pristine mental ability.

The GATB was designed to function as a measuring device among the mainstream of
American workers, the majority of whom have completed some six to eight years of common
or elementary schooling, and the GATB performs this function well. But i seems reason-
able to conjecture that subjects markediy deficient n basic educational skills or even in
years cf exposure to common schooling or subject to cultural or linguistic handicaps will
display in their GATB perfcrmances levels of "developed" abilities neither consonant
with ability levels characteristic of the mainstream of American workers nor with the
level of their own "pristine” but undeveloped menial ability. Thie observation applies
especially to the Verbal and Numerical tests on the GATB, but it is likely that even
success in assembly tasks may be influenced by deprivation in one's education experience,
either directly or indirectly, . as a function of increased confidence in one's ability to
manipulate the objects in his environment. In any event, the rosuli. veported later tend

* See Appendix I, Note No, 1, pg. 671
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to argue in that direction.

A number of workers whose performances disqualified them for entry into M(DTA pro-
grams reportad tc Employment Service screening interviewers that they had never attended
school; the majority of others reported that thei. educational experience had terminated
below the sixth grade, and many had received whatever schooling they reported in segregated
schools in the deep Scuth,

The confluence of questions about the applicability or relevaney: of the GATB as an
appropriate selection device for. this pogpulation and the demonsirably poor educational
backgrounds of the workers in question led the Division of Adult and Voeational Edueation
of the South Bend Comr..unity School Corporation to request the Office of Manpowsi,
Automation, and Training to fund 2 quasi-experimental program desism:cd io yrepare hard-
core unemployed workers to profit from vocation. s training by improving ihoir basic educa~
tional skills, In December 1963, a contract was awarded for a demonstration and research
project focussed on the educational rchabilitation of hard-core unemployed workers.

Under terms of this coniraet, a group of 100 hard-core unemployed workers whose
GATB scores disqualified them from vocational training or retraining were to be en-

rolled for a period 1ot to exceed thirty-~six weeks in a pre-vocational program of educational |

skills improvement, focussed on ve *bal and mathematical or arithmetic skills.  Only
those workers diagnosed as mentally retarded on grounds other than GATB-G scores were
to be excluded,

"Project Edrehab" was operationalized in February 1964 and terminated in October
1964. Previous reports (Jurkowski and Palione, 1964; Pallone, 1965}, published by
and available from the South Bend Community School Corporation, have described the
implementation of the project and attendant research results in detail. 1t is the pur-
pose of this paper to report briefly the effects of an educational rehabilitation pro-
gram upon the vocational and mental aptitude test performances of Project Edrehab
enroll ees,

Social -Vocational Cheracteristics

To situate the "typical' Project Edrehab trainee in an appropriate social context,
it is necessary to review a few elemenis of social, educational, and vocational history,
(Background characteristics have been reported in detail by Jurkowski and Pallone,
1964,) Thirty-eight percent of Edrehab enrollees were male Caucasians, forty percent
male Negroes, and twenty-onz percent female Negroes, Although three female Caucasians
were enrolled, they were eliminated from research consideration in view of the likeli-
hood of a typicality. A number of selected. enrollee characteristics are tabulated in
Table 1.

T
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Table 1: Selected focial-Vocational Characteristics

Character_istic | - Male Caucasian Male Negro  Female Negro

Number 39 | 41 22
Proportion S  s% - 409 21 %
Mean Age in Yeais o 45,1 | 44,5 3i.8
Years of Formal Education 7.5 7.6 | 8.1
Years in Labor Force 29.2 28.7 13.4
Years of Unemployment 5.0 . - 6.3 | 2.2
Number of Jobs (TT). Held el 9 140 | 3.8
Born in North Central States | | 83 ‘%; - 12 % 24 %
Born in South Central States . T % | 0 52 %
Born m Gulf States ' 0 ‘%i DU 6% S -2
Years of Residence in 5.B, | 3.8 19,2 13.5
Left School to Support Parents 38 % 70 % 24 %
Left School to Support éelf 24 % 8% 24 9%
No Reason to Continue School | 24 % _ 15% 6% |
Intercity Residence Changes | 3.0 7.7 3.2 b
Educational Age (Stanford) GL 3.7 - 3.1 4.6
Mental Age (CTMM) GL 4.8 | 5.1 5.6
Educational Retardation (Months) 13 24 12

Legend: TT ~ Technical Term GL - Grade Level
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Of particular interest {o those concerned about manpower deveinpment of the over-45
or '"older" worker are characteristics reported for male Caucasian and male Negro Edre-
hab enrollees, who reveal sirikingly similar. profiles while female Negro enrollees
differ markedly,

Males of both races, on the average, could be regarded as members of the "older
worker' group at the time of entry into Project Edrehab. As inspection of Table 1 indicates,
they had compl eted, on the average, seven and one-half years of formal schooling, had
spent some 29 years in the labor force, had experienced {.equent job (as opposed to mere
position) change, and revealed educstional achievement levels equivalent to that of o~
day's third-graders, However, the "typical' male Negro enrollee had experienced job
change more often, roughly every eighteen months of his working life during periods of
employment, and shows a demogiraphic concentration in the Southern states. Wale Caucas-
ian enrollees, in contrast. had experienced ich change only every thirty-six months of
their working lives and originated primarily in the Northern siates, Similarly, male Negro
trainees had changed their city of residence much more frequently than their Caucasian
counterparts and had come to live in the South Bend area much later in life,

The "typical" female Negro provides a number of similarities and conirasts. She is
considerably younger than her male counterparts of either race and thus has spent less
time in the labor force. She has also had more formal education and demonstrates a
higber current level of educational achievement. She resembles the male Caucasian en-
rollee in that her job changes have occurred roughly every three years of her working life

during periods of employment; she resembles the male Negro enrollee in demographic
concentration,

The final three entries in Table 1-~--educational age, mental age, and educational re~
tardation--~demand special comment. An enrollee’s educational age, expressed here in
terms of grade level in years and ‘months, wz calculated from his performance on the
subtests of the Stanford Achievement Test Battery, Scores on each subteat---reading,
arithmetic, language usage, and spelling---were converied into grade level equivalents
according to tables provided in the publisher's manual, summed, and meaned. The re-
sulting mean was regarded as the subject's current educational age. Scores on the
California Short-~Form Test of Mental Maturity were similarly converted into grade level
equivalente according to standard tables to provide an index of the subject's current mental
age in terms comparable o those used to express his educational age, The calculation of
the subject’ s index of educational retardation required simply the algebraic subtraction
of his educaticnal age from his mental age. If the resulting algebraic sum were accompanied
by a positive sign, indicating that the subject's mental age regardless of the absolute value
of that age in IC terms exceeded his educational age, the subject was regarded as education-
ally retarded; if the resulting sum were accompanied by a negative sign, the subject was
regarded as not educationally retarded, but not as necessarily mentally retarded. In-
terestingly, of the 178 hard-core unemployed workers whose GATB scores rendered them
ineligible for vocational fraining referred for pre-enrollment testing o the Project Edrehab
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staff, only four were found to be not educationally retarded,

Edrehab enrollees demonefxaf,ed oducational ages ranging from a level typical of
children who have completed one month in third grade to that of those who have compl eted
gix meonths in fourih grade, wiili corresponding educationai reiardation ranging from one
to two years. Even though the mental capacity to profit from insiruction in basic educational
skills appeared, on the basis of these vesults, to be quite :imited, it was the task of Pro-
ject Edreh“b to actuglize tal capacity.

Some ./hat extraneoasly to the present discussion, it may be observed that inspectmn
of Tablel leads one to speculate whether race or sex characteristics are more decisive
in the educational and psychosocial dynamics underlying hard-core unemployment, Finally,
the pattern which emerges is the familiar circular relationship between early schocl
leaving, frequent horizontal job changes between occupational clusters requiring little
skills and offering neither economic nor psychological security, frequent periods of sporadic
or chronic wnemployment, and economic superfluity in an industrialized society.

Performances at Twenty Weeks

Prior io referral for enrollment, prospective Project Edrehab trainees had been ad-
ministered the GATE. Prior to enrollment, as has been mentioned, they were administered
the California Short-Form Test of Mental Maturity (CTMM) and the Stanford Achievement
Test Battery; in addition, they were given the Revised Beta Examination, a non-verbally -
loaded group test of intellectual functioning developed from the long-revered Army Beta,
and the Ammons-Ammons Quick Test (QT), a clinically-administered, non-verbal,
"culture-fair" test of intelligence. Subsequently, at the termination of twenty and thirty-
six weeks, respectively, subjects were retested on these measures.

Subjects waose performances, after twenty weeks of basic educational skills improve-
ment in Project Edrehab, on the GATB had increased to the level of minimal or higher
qualifying scores for a variety of vocational training programs, were so placed. Other
enrollees completed an additional sixteen weeks (for a total of thirty-six) in Edrehab,
Table 2 summarizes performances on the CTMM, Beta, ©T, and CATB prior to enrollment
and at the completion of twenty weeks for enrcllees who either entered vocational training

or terminated "for good causes" (generally, to accept full-time employment situations to
‘which they had been referred by the FEdrehab staff) at that point.
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Table 2; Mental and Vocational Aptitude Test Performance After 20 Weeks

GROUP A: ENTERED VOCATIONAL TRAINING

Male Caucasian  Male Negro Female Negro

(N - 8) (N -9) (N -8
Pre 20 Wks Pre 20 VWks Pre 20 Wks.

Measure/Score

Cal ifornia IQ 57.3 * 58,8  * 66.5 *
Beta IQ 88.5  100.0 92.1 100,9 83.8 89,2
Quick Test IQ 85.1 T 71.6 93,6 63.4 87.2
GATB-V (Verbal) 72.2 83.3 71.8 79.6 73.1 86,0
GATB-N {(Numerical) 60.6 81,7 55.3 74,7 61.2 79,4
GATB-S (Spatial) 78.8 86, 6 88,1 81,0 75,2 84,1
GATB-P (Form Perception) 63.0 73.3 48.3 177.2 63.1 76.8
GATB-Q (Clerical Perception) 72,2 86,6 69,9 87.5 75.7 85.3
GATB-K (Motor Coordination) 65.17 .5 65.3 79.4 84,5 97.1
GATB-F (Finger Dexterity) 67.5 87,5 75.6 83,3 §9,7 116. 8
GATB-M (Manual Dexterity) 79.7 84,3 83.1 89,2 102.8 106.2

GROUP B: TERMINATED FOR GOOD CAUSE

Male Caucasian Male Negro Fcmale Negro
(N - 4 (N - 4) (N -4
Pre 20 Wke Pre 20 Wks Pre 20 Wks

California IQ

Beta IQ

Quick Test 1Q

GATB-V (Verbal)

GATB-N (Numerical)
GATB-S (Spatial)

GATB-~P (Form Perception)
GATB-Q (Clerical Perception)
GATB-K (Motor Coordination)
GATB-F (Finger Dexterity)
GATB-M (Manual Dexterity)

69.0 * 64,0 % 54,7 *
90,5  100.5 87.1 89,8 73.1 82.5
68.0 85.3 68,2 80.4 64,0 86,0
68.3 78.3 69.5 175.4 71,0 77.0
69.7 78.6 59.7 70.5 59.6  85.5
68.1 92.0 66.5 173.8 56.3 68.7

73.4 82.6 59.7 65.5 56.3 79.2
71.6 73.3 71.3 84.7 74.0 87.5
66.6 71.0 65.3 179.4 73.3 98.2
70.6 78.5 77.6 95,2 26.5 117,0
80.1 86.5 99,6 128.0 81,9 93.5

* Not administered after 20 weeks
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What is most immediately arresting in Table 2 is the range of differences in 1Q 1evels
on the three instruments utilized. While initially" Edrehab enrollees earned scores on the
CTMM which fall well below the borderline defective range, they earn scores on the Beta
and the QT which place them only slightly below normal and well within the "dull normal®
range. It is quite evident that the three instruments, while each reliably measuring many
aspects of intellectual funct ioning or learning sbility, measure quite different aspects.

The differences reported in Table 2 sre sharpened when one considers that the tliree instru-
ments have quite similar statistical properties, including similar standard deviation values,
80 that scores are relatively comparable cross-sectionally, A number of interesting ob-
gervations suggest themselves as one scans Table 2 across sex and race lines, The simil -
arity of mean scores on the Beta and QT for male Caucasians suggests these tests conciir~
rently velidate themselves for these subjects, But, if this is so for white subjecis, how
does one account for the wide disparity botween mean Beta and QT scores among Negroes

of either sex? How culiurally neufral is a "culture-fair" test? '

Further, itis difficult to suggest that one or another instrument mieasures the mental
ability level s of hard-core unemployed workers more "accuratel y'" than another. Earlier
it has been suggested or at least implied that a prime characteristic of an insirument which
measures "pristine" ability is its stability, or lack of susceptibility to influence arising
from intervening educational, social, or cultural experiences. Yet the instruments in
question fluctuate quite widely as a result or at least as a correlate of the gubjects! parti-
cipation in basic educational training, In view of dire social consequence attendznt upon
selection of alternative measuring devices, the social service-oriented researcher might be
tempted to champion that instrument which seems to hold greatest hope for an alienated
people in a gray world---but he shouid be aware of the roots of his judgments and be aware,
too, thathe i5 largely playing a game with hiragelf., The cold fact of the matter is that one is
er is not mentally retarded, is or is not vocationally trainable, is or is not an economically

superfluous person not so much on the basis of one's own behavior but on the basis of the
structure of 2 measuring device. o

Before interpreting the meaning of changes in GATB performances reported in Table
2, it is necessary to consider some of the statistical (as opposed to structural---for that is
another matter) properties displayed by this instrument., The standard deviation value on
each component test of the GATB is equivalent to 20 scaled score units or "points"; its
standard error of measurement is roughly approximate to six and two~thirds scaled score
units, That is to say, if one were to test and "infinitely" retest a subject whose initial score,
say, on the V Test, was recorded as 80, one would expect that by chance alone two-thirds
of the scores recorded for the subject would vary between 73 and 87, and these fluctuations
would arise only from the operation of chance factors alene. Similarly, one would expect
that 98 percent of the time the subject' s scores would vary between 66 and 94 by chance alone,

1t would be impossibl e to produce elaborate statistical evidence to demonsirate that
the differences in test performance reported in Table 2 are or are not due to the operation
of chance factors, But it seems to this writer not only unnecessary but perhaps even tragic
to feel compelled to do so. The fact of the matter is that, prior to their exposure to Pro-
ject Edrehab---and the writer believes that its paramount value was simply the encounter
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between those wio had been defeated and those who cared---these hard-core unemployed
workers had indeed been regarded as umable to profit from vocational training, After their
exposure, because their performances rose here 7 points, there 19 points, they were re~
garded no longer as superfluous people, Whether Projeci Edrehab did no more than help
these subjects make chance work for them by helping them increase their sense of self-
sufficiency--~ or rekindling it---is not the issue, What is important is that, in a complex,
industrialized society, decisions are made about people on the basis of, but without regurd
to, the operation of chance, Not the instruments, but the celection process itself must be
called info question. '

After this long preamble, it is profitable to look at the "hard" evidence contained in
Table 2, Male Negro enrollees who completed educational training in 20 weeks and entered
vocational training performed in such fashion on the readministration of the GATB that they
appeared to have gained from 8 scaled score peints (in verbal apiiiude, finger dexterity, and
manual dexterity} o 29 (in form nerception), while their Caucasian counterparts apparently
gained from 5 (manual dexterity) to 21 (mmerical), Female Negro enrollces appeared v
make greater gains, from 6 {manual dexterity) to 18 (numerical aptitude) . Since Project
Edrehab’s inatructional program was limited to communication arts and arithmetic skills,
it is interesting to note gains reported in perceptual and motor skills, since’ these formed
no part of the intervening educcziional experience, It is evident from Table 2 that enrollees
who elected to terminate for good cause appeared to make gains similar to those of enrollees
who entered vocational fraining, although their initial levels varied somewhat.

Performances at Thirty-Six Weeks

Edrehab enrcilees who completed thirty-six weeks of educational skills training and
subsequently entered vocational training were retested after the completion of twenty and
thirty -six weeks respectively, These scores are tabulated in Table 3.

Table 3: Mental and Vocational Aptitude Test Performance After 36 Weeks

Male Cauncasian Male Negro Female Negro
(N - 12) (N - 12) (N - 10)
, Pre 20Wk 36Wk Pre 20Wk 36 Wk Pre 20Wk 36 Wk

Measure/Score

California 1Q 57,83 * 68.3 47,7 * 77.1 67.5 * 86.6
Beta IC 81.5 93,2 98.4 84.0 87.1 92.3 84.8 93.8 95.2
Quick Test IQ 62.3 90,1  ** 64,7 86.8 *k 75.0 §86.1 *x
GATB-V 71.6 76,3 178.4 65.8 69.7 81,0 71.7 76.8 79.7
GATB-N 58.6 65.6 67.6 50,9 66.4 67.8 65.1 85.1 89,0
GATB-S 75.3 81.1 85.1 60.2 6.7 73.6 65.4 81.9 87.2
GATB-~P 61.5 74.5 178.3 39,6 56.8 66.1 71.4 89.3 93.4
GATB-Q 71.2 74.5 79.4 64,8 69.7 78,0 80.9 90.6 93.3
GATB-K 67.8 69.1 73.6 52.2 57.1 72.7 81.7 100,7 105.6
GATB-F 67.8 70.1 82.2 5E.6 67.5 75.4 85.6 104,2 ‘112.8
GATB-M 7.7 8l.6 1.3 63.2 70.8 176.3 98.7 101.¢ 120.1

* ot administered after 20 wezks  ** Not administered afier 36 weeks
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Inspection of Table 3 suggests the following considerations: (1) Performances on the
three measures of mental ability employed fluctuate considerably in association with in~
creased exposure to an educational rehabilitation program, (2) In general, the greatest
gaine in vocational aptitude test performance appear to occur after 20 weeks of educational .
skills improvement, at which point a plateau or point of saturation is observable, especially

In aptitude areas related to the instructional program, though increments are observed in
perceptual and motor skills, | .

Summary

This paper has reviewed certain effects of an educationa® rehabilitation program upon
the stability of vocational and mental aptitude test performance of hard-core unpmployed
workers who showed evidence of educational retardation. “ ,

Specifically, it has been reported that

| 1. Male Cancagian enrcTcss who entered vocational training aftor 20 weeks in”E'.i."e;‘qab_;-
demonsirated apparent increments of 12 score units on the Beta, 14 on the Quick Test, 10 in
verbel aptitude as measured by the GATB, 21 in numerical, 8 in spatial, 10 in form percep-

tion, 14 in clerical perception, 12 in motor coordination, 20 in finger dexterity, and 5 in.
manual dexterity, <

2. Male Negro erirollees who entered vocational fraining after 20 weeks demonstrated
apparent increments of 8 score units on the Beta, 20 on the Quick %'est, & in verbal aptitude,
19 in numerical, 18 in spatial, 29 in form perception, 18 in clerical perception, 14 in motor

coordination, 8 in finger dexterity, ‘and 8 in manual dexterity.

3. Female Negro enrollees in this group showed apparent increments of 6 on the Beta,
14 on the Quick Test, 13 in verbal, 18 in nuinerical, 9 in spatial, 13 in form perception, 10

in clerical nerception, 13 in motor coordination, 17 in finger dexterity, and 6 in manual |
dexterity. .

4. Male Caucasian subjects who terminated for good cause after 20 weeks of educational
training but before entering vocational training showed apparent increases of 10 on the Beta,
17 on the QT, 10 in verbal, 9 in numerical, 24 in spstial, 9 in form perception, 2 in motor
coordination, 5 in clerical perception, 8 in finger dexterity, and 6 in manual dexterity.

5. Male Negro subjects in this group showed increases of 2 on the Beta, '12 on the CT,
6 in verbal, 11 in numerical, 7 in spatial, 6 in form perception, 13 in clerical perception, 14
in motor coordination, 18 in finger dexterity, and 29 in manual dexterity,

6. Female Negro subjects in this’ group demonstrate apparent gains of 9 on the Beta,
17 on the QT, 6 in verbal, 26 in numerical, 12 in spatial perception, 23 in form perception,

13 in clerical perception, 25 in motor coordination, 21 in finger dexterity, and 12 in manuai
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7. Among Edrehab trainees who coiapleted a full thirty-six week of rehabilitative i
educational training, male Caucasian subjects demonstrate apparent increments, after 20 i
and 36 weeks respectively, of 2 and 8 on the Beta, 28 on the QT and 11 on the CTMM, 5 and 7
in verbal, 7 and 9 in numerical, 6 and 10 in spatial, 13 and 17 in form perception. 3 and 8
in clerical perception, 5 and 6 in motor coordination, 12 and 15 in {inger dexterity, and 7 and‘
20 in manual dexterity.

8. Their male Negro counterparts demonsirate, after 20 and 36 weeks respectively,
increments of 3 and 8 on the Beta, 22 on the QT and 30 on the CTMM, 5 and 16 in verhal,
16 and 17 in numerical, 6 and 13 in spatial, 17 anG 27 in form percept:iqn, 5 and 14 in clerical
perception, 5 and 20 in motor coordination, 12 and 24 in finger dexterity, and 7 and 23 in
manual dexterity.

9, Their female Negro counterparts demonstrate, after 20 and 36 weeks respectively,
increments of © and 11 on the Bets, 1l on the @T and 19 on the CTMM, 5 and 8 in verbal, 20
and 24 in numerical, 15 and 22 in spatial, 17 and 22 in form perception, 10 and 12 in clerical
percention, 20 and Z¢ in motor coordmation 19 and 24 in finger dexte.ruy, and 3 and 8 in
: manual dexterity. | l

The results reported suggest that: 1

1. In general, scores on the Beta appear more stable as indicators of mental ability
among educationally-retarded workers than scores on either the CTMM or the @T. Stability
of Beta scores seems to indicate that the instrument represent a closer approximation to
measurement of "prinstine' ability, since performances seem less affected by intervening
learning experiences, The CiMM and QT appear more susceptible to change in the form of
greater increments following intervening learning experiences. These considerations seem
to argue in favor of adoption of the Beta as a device to measure mental ability among educa-
tionally-retarded workers.

2. Generally, higher initial performances on mental ability measures are associate’
with smaller increments, This observation suggests a stabilizing of mental ability scores
once a point of saturation has been reached, above or beyond which increasingly smaller in-

i crements are likely,

3. In general, initial performance levels on the GATB in verbal aptitude are more
resistant to change than are initisl levels in numerical aptitude or in perceptual-motor skills,

4, Generally, higher initial levels of performance in vocationa! aptitudes are associ~
ated with greater apparent increments.

5. Dramatic increments in perceptual-motor skills are observable, even though these
skills are not focal points for instruction in an educational rehabilitation program.

6. structional experiences in basic educational skills. extending over twenty or thirty-
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six weeks are associated with marked increases in inventoried mental and vocational aptitude
sufficiently large to gain entry for workers intc vocational training or retraining programs,

Similarly, instructional experiences were associated with compensation for educational
deficiency of from one to three years. More ‘severely educationally retarded enrollees ap-
peared to need a longer period of compensatory educational experience.

DR. VITELES: Thank you very much, Mr, Pallone.

Our next speaker is Mr, Droege who has a Master's degree in psychology from the
University of North Carolina and is currently a psychol ogist with the U.S, Employment
Service and has, indeed, worked in the area of test research with the U,S. Employment
Service and the Department of the Army for 13 years.

Mr. Droege is going to speak on "Current Research in Test Development, "

). . DROEGE: The average age of the nation's labor force continues to increase,
and growing numbers of older workers are being involuntarily retired or technologically
displaced and compelled to look for other jobs late in their working lives, Many of
those who need help in finding suitable new employment will not be able to obtain jobs
z1osely related to those they had previously, To what extent can testing holp determine
what other occupations these older persons can learn and perform guccessfully ?

The USES has recognized that there are special prpblemé in obtaining valid and
meeningful measurements of job potential of older individuals, Some of the problems
are these: -

1. Most research to develop aptitudé tests for use in selection and couhseling
has been done with young people. Are these tests useful also with older workers ?

2. Many older job applicants or training candidafe_s have little education and
t est taking experience. What special techniques are required to overcome this handicap ?
3. Number of years of formal education is an inadequate indication of achievement
level of an older person. But currently available tests of basic reading and arithmetic

skills have disadvantages when used with ol der persons. How can these disadvantages be
overcome ? |

The U.S. Employment Service has ndertaken a program of research in these areas.

Some projects under this program have been completed some are in progress, and others
are being planned, »

Applicability of Aptitude Tests to Oldexr Workers




- 133 -

The Employment Service uses the USES General Aptitude Test Battery (GATB) to
obtain measures of occupotional aptitude, The GATB consists of 9 aptitudes measured by
12 tests, The 9 aptitudes are 3-General Learning Ability, V~Verbal Aptitude, N-Numerical
Aptitude, S~Spatial Aptitude, P~Form Perception, G ~Clerical Perception, K-Motor
Coordination, F-Finger Dexterity, and M-Manual Dexterity, The GATB was published in
1947, Since that time, we have accumulated a vast amount of standardization data on the
GATB, so that it is now generally regarded as the best validated aptitude test battery in
existence for use in vocational guidance,

Since most of this research has been done using samples of younger workers, a
question arises as to the applicability cf the tests for clder persons.

1. Completed Research
We have completed some research showing the relationship between aptitudes and

age for adults, Two different studies were conducted, one in New York and the other in
four States--California, Pennsylvania » Jowa and Mickigan, The New York sample consisted
of 1,476 individuals, The four-State sample consisted of 2,439 individuals, The design for
e four-State study was similar to that for the New York study. The chief difference in the
designs was in the {ype of conirol on edilcation, In the New Yoik study wse individuals in
each age interval had the same percentage distribution of years of education; in the four~
State study each individual in the sample had the same number of years of education (12 years).

In general, the pattern of relationship between age and average apt'tude scores
is similar in the two studies, (I can provide details of these findings, on request,) Inspec-
tion of the age curves shows that all aptitudes, exceptVerbal Aptitude, show some decline in
average scores with age, However, the decline is not large for General Learning Ability
and Numerical Aptitude, The largest declines (up to 40 points from age 17 to 72) were
obtained for Form Perception, Finger Dexterity and Manual Dexterity. Declines of about
20 points from age 17 to age 72 were obtained for Spatial Aptitude, Clerical Aptitude and
Motor Coordination,

There is variation among the aptitudes with regard to age of onset of decline,
General Learning Ability and Numerical Aptitude show no decline until about age 47.
Clerical Perception, Motor Coordination, Finger Dexterity and Manual Dexterity show little
or no decline until about age 32, Spatial Aptitude and Form Perception start declining
before age 20, After the age of onset, the decline with age is approximately linear,

Note that any interpretation of the results of the age curve studies must be in terms
of averages, Since individual differences in rates of change of aptitude scores with age are
likely to be substantial, age curves fur many individuals may differ considerably from
curves based on average scores.

2. Research in Progress
Availability of reasonably good age curve data for GATB aptitudes makes possible
the development of age norms for the aptitudes. That is, obtained scores can be adjusted so
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that the average adjusted aptitude score is the same throughout the age range. Since ther=
is a marked decline in obtained scores with age on 7ost of the aptitudes, the corresponding
adjustments would be substantial for oider individuais. The question of the desirability of
making such adjustinents to develop age norms for intelligence and aptitude tests is an old
one which has not been resolved. One basis for deciding between unadjusted and age-
adjusted aptitude scores lies in comparison of the relative validity of the two sets of scores
in prediction of performance for appropriate occupational samples. Research is in progress
to determine the validity of age adjustments for aptitudes in prediction of job performance.

Preliminary data from 11 longitudinal studies on specific occupations of widely
varying requirements and skill level s indicate that, in most instances, unadjusted and age-

adjusted aptitude scores do not differ avppreclably in how well they predict training success
or early job success,

With reference to the occupations included in this investigation, age adjustments
in the aptitude scores resulted in substantially better prediction for only one occupation, but
such adjustments resulted in substantially worse prediction for two occupations. For the e
remaining eight occupations the differences between age-adingtcd afid unadjusted score
prediction were quite small,

3. Research Planned

The investigation on effect of age adjustments was limited to comparisons of
validity coefficients of unadjusted and age-adjusted aptitude scores. We plan an additicnal
study (on the same 1l samples) focusing on the individuals who fail estabiished aptitude
cutting scores for specific occupations when unadjusted scores are used but pass the same
cutting scores when age-adjusted scores are used. Analyses wili be done to determine
whether these workers who shift from a fail to a pass category on the tests are more like
successful workers or unsuccessful workers,

Development of Appropriate Testing Tools and Techiques for Educationally Deficient
Individuals

Recently the emphasis in our occupational test development work has changed bec ause
of increasing interest in serving ecur-{ionally dificient individuals. Since many of the hard-
core unemployed do not have sufficic literacy skills to take all of the GATB tests, we have

undertaken a number of research projects to develop tcols for use with these individuals,
many of whom are older workers,

1. Research Completed

One of the problems in testing persons with limited education is determing whether
the GATB would be a fair measure of their aptitudes. In the past, many of these individuals
have been included in group testing sessions for the GATB without such a determination.

The result has been that low scores were not meaningful, because there was no way of
knowing whether they were a reflection of limited ability, inadequate reading ability, or
cultural 1imitations to perform adequately on the tests.
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Yor this reason, we undertook the development of a short, objective, easily
scored screening device to .'~termine the ability o individuals to take the GATB. The device
was developed from the practice items for the GATR tests, Eight State agencies participated
in the study. More than 800 persons with 8 or fewer years of education were tested.

Results of the study led to the development of a screening device whmh consists
of three-dimensional space and vocabulary items.

2, Research in Progress | ‘
We have undertaken research to develop a nonreading edition of all nine GATB - .
aptitudes which can be administered to persons who are lacking in the basic literacy skills B
requlred to take the regular edition of the GATB.

In our work on the new USES nonreading tests, we are making every effort to
develop a more suitable method of administration for use with educationally deficient

individuals. The directions will be simplified and the format of the tests will have a un1que .

feature. The plctures, iorms, and diagrams will be printed directly on a machine-
scorable answer sheet, The applicant will be able to make his marks in the approprlate
piaces on the answer sheet even if he cannot read or write.

Fourteen experimental USES tests are being set up in this format. Each of these -
has been tried out with poorly educated individuals to get information on administration
problems and score and time distributions, These tests are now being included in larger
scale studies to determine their usefulness for measuring the aptltudes of the educationally

deficient individuals for whom the GATB is inappropriate, - - e e

woae
M “~

3. Research Planned
We plan to conduct a variety of studies on techniques of test administration t6 ‘
uneducated individuals, studies on prediction of success in training (both basic literacy

skills and vocational training) and prediction of success on the job, using a variety of tests
as experimental predictors.

Development of Achievement Test of Basic Literacy Skills

Tools are also needed to assess achievement level in basic reading and aritlm_a_étic
skills, The commercial ly available tests have a number of disadvantages: They are too

long; the items are not compl etely suitable for adults; and no occupational norms are -
available to permit evaluating the scores in terms of degrees of basic skills required by

various occupations, We are now negotiating a contract with a university for the construc-
tion of suitable achievement test items, After this phase has been completed, we will

solicit the cooperation of State Employment Services in conducﬁng tne necessary standard- £

ization on experimental samples, | ’

Ny

Summary

In summary, the USES has (1) recognized the need for valid measurement of
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occupational potential of older persbns, (2) identified problem areas of measurement and
(3) undertaken an aggressive program of research to work toward solutions. Certainly wore
could be done, but our resources are limited and must be applied to other problems as well.

It should be recognized that there is an alternative to a solid, but time~-consuming,
research effort, The alternative is to arrive at quick solutions to complex problems of
testing on the basis of analysis of inadequate data or on the basis of superficial considera-
tions, Particularly in these days of rapidly evolving programs for youth, older workers,
the disadvantaged, etc., there is a real danger that the quick solution to hard problems will
take the place of the solid research that is required.

One final word. As the tests and measurement techniques becorne more refined and
appropriate for the purposes intended, we cannot assume that they become less subject to
misuge, Qualified counselors sensitive to the needs of the client will always be needed if
the tests are to be properly used,

DR. VITELES: Thank you very much,

Our next speaker is Dr. Kenneth Carl who took his degree in education at the
Pennsylvania State University in 1959, who has had suitable training and experience both in
education and in dealing with problems of training workers and who is currently President
of the Williamsport Area Community College.

Dr. Carl will speak un "Vocational Diagnosis vs, Simple Testing Programs for
Sel ection and Orientation of Training for Older Workers."

DR. CARL: Thank you, Mr., Chairman. Ladies and gentlemen. I wantto make
sure that you understand that I am interested in a selection of, and the orientation fo, the
best possible occupational choice for the fraining of the individual unempl oyed older
worker. I care not that you have 30 training ststions available to unempl oyed older
workers tolearn to be sewing machine operators and that you have reasonable assurance
that those persons who eatisfactorily complete their training will be employed at X
company at $1.75 per hour to start,

I am afraid that most of our training of unemployed adults has been job-oriented
rather than person-oriented, or job-engineered, if you prefer. Ido not believe we have
solved the long-range unemployment problems of most of those perscns who have received
training or retraining under ARA or MDTA when this training was based on this job-
oriented philosophy. This is certainly true of the herd-to-reach, hard-to-teach group.

Or look at it another way, We are essentially saying to the unemployed, "We will
provide training for you to 1earn to be a sewing machine operator at no expense to you. £
fact, we will pay you at the rate of the regcular unemployment compensation for as long as
the training lasts -~ up to one year -- if you are the head of a household, We have
assurance from X Company that they will have employment for you when the training is
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completed, To qualify for training, it is necessary that you show you have at least the

-minimal aptitude for this kind of work by taking our tests" -~ usually the GATB,

So what do I do as an unemployed older worker ? If I am really up against it and my
unemployment compensation is about to run out, I take the tests, and the training, and the
job., But I get out of this rat race as soon as possible because I want to be an auto~body
repairman,

This kind of counseling hasn't solved any problems except that a training referral has

- -compl eted his training and accepted a job which was held for a certain length ¢f time -~ and

so statistically, it has been successful,

It is interesting to note that the November 10, 1965, report of the Natmnal Council
on the Aging project in Boston states:

"Earlier in the Project, there was a strong tendency for us to lead the applicant

into jobs which the Project had vreviously developed, -~ Most of the time, the

applicant would not be sold on the jobs developed so that a large number of jobs

were never utilized, -- The process had to be reversed. Job counseling first

and then job development based on the applicant's interests and abilities. "

Another related fact we must consider is how many people are suffering from the

consequences of a practical type of job counseling., As counsellors, we attempt to point out
to the individual where he can realistically go in the job market accordmg to the experiences
that we have had, :

I am a vocational high school graduate. And my vocational training was in mechanical

drattmg in high school. Upon graduation from high school, I was employed as a drafts-~

man, After one year of industrial experience at that occupation, I was laid off in September
1932, in the midst of the Depression, If I had come to you as a counselor at that time for
help, what would you have counseled me to do -~ a vocational high school graduste? Would

any one of you have thought that I could have become a college president ?

~ As counsellors, we are prone to think of local jobs and jobs as we know them in our

- limited experience, We must think today of national needs and markets in counseling with

people, for their potential far exceeds the limited local opportunities in the occupational
world, The new edition of our "bible' -~ the long awaited revision of The Dictionary of
Occupational Titles will soon be in our hands and will lirt for us some 39, 000 occupations.
The problem then will be the same one we have today -~ in which area do my talents lie and
how do I get there ?

To properly counsel each individual as to his vocational potential and help him plot
the path to this potential from where he now is involves an extensive guidance and counsel-
ing program which we have called for want of a better name ""Vocational Diagnosis," We
developed this program in 1951 in an attempt to help several hundred members of the United
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Mine Workers of America, disabled miners of all ages who could no longer return to their
jobs in the mines because of severe disabilities, Disabilities such as silicosis, miners’
asthma, heart conditions, broken backs, loss of limbs, eyesight, hearing, all were common,

as was a third-to eighth~grade education. And the ages ranged from 30 to 60. Irecall one
even at 65,

~ We had as many as 70 of such clients enrolled in either vocational diagnosis or full-
time training at one time, in addition to all of our other students, In addition, some of the
clients were undergoing physical therapy at the local hospital after school hours in order
for them to regain the use of their injured liznbs,

I assure you that a few psychological tests, as contained in the usual test battery such
as the GATB, are not enough for this group.

As you can imagine, we realized that in order to make a proper vocational diagnosis
of the individual, we certainly must know his physical condition and any physical limitations,
We, therefore, need a physical examination of the individual fo particularly learn of any
physical limitations which would affect his occupational choice. Those diseases which are
not evident on the surface, such as a heart condition, lungs, epilepsy and many others,
cause us many problems in counseling if we are unaware of their limitations on the in-
dividual, We should know any medical or physical history the client has had, The M.D.,
of course, cannot tell us what occupations are best for the client, because he does not know
occupations, nor should he be expected to., But we do need from him any limitations in
walking, standing, lifting, stooping, sitting, hearing, sight, environmental conditions, such
as warm and cold, allergies to dust or oils or other materials, and so forth. As we become
older, we acquire such physical limitations which must be considered.

Our present program of voational diagnosis is of three weeks' duration., The staif
consists of a competent psychologist and two qualified vocational counselors who have their
Master's degrees in Rehabilitation Counseling, We admit an average of 25 clients fo each
three-week session. The first week is spent in getting to know the individual and helping to
motivate him and assure him that he can succeed, His group tours the College, sees the
shops and labs and the 44 courses that are available to him at this school which do not
require a four-year college degree for graduation., Each department head explains the
opportunities available in his department, the working conditions, wages, new advances
being made in the industry, and the number of different jobs available to persons with this
training, such as the machine shop where we may have as many as 500 different jobs

awaiting the trainees. Many are occupations that the client had only heard about but had
no understanding of,

It would be nice if we had a few simple tests that could be given to an individual to
determine which one of the 32,000 different jobs would he the one for that particular in-

dividual, But, unfortunately, it is not this simple and probably never will be,

We administer testing involving all tlie usual aptitude, interest, intelligence,
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comprehension, dexterity and visual acuity tests which are given under the supervision of a
competent psychologist who must determine if the tests have any validity considering the
physical condition of the individual, If not, other types of individual tests must be pre-
scribed in an attempt to learn thc capacity of the individual, In some cases where either the
M.D, or the psychologist may discover a mental problem, the client would also be referred
to a psychiatrist for his evaluation, I serious, all other counseling stops until this problem
is removed or brought under control by the psychiatrist,

Upon completion of the physical and psychological evaluation and the tour of the
College, we are ready for a job trial situation lasting for approximately three days in each
of several occupational areas which were shown by the testing and the physical evaluation
to be the ones best for the particular individual, We allow the clieat tc pick the first one to
be tried, providing it is within his physical limitations, Our counsslors and psychologist
suggest and insist, if necessary, that he also try others in which he has a reasonable chance
of success so that he has at least tried three and possibly four different occupational areas,

His instruction in each area has been designed to chailenge him, and we can measure
hie aptitude and interest in the area by evaluating how well Le has done in this work,
compared with others who had previouely taken the work and gone on and succeeded.

In some cases, the client expresses interest or the tests indicate aptitude in an svea
in which we do not offer instruction or work trials in our school. Arrangerients are then
made to have the client visit and spend a few days in this occupational area in the community,
such as the local hospital if he would be interested in becoming an X-ray technician, which
we do not presently teach.

The last day of the three-week program is spent in an evaluation and determination of
the future plan for each individual. 'This is done by a committee composed of the psycholo~

‘gist, counselors, the doctor, a representative of the State Bureau of Rehabilitation, a

representative of the State Employment Office, a representative from any other group
sponsoring the student, such as the VA, or parent, or UMWA, and so on, plus the heads of
the departments or areas in which the client fried the miniature work situations or job
trials, This committee discusses the client and his whole history -~ work, education,
physical, psychological, marital status, et cetera, and reviews his work and the counseling
done in the program. When a conclusion has been reached by the group, the client is
brought in, and he is asked what he has decided he would like to do now. In most cases the
client has already made up his mind, and the group concurs and offers him encouragement
toward his new goal, Many times it is in an area he never knew existed before he entered
this vocational diagnostic program, Once the occupational area has been determined, it

is then fairly simple to find a training situation for him,

To date, 3,621 adults have completed our vocational diagnostic program, Approxi-
mately 10 per cent have been 40 years of age or older, Lately, the average age has been
younger, Primarily, they are high schcol dropouts and young high school graduates who
are confused and do not know what they want to be or do. A few are college drop-outs or
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flunk-outs. Over one-half of the total number we have had are physically handicapped,

We have probably not kept all of the statistics we should have on this program, and
some day we should do a full follow-up study. The closest estimate we have from periodic
checks would indicate that this program has helped at least 90 per ceat of the clients.

- If anyone wishes to {ry this program in his coramunity, be sure you have a considerable
number of shops, labs and courses available that are well equipped to provide work trials
with a wide range of aptitude, skill and comprehension, OCurs vary from linoleum laying
and tile setting up through and including data processing, tape control and all of this sort
of thing, into tool making, tool design, electronics, et cetera.

I should mention the MDTA program. We wonder at the fact that it is reported by the
Secretary of Labor to the Congress that 10,9 per cent of the trainees under the Manpower
Development and Training Act were 45 years of age and over, We think that this is an in-
significant number of older unemployed workers. It is a most significant number when we
think of the percentage of unemployed older workers to total unemployed -~ 38,9 per cent -~
and o the fact that the older the group, the less general basic education and the more
physicai and mental handicaps in the group. It is surprising to me that even this percentage
survived the GATB tests to gain admission to the fraining program, it is even more
significant when we think of the limited training opporfunities that have been open to them,

, " At the present time we have approximately 50 MDTA trainees in our college out of a
total full-time enrollment of 1,413 students., We are operating three MDTA courses -~
surgical techmcw.n, bench carpentry, and woodworking machine operatcr, The MDTA
trainees who complete their training are all going to work,

We do not plan to offer any more full-time MDTA fraining courses, that is, courses
which are only open to MDTA trainees, We will now accept M DTA trainees in every course
we offer on an individual referral basis. They must meet the same entrance requirements
for the particular course as any other student in that particular course. They must perform
to the same standards, We believe that this will provide many more opportunities for MDTA
trainees to prepare for the occupation they desire and have the aptitude for. So instead of
only three courses open to them, they now have 44, which should help to take care of the
individual differences in this group. Thus, our MDTA training program will become person-
oriented rather than job-oriented.

I wish Bernard Ulrich had included vocational diagnosis as a part of the study that
he mentioned this morning, Ifeel that the systems approach needs a vocational diagnostic
program with job trials added to it. Six hundred hours of prevocational training is quite a

lot for most older workers,

Thank you,

DR. VITELES: Thank you.
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Finally, we shail hear from ¥Ir, Theodore IMaughan who tirained at Utah State
University, has had considerable military service and experience and is currently Director
of the Utah State Employruent Service,

Mr, Maughan is going to talk about, '"The Utah Experience, :

' MR. MAUGHAN; Ladies and gentlemen, I appreciate being here. Iwas asked to
come and to briefly explain why Utah has about 20 per cent of their MDTA trainees over 45
years of age compared to the national average of 10, 9.

Before Iget, into that, Iwould like to give you a few statistics to serve as' a frame of
reference. And Ihcpe that maybe Ican answer the question satisfactorily, If Ican't, I
understand we have a brief work session later, and I can answer questions at that time,

During our entire history with the MDTA, a little better than 20 per cent of our
trainees have been over 45 years of age. Of those who have completed training, better than
30 per cent are over 45 years of age,

A few other things we should bear in mind are that nationwide, about 30 per cent of
the labor force i- 45 years of age or over, In Utah, about 34 per cent of our labor force
is 45 years of age and over. Nationwide, about 26 per cent of the unemployed are 45 years
of age and over. And in Utah, slightly under 21 per cent.

For every 100 acults in Utah aged between 21 and 64, we have 67 children aged between
6 and 17. It is estimated that 57 per cent of our entire population is under the age of 25.

Utah'’s work force has 1he nigheést educatlohal attamment in the nation, The median
school years attended for persons over 25 is 12. 2 years., This compares to a nationwide
average median of 10,5 years, Eighty-three per cent of our ninth graders graduate from
high school compared to a nationwide average of 74 per cent, Not quite 5.5 per cent of our
young men called up by the Selective Service are rejected because of mental reasons, This
compares with a nationwide figure of approximately not quite 25 per cent,

With a younger work force, a lower proportion of the unemployed 45 years of age or
over, and a higher proportion of well-trained youth entering the labor market each year
than the nationwide average, it is interesting to explore how Utah achieved the record of

approximately doubling the national average in placing older workers in an MDTA training
situation,

I could say that we are a "bunch of good guys, ' and we try our best to get the older
worker in the MDTA trammg in preference to other types of workers. But I doa't believe I
could honestly make that siatement,

I listened to Dr. Carl, and he expounded the philosophy that in Utah we have been
trying to follow,
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I believe it is time that the Employment Service and other agencies connected with the
manpower program become oriented toward the individual who seeks our service rather
than towards a job or an employer. And this is the philosophy we have tried to move to in
our Employment Service operations in our small State in the Western rountains,

I explored with some of our counselors and our selection officers in MDTA how we
accomplished this record, And this is what they told me:

They took an interest in the applicants who had application cards in our file., They
reviewed them, They called them in, They talked to the individuals. They became
acquainted with them, And they attempted to design a plan of service to fit the individual's
needs.

Sometimes the applicants would be called in in groups. Unfortunately, in these groups
they do not mix the sexes, but the groups otherwise are heterogeneous rather than homo~
geneous -~ that is, of different social, cultural, ethnic backgrounds. The educational
attainment ranges from no schooling to college graduates. Our counselors have group dis~
cussions with the individuals to motivate them, And Ibelieve that this is one of the keys to
our service to the individual -~ the attitude of our staff, the attitude of the community, and
the motivation that is provided to the worker.

This is not the complete story, Iwould like to talk about something else. But before
I leave attitude and motivation, the local employment office reflects the attitude of the
community toward the employment of any group, whether it is a minority group, the older
workers, youth, the unemployment compensation claimant or any other person. The local
employment office attempts to interpret the feelings of the business community and the
feelings of the labor community in their operations, OCur instructions, on selection of
trainees, are to select for the projects we propose trainees who have a reasonable chance
of obtaining employment, And if selection is job-oriented, instead of oriented to individual
needs, Ibelieve that we do discriminate against the older person, Certainly, the use of
tests as the sole criterion for the inclusion of a trainee in a program would lead to serious
disservice to many of our applicants in all age groups. Idon't believe this tells the whole
story.

I divided our trainees into three groups and made an smalysis of the data, I
separated out the data for our three very good special youth projects, I separated out the
data for another group that I will talk about, in a minute. And the remainaer fell just about
on the national average in the proportion of older workers to the rest of the workers in our
training program,

Now I would like to talk about the second "'separated-out"” group., Here, Ibelieve, we
find our answer to our puzzle, We also find something that can be exploited in serving the

older worker,

Several years ago, we realized that there was a rapidly changing technology in the
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construction industry, We made an intensive study in construction in Utah and in the
jurisdiction of Building Trades Couucils which lap over our State lines in some instances.
We found that there were a number of construction workers who were rapidly becoming -
technologically obsolete, - Their periods of unemployment were becommg more frequent and
the duration of their unemployraent was becoming longer.

The construction industry was coneerned about the lack of qualified tradesmen for
that industry., They were trying to get their apprenticeship programs enlarged to meet the
shortage of skilled workers, The construction unions were concerned about their members
not being employed full time. And they were concerned about the apparent lack of skilled
construetion workers who couid be used by employers.

I proposed to the construction industry, both management and labor, that we take the
individuals who had become or were rapidly becoming technologically obsolete and provide
them with upgrading training, And the first three MDTA projects in Utah were of this type.

We selected from the construction trades, along with management aad the unions,
those persons who had become technologically obsolete as evidencec by their lack of employ-
ment during a relatively high construction period. We designed a training program, along
with Vocational Education and with the advice of the construction industry and the labor
unions, We sent these men te school,

We started with carpenters, And just as soon as the other construction trades found
out what we had done for carpenters, they were in pounding my desk, The business agents
wanted the same break for their members. They were complaining that we were d1s-
criminating against them in favor of the carpenters.. .

We set up a training program for the structural steel workers, one for the iron-
worlkers, one for the sheetmetal workers, and then something happened. I was informed |
that the Internationals of some of the unions did not want to get involved in this program.
Perhaps that is right; I do not know, This I do know. We have had several very successiul
upgrading training programs for carpenters and steel workers, and these unions have asked
us to repeat these upgrading training programs several times, And, just through the
nature of things, if you take a skilled construction worker, a person who has worked in the
construction trades for a long time, w*~ has become technologically obsolete, he is bound
to be over 45 years of age cr very close to it, Most important, this is a preventive
approach rather than a cure of long-term unemployment, The early identification of
workers who are becoming occupationally obsclete, the providing of these workers with
either up-grading training or retraining before they become unemployed, is a positive
rather than a passive program in solving some of our unemployment problems.

And now, Dr, Viteles, Ihave talked for 1¢ minutes. I am going to quit,

DR. VITELES: Thank you.
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Well, I think you all recognize that we have been exposed to a number of most
stimulating ideas with respect to dealing with the problem of selecting older workers for
training, We are now ready to proceed into the workshop. The problem of malking use of
what has been presented involves serious consideration on the part of the neople who are
out on the front lines dealing with problems of the older worker, And it is, of course, the
group sitting here now which can most readily and most effectively come up with the
practical recommendations.

We are going to discuss the selection of the older worker. It seems to me, we ought
to start by defining what we mean by the older worker. At a caucus held at noon, it was
agreed that we ought to think of the older worker as the man at least 45 years of age or
older. Perhaps we can also think of the man between 40 and 45, but certainly not younger
than 40, .

There is a practical reason for doing so since industry explains its unwillingness to
hire oldexr workers very frequently on the grounds that the pension schemes which operate
in most plants require 20 or 25 years of service, And the indusiry is not in a position to
hire a man at age 35 or 40 and turn him out without a pension at the end of that time. And
the industry is unable to give him a pension because of the rules which govern the allotment
of pensgions,

S0 40 to 45 -~ and especially the latter age -- seems to be a pretty good figure with
which to start around which to center our discussion,

For women -~ if we are going to discuss women ~- it seems to me we might reduce
the concept of ""older" to ahout age 35 because, again, women are permitied to retire at
age 55 or 60 us compared with 6C or 65 in the case of men. And also, because the pre-
judices which exist in industry with respect to the hiring of so-called older people make an
impact at an earlier age in the case of women. |

At my age, it is very difficult for me to conceive of anybody 35 or 40 or 45 years of
age being old, But, nevertheless, this is the context in which we are working. And I
suggest that we limit ourselves to the discussion of these groups.

Our mission is to come up with recommendations. And I would suggest, in order o
start this discussion, that we think of recommendations that involve a statement of a series
of principles governing the selection of the older worker for training and that these
principles apply to action, development and research, these being, in fact, the three areas

about which we heard from our speakers today.

* By "action", I mean something that on the basis of what we know with some degree
of certainty can be done now.

By '"research", I mean those problems which need considerably more intensive and
vrolonged investigation, that need to be solved before we can come up with an action principle.
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By "development", I mean the gray area in between, the kind of research that was
briefly referred to by Dr. Droege, the approach which involves making use of data that are
already available, facts which are already present in incomplete form, but offering the
opportunity for a kind of sophisticated guess as to what should be the best course of action
for the moment, pending a better resolution of the problem through research.

Does this seem to be a reasonable frame of reference for this workshop ?
All right, the floor is yours, By 'yours", I mean anybody. ‘Who wants to start?

And please, as you get up, give your name and your as.ociation -- the organization
which you represent. Aud do it each time, because we can't expect the young woman who is
doing the stenotyping to remember who you are and where you are from,

DR. FRANK FAHEY ( Director, Center for Community Analysis, University of Notre
Dame, South Bend, Ind.): I am somewhat concerned or would like to have a litile
more information if ai all possible, There has been talk about not getting the job set up
firei then setting up a training program and getting so many bodies to go into this training
program, but rather to express concern for the individual and to find out what he wants to
do, what he is capable of doing, and then organizing a training program about these facts.
Well, if no jobs wouid then be available, I think that this is perhaps an unrealistic approach,
And specificaily to Dr. Carl who it appears has been doing this type of thing, I would like
to ask the question: Ho:v many of the trainees that you have get jobs in :he areas for which
they have been trained ?

DR. CARL: Approxnnately 100 per cent, We have a full-time placement office, We
feel it is our responsibility to place every one of our students.

Of course, on the MDTA referrals, it is the responsibility of the State Eniploymeent
Service. And we as a public sche<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>