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ADEQUACY OF SERVICES FOR OLDER WORKERS

WEDNESDAY, JULY 24, 1968
U.S. SENATE,

SUBCOMMITTEE 0N EMPLOYMENT AND RETIREMENT

INCOMES AND SUBCOMMITTEE ON FEDERAL, STATE, AND

CoMMUNITY SERVICES OF THE SPECIAL COMMITTEE ON AGING,

Washington, D.C.

The subcommittee met, pursuant to notice, at 10 a.m., in room
4200, Senate Office Building, Senator Jennings Randolph (chairman
of the Subcommittee on Employment and Retirement Incomes)
presiding.

Present: Senators Randolph, Yarborough, Young, and Miller.

Also present: William E. Oriol, staff director; John Guy Miller,
minority staff director; and Mrs. Patricia Slinkard, chief clerk.

OPENING STATEMENT BY SENATOR JENNINGS RANDOLPH,
CHAIRMAN, SUBCOMMITTEE ON EMPLOYMENT AND RETIREMENT
INCOMES

Senator RaxporpH. Good morning, ladies and gentlemen.

Our hearing begins a joint study on the subject of the adequacy of
services to older workers.

Senator Kennedy and I have decided to join the efforts of the
Subcommittee on Employment and Retirement Incomes which I am
privileged to chair and the Subcommittee on Federal, State, and
Community Services which is chaired by Senator Kennedy.

These two units of our Special Committee on Aging in the Senate
do share several areas of mutual concern related to programs for older
workers. We will explore these areas with testimony to be provided
today, tomorrow, and Monday of next week. '

We do think that perhaps there will be reason for additional hear-
ings that will be held later this year, possibly in the field as well as in
Washington, D.C.

One fundamental premise was expressed early last year in Presi-
dent Johnson’s message on aid for the aged. The President called
for passage of legislation to prohibit discrimination because of age
in either the hiring or the firing of workers. That call for action
was met by the Congress, as you will recall, with the enactment of the
Age Discrimination in Employment Act of 1967 that was signed into
law on December 15 of last year.

(1}
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d’ghctla President provided, I think, an important theme when he
added :

Employment opportunities for older workers cannot be increased solely by
Ieasures eliminating discrimination. Today’s high standards of education, train-
ing and mobility often favor the younger worker. Many older men and women
are unemployed because they are not fitted for the jobs in modern technology :
because they live where there are no longer any jobs, or because they are seeking
the jobs of a bygone era.

Now, those words of the President, I think, are applicable as we
begin our hearing today.

So, witnesses we know from informal consultations are going to
raise serious questions about our present capacity to meet the chal-
lenge which was expressed in that theme which I have referred tc
by the President of the United States.

There will be other questions that will come to the attention of
members of our subcommittee during these hearings.

One that occurs to me is: What is underutilization of the older worker
costing the American economy and what is it costing in terms of our
people when we think of the trauma and sometimes even despair in
which they find themselves?

Then the second question—How can industry make better use of
older workers in new jobs, and how can Federal administrators help
lead the way by experimentation and revising perhaps the civil service
practices where necessary ?

A third would be—How can the Department of Labor make the
best possible use of the research and information funds granted it
under the provisions of the discrimination law ¢

The Secretary of Labor is directed under the law to carry on con-
tinuing programs of education and information concerning the needs
and the abilities of older workers and their potentials for continued
employment contribution to the economy. I think he is going to dis-
cuss that today. I have one final question that I think we will be
raising.

Whgt can be done, Mr. Secretary, to strengthen the Department
of Labor older worker programs and the services? And what more
can be done in other departments to help these Americans find and
to keep jobs?

We think of the study of the older worker as something that we
must continue. We began it just. a little over a month after the effec-
tive date of that law and I think we could say this timing has been
intentional. It is our belief that the limitation of that law is a major
step toward long-sought goals. .

Therefore, we must have dialog—a public discussion in the early
stages of implementation. This will be helpful to focus attention and
thought on the older workers.

The law requires systematic understanding, not only by the De-
partment of Labor but by employers, labor unions, and. of course,
the workers. It would be easy to pay heed to the letter of the law even
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while making its intent clear. We are going to hear testimony on that
point but not today because of illness in the family of the scheduled
witness. He was a person who, at the age of 56, was informed that
his 18 years of service with a publishing company in New York City
had been abruptly terminated because there had been a corporate
merger take place. He told us that he never thought of himself as
old until some weeks later—and I remind you he was 56. He suffered
through his first job interviews a long while and then he discovered
that in the eyes of many of the personnel directors, even though he
was 56, he was an older worker and that there was not the opportunity
for placement.

His searching went on for years. His bank accounts sustained him
for a time but his funds dwindled and then he went into a self-employ-
ment project so that he might be a dignified citizen holding himself
and those around him together in the best sense of the word.

I have described this in some detail because it is repeated over and
over. There is an anguish; sometimes there is even disbelief when an
older person finds himself possessed of skills, an alert mind, and good
physical condition but his energies, are not being sought.

Now, I want to place in the record without objection at this point
a portion of the comment that he has made in a book that he has
authored on this subject. It supplements what I have already indicated
in his experience. :

(The excerpt referred to follows:) A

‘When a person is up against discrimination based on prejudice, he is up against
a kind of social automatism, a blind process that just kicks along in its own way
and is seemingly impervious to anything that can be brought against it. Rational
argument is impotent and plain facts are laughed at or angrily denied.

Upon first encounter, the whole thing seems unbelievable; then when its full
shape is seen, disgust is aroused, and fear, scorn, and blazing anger. Perhaps
later, after long experience, one becomes resigned. .

In the job market every job-seeker is immediately plastered with all kinds of
tags and labels. The law has been moving in against this practice, and against
the more glaring forms of discrimination, but it doesn’t do much good. An
employer can reject you because you're a Jew or because you're “too old”, but
he knows better than to say so. He'll simply say, ‘“Not qualified.” For the most
part, legislation only makes prejudice cagier and less outspoken.

Senator RanporpH. Too many Americans have experienced such
interviews. Many more will have that experience, even with new Fed-
eral law, unless we can change attitudes. And, as we know, that is a
very difficult thing to do. With the conviction that the Senate Special
Committee on Aging has a responsibility to promote understanding
about all matters related to older Americans, I say we must make such
an effort. We should encourage public and private executives and
workers to do so, too.

We are honored by the presence of our distinguished Secretary of
Labor. He has spoken before to us in eloquent fashion about issues
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related to the subject of this hearing. We look forward with great
anticipation to his testimony.

I am pleased to present for the record an opening statement by
Senator Harrison A. Williams, the chairman of our full Committee
on Aging.

(Senator Williams’ statement follows:)

OPENING STATEMENT BY SENATOR HARRISON A. WILLIAMS, JR,,
CHAIRMAN, SENATE SPECIAL COMMITTEE ON AGING

Mr. Chairman, I have a brief statement to be submitted for the
hearing record. My major purpose is to congratulate you and Senator
Kennedy for deciding to conduct a thorough study on a subject that
is timely now and will become even more significant within the next
decade or so. I am referring, of course, to the fact that we can expect
greater and greater numbers of older Americans to find themselves
either without jobs or in need of retraining as technological change
bringsa demand for new skills and makes old skills obsolete.

I would also like the hearing record to have some reference to a
major finding and recommendation offered in the latest annual com-
mittee report, “Developments in Aging, 1967.” On page 28 the report
says:

The committee finds that Public Law 90-202 (Age Discrimination in Employ-
ment Act) is rich in potential usefulness and that it will speed the other changes
necessary for full and effective use of older workers in ways that will strengthen
the economy and that will also reduce the serious loss in happiness and well-
being of those now unemployed or underemployed solely because of age.

The committee recommends the broadest possible discussion and exchange
of ideas on implementation of the law, and the committee invites suggestions
for assuring that the legislation will be far-reaching in its effectiveness.

By conducting a joint study, the subcommittees chaired by Senator
Randolph and Senator Kennedy are doing much to carry out the com-
mittee recommendations, and I would like to congratulate them for the
attention they are providing to this important work.

To turn to another matter, I would like to summarize several points
made by Dr. Harold Sheppard, social scientist at the Upjohn Institute
for Employment Research, at a hearing by the Committee on Aging
last December on “Long-Term Program and Research Needs in Aging
and Related Fields.” T am happy to note that Dr. Sheppard is serving
your two subcommittees as a consultant for your current study. To
judge by the remarks made at the December hearing, Dr. Sheppard
has a thorough understanding of the subject you are exploring. In
questioning at the hearing, he made the following points about the
implementation of the Age Discrimination in Employment law :

1. If the antidiscrimination law is to open new employment oppor-
tunities, it becomes all the more important to develop appropriate
retraining resources for those workers. As Dr. Sheppard said:

There will be an increasing need for people not to be overly specialized during
their work years. At least, they should be better prepared to exercise a variety
of occupational skills, to be prepared three or four times to acquire new kinds

of skill through formal education or through on-the-job training during their
adult working lives.
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2. Little isnow being done to train a new cadre of specialists in older
worker training, and a great new effort is needed to end that deficiency.

3. New methods of statistical reporting will be needed to appraise
the effects of the antidiscrimination bill.

Each of Dr. Sheppard’s arguments is well worth intensive attention
and discussion, as are other matters discussed in the chapter on employ-
ment opportunities in this year’s annual report.

Finally, Mr. Chairman, I would also like to suggest to the subcom -
mittees that your study include some testimony and discussion on the
matter of community service opportunities for older Americans. As
you know, last year I introduced Senate bill 276—which calls for an
older Americans community service program—and the bill was the
subject of legislative hearings last year. Since that time, the Depart-
ment of Labor has granted contracts for establishment of 20 pilot
senior service projects around the Nation, and the Administration on
Aging has advanced a proposal for an opportunities in retirement
program. Many of the objectives of S. 276 are met in the Department,
of Labor program, and others would be met in the AOA program. Such
programs will take on increasing importance, I believe, because of the
continuing increases in number of retirees and the number of years
they are spending in retirement. A second career spent in constructive
work to help people in their own communities will have great appeal
to many Americans who still feel young, even though they have reached
retirement age.

Thank you for this opportunity to address you as your study begins.

Senator RaxpoLpr. We understand the absence of our able colleague,
Senator Edward Kennedy. He has, however, authorized an opening
statement which joins mine.

I am going to have that statement included in the record of this
morning’s hearing. : -

(The opening statement by Senator Edward Kennedy follows:)

OPENING STATEMENT BY SENATOR EDWARD KENNEDY, CHAIR-
MAN, SUBCOMMITTEE ON FEDERAL, STATE, AND COMMUNITY
SERVICES

Senator Kex~NepY. As Senator Randolph has indicated, today’s
hearing begins a joint study by two subcommittees of the Senate
Special Committee on Aging. I will address myself to matters of special
relevance to the Subcommittee on Federal, State, and Community
Services, of which I am chairman.

To begin, I would like to challenge what apparently is a widespread
and thoroughly unconstructive attitude about the nature of social
services for older Americans. Many Americans still believe that such
services for the elderly are somehow intertwined with our welfare
system. The way to deal with all problems for the elderly—we are
often told—is to provide an adequate number of dollars.
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Let me say as emphatically as I can that I believe that we have a
long way to go before we can say that our social security and old age
assistance minimum standards are anywhere near decent levels. Cer-
tainly we need more dollars there, but it would be wrong to rely solely
upon some form of minimum income as the means of correcting all
that is wrong with the lives of the elderly and other age groups.

What is needed, too, isa rational system of providing social services.
Dr. Louis Lowy, professor of social work at Boston University, put
the case very well indeed in a recent letter to the Committee on Aging.
I will quote from it briefly because it will be helpful in our deliberations
here:

Given an adequate system of social health and housing security, many older
people require a series of social services as social utilities to cope with normal
problems associated with the aging process. Social utilities are services which
are offered -to everybody as a matter of right, as much as “public utilities”’ are
considered for the functioning of all of us. * * *

It is imperative that we plan for the future, and for this reason I would propose
that we devote our efforts to the development of a social utility system which is
available to every retired or older person without having to prove need. Under
such a system, social services would be considered a matter of right and accessible
to anyone at anytime at any place.

Surely, among such services should be those that help the so-called
older worker—anyone past age 45—to continue employment or to
regain it if he has lost it.

Witnesses will tell us during our 3 days of hearings that it is becom-
ing increasingly easy to lose employment through no fault of the
worker and through no diminution of his skills.

‘When old industries are replaced by new ones, when new skills are
taught to the young and not to the more mature workers, when
business or factories move from one State to another, then, careers
are disrupted and morale is too often crippled.
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What we need here 1s far more than can be provided by counselors at
U.S. Employment Service offices.

‘We need community understanding of the problems faced by men or
women who must make-a- major adjustment at a time in their lives
when they had no anticipation of one.

What we need, too, is greater use of all educational resources—and
perhaps the design of a few new ones—to meet training and retraining
needs. Let us face up now to the fact that within the next few decades
we will have to train far more people for far more jobs than we now
do. Our industries change products and manufacturing techniques
much more often now than they did 10 years ago, and a decade from
now the pace will be even more high powered.

Where will we get the skills from unless we do more retraining than
we now do, and how can we make such retraining more attractive to
the older worker?

And finally we need local service centers where practical help can be
provided. I am happy to note from our witness list that an over-60
counseling service will be described at this hearing, and that a rep-
resentative of the John F. Kennedy Family Service Center of Charles-
town, Mass.—Mr. Joseph Vilimas—will also testify. In both cases,
people are reaching out to other people at the community level to
provide the kind of help so badly needed by older workers.

Many more questions could be posed at this time, and I am sure that
the witnesses will raise them. I will give careful study to the record of
this hearing and will ask the Subcommittee on Services to act on
promising suggestions for changes in law or Federal policy.

Senator RanvorpH. At this point, I should like to introduce into
the record diagrammatic interpretations of Federal programs related

to employment of older workers. These exhibits have been prepared by -

the committee staff in consultation with the agencies concerned.

(The charts referred to follow:)




FEDERAL DEPARTMENTS AND AGENCIES ADMINISTERING PROGRAMS RELATING TO EMPLOYMENT OF OLDER WORKERS
1. DEPARTMENT OF LABOR

SECRETARY

UNDER SECRETARY

| |

2. Unemployment Insurance Service ¢

ASSISTANT SECRETA .
FOR LABOR-MANAGEMEKT ASSISTANT SECRETARY FOR MANPOWER BUREAU OF LABOR ASSISTANT SECRETARY
RELATIONS MANPOWER ADMINISTRATOR STATISTICS B A D SABOR
Overall responsibility for Pub- 1. Special Assistant for Older Workers ! (De- Data Collection and Special
lic Law 90-202 Age Discrimi- Rartmental Older Worker Programs) Studies.?
nation in Employment Act of 2. Research, Experimental and Demonstration
69 MDTA, OEA Title 1) 2
3. Research and Education—Public Law 999
202 ADEA of 1967 WOMEN'S BUREAU 10
Office of L-M and Welfare- Wage, Hour and Public ‘ !
Pension Reports Private Contracts Division Enforce-
Pension Monitoring and ment_provision of Public BES BWTP
Policy Law 90-202 ADEA of 1967 . -
1. U.S. Employment Service'3 1. Community Employment and Training Program 8

2. On-the-Job Training Programs (0JT)-MDTA-JOBS ¢
3. Work Incentive Programs—WIN 7

t Responsible for providing the leadership, direction and coordination required to implement the
Department'’s older worker proﬁram. Serves as principal staff advisor on policy in older worker field.

2 Contracts and grants to conduct research and demonstration projects to test and prove innovative
approaches to employment for older workers, as well as workers of other ages; also responsible for
research, education activities of A%e Discrimination law enforced by WHPCD.

% Joint Federal-State employment service program which recruits, counsels, tests, refers and places
workers in jobs or training, provides employer services and conducts labor market research—

llaborates with Vocational Education and other agencies in CAMPS (planning for MDTA training),
screens and refers eligible persons for various EOA employment MDTA and WIN programs funded
through BWTP.

4 Federal-State system of
tional training.

8 Provides financial assistance to non-profit and public agencies for special programs of work
aclivities to meet community needs. Programs include GREEN THUMB and other community senior
service progtams employing adults—mainly middle-aged and elderly, to meet community needs.

tion; pays training allowances on MDTA institu-

1 "
ployment p

4. Concentrated Employment Programs ¢

Financed under Economic Opportunity Act; uses Title 1-B (Sec. 123(a)(3)&(4)) delegated to DOL
and MDTA funds.

¢ Contracts with public and private employers to provide incentives for them to train workers on-
the-job under Manpower Development and Training Act. Contracts with private employers (other
than non-profit agencies) to provide incentives for them to employ disadvantaged workers from
areas of chronic unemployment, including on-the-job trairing, counseling, transportation.

7 Administers training and work projects in cooperation with State welfare agencies for public
assistance recipients, particularly heads of AFDC families (Social Security Amendmeats of 1967) to
assist them to leave welfare or to avoid becoming welfare charges.

8 Brings together services available under various manpower programs to focus on disadvantaged
persons in localities of high unemployment (EOA Sec. 123(a)(5)).

9 Collects and analyzes on labor force, unemployment, productivity, cost of living (e.g. Elderly
Couples Budget).

10 Coilects and disseminates information on employment of older women. Promotes opportunities
for training and retraining of mature women seeking to return to the labor force,
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2. DEPARTMENT OF HEALTH, EDUCATION, AND WELFARE

SECRETARY

UNDER SECRETARY

SOCIAL AND REHABILITATION SERVICE

OFFICE OF EDUCATION |

|

ADMINISTRATION ON AGING REHABILITATION SERVICES

ADMINISTRATION
1. Foster Grandparents Program t
2. Title Il grants 2 Rehabilitation Program 3
3. Title IV grants 3

4, Title V grants ¢

ASSISTANCE PAYMENTS
ADMINISTRATION

Work Experience and Training
Program 6

BUREAU OF ADULT, VOCATIONAL,
AND LIBRARY PROGRAMS

1. Vocational Education Programs 7
2. Manpower Development and Training ®

1V OEO-funded program administered by AoA on contract. Compensates elderly poor individuals to
give individual attention, love, and guidance to institutionalized children who are deprived of sustained
contact with their own parents or grandparents.

2 Local and Statd pragrams to rénder services needed by elderlr, i g information and referral
to organizations and agencies which help with employment problems. Some projects render employ-
ment assistance directly.

3 Research and demonstration grants to test new approaches toward solving the problems and takinﬁ
advantage of opportunities of the elderly, including employment problems and opportunities.
number of Title IV demonstration projects employ the elderly as project workers.

4 Provides training designed to equip older persons for leadership and professional practice in
programs and services for other older persons. . .

s Administers Federal-State programs of rehabilitation for workers of all ages, including older

Indi

workers and those ‘‘disadvantaged by reason of advanced age.”” Includes medical and psychiatric
assisltancbg,l_tprosthetic devices, skill training, education, and other services needed to enhance
employability. - . X

¢ Administers Work Experience and Training Program authorized by Sec. 409, Social Security Act,
and Title V of Economic Opportunity Act to provide work experience and training to public assistance
recipients and others in poverty to enhance their employability (in cooperation with Manpower
Administration, Department of Labor).

7 Administers, with State and local cooperation, vocational education programs to develop vocational
skill and competence among colder adults as well as other age groups.

8 Provides training programs for older workers (and workers of other ages) under the provisions of
the Manpower Development and Training Act, through State Departments of Education, with the
cooperation of the Department of Labor.



3. OFFICE OF ECONOMIC OPPORTUNITY

DIRECTOR

DEPUTY DIRECTOR

ASSISTANT DIRECTOR FOR
OLDER PERSONS PROGRAMS!

!

ASSISTANT DIRECTOR FOR COMMUNITY
ACTION PROGRAMS

ASSISTANT DIRECTOR FOR VOLUNTEERS
IN SERVICE TO AMERICA (VISTA)3

OFFICE OF PROGRAM
PLANNING

POLICY GUIDANCE AND
EVALUATION PROGRAM

l

OLDER PERSONS' PROGRAMS
BRANCH 2

1 Advises and assists Director on all phases of OEO work relating to older persons, including
employment for elderly. Works with all offices and units of OEO to assure adequate attention to
needs of elderly poor.

3 Represents OEO in research and demonstration contracts and grants, such as PROJECT FIND
(employs older poor in demonstration projects throughout the Nation to find and assist other older
poor persons) and MEDICARE ALERT (1966 demonstration program to advise elderly on rights and
procedures under MEDICARE); develops program policy and guidance to assure adequate attention

to needs of the elderly in communi&y action programs; cooperates with regional older persons’
program specialists in developing and funding grants for specialized programs for older persons;
maintains Federal inter-agency coordination to bring maximum assistance to older persons in such
programs as FOSTER GRANDPARENTS, GREEN THUMB, and OLDER WORKER COMMUNITY
SERVICE programs; may administer ‘‘Senior Opportunities and Services’ (SOS) program when it
becomes operational.

3 Enlists older persons to serve as VISTA volunteers.

01



4. CIVIL SERVICE COMMISSION

CIVIL SERVICE
COMMISSION

BUREAU OF POLICIES
AND STANDARDS

PROGRAMS, SYSTEMS, AND
INSTRUCTIONS DIVISION1

§ Enforces statute and executive policies prohibiting.age discrimination in Federal employment,

\

5. VETERANS ADMINISTRATION

ADMINISTRATOR
DEPUTY ADMINISTRATOR

DEPARTMENT OF VETERANS’ BENEFITS

COMPENSATION, PENSION, AND EDUCATION
SERVICE

(Program of Vocational Rehabilitation for veterans who
have service-connected disabilities) 1

1 While there are some middle-aged veterans who are receiving vocational rehabilitation under this applicants and under specific conditions, cooperates closely with the Federal-state vocational
program, most recipients are younger veterans, Although not in any way connected with the vocational rehabilitation systems.
rehabilitation program administered by Rehabilitation Services Administration of HEW, for certain

1T
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Senator RanpoLpr. Mr. Secretary, we appreciate your being with
us today. You have spoken very often and very eloquently on this gen-
eral subject, and we anticipate helpful testimony from you this morn-
ing. If you will proceed at this time, identify yourself for the record
and your colleague who sits with you.

STATEMENT OF HON. W. WILLARD WIRTZ, SECRETARY, DEPART-
MENT OF LABOR, ACCOMPANIED BY LOUIS H. RAVIN, SPECIAL
ASSISTANT FOR OLDER WORKERS

Secretary Wirrz. Thank you, Mr. Chairman.

I am the Secretary of Labor. I am 56 years old so that T will fill in
as best I can for your missing friend and testify, I think, perhaps with
the fervor which he might bring to the testimony by virtue of his age.

T am associated this morning with Mr. Louis H. Ravin, who is our
Special Assistant for Older Workers.

I have prepared and filed with the committee, Mr. Chairman, a copy
of the statement which, if it conforms with your pleasure, I would be
glad to have included in the record and to summarize it very briefly
and to proceed to whatever informal discussion might be helpful.

Senator Ranporpa. Thank you, Mr. Secretary.

We will proceed in the way you have suggested.

(The prepared statement by Secretary Wirtz follows:)

PREPARED STATEMENT OF WILLARD VWIRTZ, SECRETARY OF LAROR

Messrs. Chairmen, the recent report of the Committee on Aging, in discussing
Labor Department programs, designates 1967 as “a remarkable year of accom-
plishment.” I value your verdict and I am here today at your invitation to discuss
what has been accomplished thus far.

I would in no way detract from the importance of your aims or of the efforts
upon which we are embarked. Yet, I would say to this committee—and especially
this Committee, entrusted with the responsibility of mapping our future course
for the older worker—that the most difficult problems, and the most significant
opportunities, lie ahead of us.

Statistics often conceal more than they reveal, but they do provide insights into
the older workers’ world.

In this world we find—

1 out of every 2 jobs which become vacant is closed to all persons over 55 ;
and 1 out of every 4 jobs to all persons over 45;

1 out of every 8 unemployed men 45 to 64 is unemployed for six months
Oor more ;

14 of all men unemployed for six or more months are aged 45 or over;

the proportion of long term unemployed men who are 45 or older has been
increased by 10 percentage points since 1961 :

the risk of unemployment is 25 percent greater after 45 than 10 years
earlier, and 37.5 percent greater again after 55;

the risk of remaining unemployed for a half year or longer is more than
twice as great for men after they reach 45 as it is for adult men under 45.

We are taking action to keep these facts from becoming a perpetual feature
of American life.

AGE DISCRIMINATION IN EMPLOYMENT AcCT

The latest action of a long but still inadequate series in our efforts to give older
workers assistance is the Age Discrimination in Employment Act, which Senator
Randolph has characterized as the “cornerstone” of our older worker program
edifice. This Act has been in effect for only a few weeks but we have already made
a good start in laying a foundation for its operation.

Interpretations of the Act have already been issued. We are now making in-
vestigations of alleged age-discrimination practices along with investigations in
all Fair Labor Standards Act cases where the new age discrimination law ap-
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plies. Several months in advance of the June 12, 1968 effective date a comprehen-
sive information and educational program was set in motion throughout the
United States to alert all concerned to the provisions of the new law. An infor-
wmation pamphlet summarizing the Act’s terms and provisions was prepared and
distributed widely. Special radio and television informational materials were re-
corded and distributed to every radio and TV outlet throughout the nation and
are being used in public service programs. Although newspapers and other pub-
lishers have no legal liability for the content of help-wanted notices, their cooper-
ation has been sought and obtained in utilizing a specially developed classified
ad insert in employment columns, which states that the newpaper does not know-
ingly accept help-wanted advertisements which might appear to violate the pro-
visions of the statute.

Over half a million brochures and official posters required by the law have
already been mailed to covered employers, employment agencies, and labor orga-
nizations. Press releases were issued nationally and leocally prior to the effective
date.

Plans are now being formulated under the Act’s new authority for an education
and research program which will bring us additional opportunities to uncover
and break down barriers to employment which do not result from arbitrary
discrimination.

The deeper we delve into the problems of the older worker, the more we realize
the futility of generalizations and simple solutions. Specialized, refined data are
indispensable to sketching not one but a phalanx of older worker profiles if we are
to diagnose the causes and find the cures.

‘We propose in our research to do this—to find each subgroup within the older
worker group which needs a special and different kind of remedial action. We
will try to isolate, for example :

(1) Those for whom the problem of age is compounded by sickness and
physical handicap.

(2) Those for whom the problem of ‘“unemployment” manifests itself in an
island of unemployment where a disproportionately large portion of the popula-
tion is unemployed and poor:

This is true in certain rural areas where employment has dried up.
This is also true in the ghettos.

(3) Those whose problems can be mitigated by formulating model pension
plans which will avoid, for management, the current problems they see in cov-
ering older workers.

(4) Those who are affected by the operation of seniority systems and the wide-
spread practice of permitting entry only at the bottom rung of the ladder.

(5) Those for whom opportunities beyond the conventional category of “gain-
fully employed” are needed.

UNITED STATES EMPLOYMENT SERVICE ACTIVITIES

In calendar year 1967 the State employment services affiliated with the United
States Employment Service had applications from a total of 1,683.800 older
workers, representing 15.5 percent of all new applications. A total of 1,216,000
of these applicants were placed. These numbers help to support an already well-
known fact—older workers have the interest in job placement and have the
skills, knowledge, and ability for work if they are given a chance.

In 1967, funds for older worker intensive service units were allocated in 27
metropolitan areas to provide intensive service to older workers in areas such as
counseling, testing, training, job development. placement and referral to other
agencies. These units represent concerted and direct efforts to expand employ-
ment services to older workers. They represent a concentrated augmentation of
staff to be used on a full-time basis for intensified services to older workers.
Under this program older workers are provided with whatever intensive and
individualized services they need to secure a useful and satisfying job.

We are also developing training models to use for the updating of the skills of
Employment Service counselors and interviewers who deal with older workers.
The training models are at the printers being prepared for review. They will be
available shortly.

The United States Emplovment Service has given the National Council on
Aging a grant to develop the concept of a National Institute of Industrial
Gerontology. The Institute will bring together a group of people from repre-
sentative State Employment Service offices and universities in order to develop
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research and demonstration projects leading to new knowledge in the field of
industrial gerontology.

Among other programs we have in mind is the development of a volunteer
outreach and job development system manned by older and retired people. We
have successfully experimented with this idea in several communities in the past
two years.

The Employment Service sponsored experimental and demonstration projects
in Louisville, Kentucky, and Sacramento, California, to see if volunteer-staffed
and neighborhood oriented employment centers could increase the accessibility of
employment services to older workers, and if the service capabilities of the Em-
ployment Service could be expanded through the use of such volunteers.

There were two centers in each city. One of them worked under the super-
vision of a full-time Employment Service staff and concentrated on the 45 to 64
age group. The older center was not supervised, and it concentrated on serving
those 65 and older, or those who were retired. Volunteers interviewed older
workers, took applications, referred them to jobs and followed them after place-
ment. The project was successful. It expanded services to many older workers
not previously registered with the Employment Service and placed a large
number of these registrants.

OLDER WORKERS UNDER THE MANPOWER DEVELOPMENT AND TRAINING ACT

The most important source of authority for training is the Manpower Develop-
ment and Training Act of 1962. Because such a small percentage of older workers,
relative to the number of older workers among the unemployed, were taking
advantage of the training offered under MDTA, the 1966 amendments to the Act
specifically encouraged the inclusion of older workers and set a target of 56,400
for fiscal year 1967.

As of March 31, 1968, those 45-and-older represented a cumulative percentage
of 10.8 percent of all MDTA trainees since 1962, This represents more than
90,000 men and women. In recent years some improveinent has been shown, with
the percentage for calendar year 1967 reaching 11.6, compared to 11.1 in
calendar year 1966. The number enrolled for calendar year 1968 is not yet
available.

The results of such training programs are excellent. About 85 percent of those
in institutional MDTA training and 95 percent of those in OJT training are
successful in finding work.

We have also begun to open the way directly into jobs and training for new
thousands of the nation’s hardcore older unemployed. This is being ‘accomplished
with the cooperation of the National Alliance for Businessmen in the JOBS
program, and with our new definition of ‘“disadvantaged” for entry into this
program specifically recognizing the special needs of those over 45. During the
second quarter of 1968, 9.1 percent of the participants in regular OJT programs
were 45 years or older.

OTHER OLDER WORKER PROGRAMS

Operation Mainstream, authorized by the Economic Opportunity Act, has
concentrated on programs providing work opportunities for older persons to
improve the environment of the community in which they work. By the end of
fiscal year 1967, approximately 8,000 job opportunities had been provided, and
1,352 additional job opportunities were opened during the first five months of
fiscal 1968 by Mainstream programs, which include Green Thumb and Senior
Service Programs.

The number of older persons in Operation Mainstream increased appreciably
between September 1967 and April 1968:

a 109 increase in enrollees 45 years and over;
a 279% increase in enrollees 55 years and over.

All of these Mainstreamers had been unemployed or working 20 hours a week
or less: 159 had been on welfare or living in public housing; 839, were male;
the median education level was just below the 7th grade.

The Green Thumb projects of Mainstream have been especially successful, gain-
ing high community praise. Sponsored by the Farmers Union and operating in
14 States, they employ persons 55 years or older for 3 days a week, 8 hours a day,
for a minimum of $1.60 an hour in community improvement activities. The Green
Thumbers have planted more than one million trees and created 50 new parks.

A strong consciousness of the needs of older workers and a commitment to
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act upon that need is also reflected in the guidelines and operations of other
programs.

The Department’s Concentrated Employment Program (CEP) brings together
a wide variety of services aimed at insuring permanent employment for disad-
vantaged persons of all ages. Fully 9 percent of the persons receiving CEP
service were 45 years of age and older and 10 percent of the workers placed
in regular jobs were in the older worker bracket.

We have also launched a new program in 10 cities to enable 400 unemployed
persons 55 years and over, with incomes below the poverty level, to work 20
hours a week for 52 weeks in needed public service jobs. Workers earn $2
an hour. This program operates through a $1 million contract between the
Department and the National Council of Senior Citizens, with a joint funding
from MDTA and the Economic Opportunity Act. :

Job activities include advising homemakers on child care; recruiting persons
for adult basic education courses; and serving as health and day care aides.

A $1 million contract between the Department and the National Council on
the Aging, to begin operation shortly, will provide the same kinds of paid-work
opportunities to 400 additional persons, ages 55 and over.

In addition to the manpower activities for the utilization of older workers,
enrollees in the Neighborhood Youth Corps, New Careers and Mainstream
working through State and city agencies as aides in old age homes, hospitals
and nursing homes, give physical assistance and personal help to ease the plight
of those who are not only lonely but also isolated and ill.

Our basic directions must still be toward seeking new ways of opening the
opportunity for older workers—including those over the normal retirement
age—to enjoy fully a useful function in life which creates the satisfactions
of usefulness, whether in the form of—

gainful employment,

volunteer activity, or

personal, artistic, or other human achievement beyond the statistical
usage by which we count as productive only those people who are ‘“gain-
fully” employed.

These basic directions must not be deflected by the vain belief that the prob-
lem will eventually be taken care of by such devices as guaranteed incomes and
early retirement. A guaranteed annual income is in no sense a substitute for
useful work for an older worker capable and desirous of continuing to contribute
his skills, whatever boon it may prove to be to an employer unreasonably
resolved to replace him.

And it is still true that each lowering of the retirement age—each new
Social Security age that is established as the point of entry into retirement—
makes it that much more difficult for workers five to ten years below that age to
get jobs or to remain in employment.

Next January the Congress will receive our recommendations for changes
in the age limits in the Age Discrimination Act. Appraisals for such future
recommendations will be based primarily on reports received from the field
staff of the WHPC Divisions, and will be drawn from information obtained
in the course of conducting the 20 to 25 thousand investigations which we
anticipate making under the Age Discrimination in Employment Act during
the current fiscal year. )

Congress’ directive that we study the institutional and other arrangements
giving rise to involuntary retirement enables us to probe the possible involun-
tary aspects of private retirement programs.

I would also include, on any agenda, action to improve the public education
system to better serve the needs of older workers. )

Education in our nation, whether it is traditional, supplementary, or remedial
in nature, is still basically directed at young people. There are beginnings of
supplementary education programs in the high schools but virtually none is ad-
dressed to the adult nonprofessional, whether employed or unemployed, at
college or junior college levels.

I should like to mention one additional unsolved problem that equally touches
the young and the old in our nation.

Neither is now given an adequate opportunity to contribute—and to learn
by the process of contribution—to the many unfilled needs of our nation.

I again advocate broadened public service opportunities, and I add, that
this kind of public service shounld not be limited to the young alone. The ex-
perience of the Peace Corps and VISTA have demonstrated the great oppor-
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tunities for contribution that can be made by persons of maturity. Older
persons should be given a far greater chance than they now receive.

Not everyone can sail a boat around the world alone at age 59 as did Alec
Rose, the English green grocer.

But how many are there who can do more than their society has given
them the opportunity to do?

Thinking of services for older persons we may well reflect upon the admoni-
tion that: “Not to do honor to old age is to demolish in the morning the house
wherein we are to sleep at night.”

Secretary Wirtz. You have referred to the previous appearances
before this and other committees and before others. In looking back
over the last several years, I find that this is either the fourth or the
fifth time in 3 years that I have brought testimony of this kind to
one committee or another.

That reference prefaces the admission of a certain reservation
approaching, I guess, skepticism, not cynicism, as to whether we are
yet approaching the point of activity here which we are talking
about. I think we are not. I guess we are still at the talk, talk, talk
stage.

T take some very real satisfaction, as do my colleagues, from the
recognition of the Committee on Aging that 1967 was, as they put
it, a remarkable year of accomplishment for them, the administration,
and the Congress, with particular reference to the Department of
Labor, as far as the programs for older workers are concerned.

Yet, I would not be fair to myself or to the truth if I were to take
advantage of that compliment because we would all know that all
we have done in the last year or two is to push the door open just
a little crack further, and that is really all it amounts to.

I do in the longer statement summarize the various developments
which have taken place. There is, as you have indicated in your
opening statement, a particular timeliness about reference to the
development of the program under the Age Discrimination in Em-
ployment Act because 1t became effective last month—on June 12,
I believe it was—and as of the first of this month became effective
with respect to all employers with 25 or more employees.

There is, of course, in the intervening 5-week period no broad basis
for experience on which I can report to you about the effectiveness of
that act. I do note that there has been a very extensive preliminary
educational attempt to familiarize employers, employees, and people
in general with the new legislation, and that program of education is
summarized in the statement which I filed.

Errecrs oF Bupcer CUTBACKS

Mr. Chairman, I should make note of the fact which does not
appear in the formal statement, the Congress should be advised that
there is at the present point a very real question as to whether it will
be possible for us in the Department to administer this program with
any real effectivenessat all.

We have no employees for the administration of this program, and
by virtue of the enactment of the Revenue and Expenditures Control
Act of 1968 T am faced with a very serious problem of whether I can
find positions for the administration of this program. I must find
those positions only by taking them away from other programs
which are already established because by virtue of the law I can fill
only three out of every four vacancies which come up.
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This program is being administered in the same offices as is the
minimum wage law.

I might just as well face the fact that as things now stand as a
practical matter in order to put one person to the enforcement of this
new law I must take one person away from the enforcement of the
minimum wage law. That 1s the situation which we face today.

I am told that the minimum wage law is being administered with
fewer people than I had before with no provision whatsoever for
other staff employees, for the administration of the age discrimination
program.

I face, and you should know, a very real question as to whether I
can, under the present circumstances, provide the manning for this
program.

Senator Raxvorrr. 1 didn’t want to interrupt the continuity of
your very blunt statement and very correct statement, Mr.
Secretary.

The Congress now is in the process of considering proposals to
exempt certain categories of workers—the Federal Bureau of In-
vestigation, air traffic controllers, the Post Officc Department
employees.

Now, these, we understand, have certain wide appeal, do they not?
I don’t want to be misunderstood.

Secretary Wirtz. You are taking exactly the illustration I was
about to take.

Senator RaNporpH. Certain pressure and emotion are associated
with the aforementioned categories. You will not be able to generate
that sort of situation in connection with the personnel to carry out
the provisions of the act. .

How many persons have you contemplated that you would need, Mr.
Secretary, to begin to carry out this role?

Secretary Wirrz. What was the budget request ?

Mr. Ravin. It was for less than 100—50 on the House markup;
most of the positions in enforcement. A total of a million dollars was
the appropriation requested.

Senator RanpoLpH. I am very sorry.

Secretary Wiktz. Mr. Chairman, the original budget request was
in dollar terms for approximately $1 million and in personnel terms
for approximately 100 people, most of them in the enforcement
section.

You are very right. The situation that this country might as well
recognize is this: If the possibility is that we won’t get our mail 5
days a week or 6, then we will take action. If the possibility is that
some of us will be held up in the air in airplanes for 8 or 4 hours over
a major airport, then we will take action.

If the possibility is that we will be allowed to pass unnoticed after
we are 55 or 56, then there are not the forces to be mobilized even to
provide for the administration of as limited a program as this.

I don’t speak bitterly but I speak simply in fact and that is the
situation we face. We don’t know at this point how much we will have
to renege on the promise of the legislation. I am not saying to you that
the program will not be administered to the best of our ability. I am
saying to you that every single spot 1iow, every single one, every single
person who is provided to administer this new program, the complica-
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tions of the three out of four rule require that to be taken from the
administration of another program.

Senator RanporrH. Then, of course, that other program is the
across-the-board wage and hour law.

Secretary WirTz. I am not going to do it across the board, Mr. Chair-
man. It is a three out of four rule that Congress has imposed. I am just
not going to do it that way as far as the Department of Labor is
concerned.

Prioriries To Be Mer

Of course, as the law permits, we will follow the priority rule. You
see, if I took it across the board, then there would be none for this
program because there is nobody now; being denied any additional
funds or personnel for the administration of this program I have
simply got to steal from some other programs and all of them are
operating on three out of four.

There is not much point in pressing this but we should not be asked
to speak for the administration of this program without at least making
it clear that the administrative difficulties which attend right now the
launching of a program effective June 1, 1968, are very considerable.

That isall.

Senator RaxpoLrH. Thank you, Mr. Secretary, for discussing this
point. Of course, we are faced with it in the Congress.

I heard one Member of the Senate say yesterday he didn’t quite
realize that he was bringing into being the reference to cutbacks and
he thought in terms of reducing Federal expenditures from the opera-
tion of Government. He said that because now he is faced with the
closing of @ number of post offices in his State, the reductions that you
have Indicated in mail deliveries and so on, he is having second
thoughts.

I appreciate your pointing out that here we have the new law and
we cannot even administer it; is that correct?

Mr. Wirtz. I do not say we cannot administer it at all, Mr. Chair-
man. I believe in this program so completely that I am going to do
whatever is necessary to find some place that I can pull from some
other division and some other unit in the Department some personnel
to do this. '

I only point out that under the circumstances that is the only way it
can be done and it will mean a very, very serious limitation upon the
launching of this program. I am not saying that there won’t be any-
body at all for it. I just say that we have got to put together whatever
staff there is for this now by bootlegging, blackjacking, and bringing
pressure of one kind or another to bear on other sections of the Depart-
ment; that is all.

Senator RaxnporpH. I hope not by sniping.

Secretary Wirrz. Well, I am desperate.

Senator Youxe. You may take any kind of direct action you wish.

Mr. Secretary, I want to say what I have heard of your testimony
that I admire your viewpoint, your attitude, very, very much, and your
determination to see that these vacant jobs will not all be filled by the
young and that those over 55 or over 45 will not tolerate the extent of
your ability and energy discrimination against them. .

In reading your statement here, it occurs to me in view of the fact
that I am not only over 55 but I am considerably over 65 and a little
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over 75 in age, but I better consider myself fortunate that I do have
a job at all. . :

Secretary Wirrz. Your prospects are better than mine, Senator.

You have, Mr. Chairman, in your statement anticipated the point
of the research that we want to do in this area. At this point we have
in prospect closely applied research. We recognize that we know
virtually nothing of the broader basic mysteries of old age and of life.
‘We recognize, too, that our understanding about those things require
knowledge of the larger number of the longer longevity in this country.

It is the practical administration of this program that will require
the recognition that there are different kinds of things that some of us
can do better as we get older, and some of us cannot do quite so well.

Therefore, we propose to try as a matter of applied research, inquiry
into this area, to identify those particular groups of situations illus-
trated by your reference to our other 56-year-old friend, those par-
ticular situations in which we can as a matter of administration move
in on this particular problem and apply this law in a way which will
be most effective.

So, I have in the longer statement identified some of the areas in
which we propose to move, including particularly the attempt to
identify not just the single profile of the older worker but a group of
profiles of the older worker.

SeecraLists ¥or OLpER WORKERS

You should know that in the course of the last year, calendar year
1967, very specific attempts were made and very specific results
achieved 1n connection with the work of the Employment Service.
There have been now identified in a great many of the State employ-
ment service offices particular desks, particular personnel for counsel-
ing with older workers.

The statistics for last year indicate that through the Office of the
U.S. Employment Service and the State Offices the applications of
approximately 1,680,000 older workers were handled and the records
show that 1,216,000 placements were made. :

I want to make 1t clear that that “statistic” never means quite so
much as it appears to mean because we do not claim that every one of
these million or more persons found a permanent job.

In 27 cities in the country, we have set-up intensive service for older
workers—counseling, testing, training, job development, and so forth.
I think it is fair to say to you that both in connection with the adminis-
tration of the program and in connection with the research inquiry
and certain aspects of the U.S. Employment Service and the State
employment services, we today are taking a very lively and a very
effective role in this matter. '

I should also say to you that the numbers.which it is possible for
the Employment Service to reach is still a very small fraction of those
who ought to be reached in connection with these programs.

~We are also trying through the Employment Service to develop an
outreach program. We realize both in connection with this older worker
program and in connection with other special programs of one kind ov
another that it is an appropriate public function to advise people
that the situation is different from what it used to be and we are going
more than halfway in the outreach efforts which were undertaken.
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There is particular interest in the extent to which various affirma-
tive manpower programs today reach the older workers. I am referring
to the institutional and the on-the-job training programs under the
Manpower Development and Training Act and to the programs which
are administered by the Department of Labor under delegated author-
ity from the OEOQ in its Operation Mainstream, its Green Thumb,
and operations of that kind.

SmarnL Nunmser Brine TraiNep

Some of the specifics are set out in the testimony. Just as a working
figure for your consideration, it is probably the case that in this year
there will be about 85,000 older workers who will be the beneficiaries
of one work training program or another. That is a very small number.

We have checked the various manpower programs which we admin-
ister to find what percentage of the participants, the trainees, the
beneficiaries are older workers. I would have to advise you that it is
a small number.

When you are talking about a training program, the circumstances
are frequently such that it is exceedingly difficult to identify those situ-
ations in which the older worker, if he received the training, can
expect a job as a consequence of it.

The Manpower Development and Training Act still requires by law
that there can be a training program only where there is an identified
employment opportunity at the end of it. That problem becomes ex-
ceedingly serious and difficult when the individual involved is an older
worker.

There is also the accompanying emphasis, of course, in the problems
presented by the younger, the hard-core unemployed. I should be less
than frank 1f I did not say to you that despite very strong affirmative
efforts to direct as many of these programs as possible at older workers,
their participation in them is still comparatively limited.

Senator RaxpoLrn. Could I interrupt, Mr. Secretary, at that point?

Secretary WirTz. Yes.

Senator Raxporru. T wonder if there is an area that needs to be ex-
plored to change the attitude of the industrial segment of our society—
the personnel employees in a ¢ompany. There is often a negative
attitude toward older persons in personnel offices. This is understand-
able not only because of company policy but because often the person-
nel people are very young people. I am wondering if there is a need
to retrain the attitudes of these very people who are interviewing
applicants, many of whom are 20 and 30 years older than the personnel
complement.

I, personally, feel that the attitude of the personnel placement in-
dividual needs perhaps to have some retraining.

Secretary WirTz. Yes; that is right, Mr. Chairman.

There is a very considerable evidence of that and there have been
some efforts made to meet that kind of situation.

In the report which I filed with the Congress at its request 3 years
ago, “The Older American Worker”—that was in June of 1965-—there
is a fairly full development of the point that vou make. There is no
question about its existence.
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I should point out that that attitude develops in the context of
some other much more specific facts as, for example, the difficulty
which is presented by seniority systems and contracts and by estab-
lished pension plans, collective bargaining, which make 1t not a very
good bargain in a good many cases for the employer to take on the
older worker.

I don’t mean to make any suggestion that the seniority plan is
wrong. I think it is quite right to give the American worker an interest,
a stake in his job; this seems to be entirely correct. But it is true that
when that older man or woman comes into the firm’s employment office,
the employment officer to whom he is referred is affected by not only
whatever prejudices he may have in his own mind, but also the prag-
matics of the seniority system and a pension and welfare plan which
may bear untavorably upon the circumstance.

This is simply a long affirmation of our point. There is misunder-
standing in addition, lack of knowledge, and lack of information on
the part of those people which we wish our best to correct.

Senator RaxpoLrr. Mr. Secretary, I don’t want to go off on a tan-
gent here. I talked to a young man a few days ago, a very alert, fine
young man, and we were discussing employment situations and people
who have problems finding gainful work. I went back and related to
him some of our experiences 1n the 1930’s because I was involved with
some of the programs that were enacted then by the Congress as a
member of the Labor Committee in the House.

After I talked with him, he didn’t talk with me; he just said, “So
what? So what?’ He was not concerned with what we had done in
the past, the problems we had in the past, the solutions we had to
meet those problems. He was only concerned with the problem today
that is affecting him.

So I come back to the younger person in the employment office.
Frankly, he is thinking in terms of himself in the twenties and not
the problems of the person in the fifties who comes there with certain
qualifications that can be used in industry and business.

Arritope CHANGES NEEDED

I think there has to be a change of attitude on the part of personnel
officers who interview men and women. They must have compassion
but must also talk with these people. They must let older workers know
that they are still in the mainstream of our society, able, with skills,
to do certain jobs. They must not raise blocks against the older
worker. :

Secretary Wirtz. I have a little more to add, Mr. Chairman. I rely
on the detail in the statement that is filed with you. As you know,
there will be a panel of five people here from the Department of
Labor to discuss this matter in fuller detail with you. I think I can
pretty much rest on the statement that I have made and turn to these
other matters that are in our minds more informally.

As I do so, I would like to say this. In the area of certain legislation
before the Congress right now there are certain administrative ques-
tions before the Congress and the administration in the country.
Speaking quite frankly, and with a realization that with all the times
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I have testified here this may be the last time as far as this subject 1s
concerned, I would like to say this: The Congress, the Senate has
passed recently a resolution for a White House Conference on Aging
m 1970. It is before the House today ; I expect it will be passed.

You asked for our position about such a conference. We responded
affirmatively. It is like giving older people a new cane to call another
conference 1 1970 about this subject. We aren’t even close to looking
at the real facts of the problem and the real prospects that are going to
bring it up.

There is another matter before the administration and the Congress
this year right now; it is in connection with the amendment of the
Older Americans Act. The question is whether the foster grandparents
program shall be in OIXO or in the Department of Health, Education,
and Welfare, and whether a service training program of one kind or
another shall be in Health, Education, and Welfare or in the Depart-
ment of Labor.

I think we are kidding everybody, just plain kidding, when we are
talking about a conference and about a division of matters of that
kind with respect to this whole business.

Mr. Chairman, if this is the last time I testify on matters of this
kind, then I would like to talk about the other side of it for just a
minute, too, and I have done it before so this is a very brief summary.

I don’t think we are going to get into this area in any real sense as
long as we are talking about prohibitions on diserimination against
workers and talking about conferences and talking about where the
foster grandparents program is going to be. We will get into this area
when we face up to the fact that almost suddenly, I guess cumulatively
in terms of 15 or 20 years, but almost suddenly our scientists, our
doctors, and ourselves in the application of our own good sense have
come very close to the portal of recognition that there 1s a part of life
which is so far compﬁately underdeveloped and we are still riding
along with a lot of other nonsense as far as our approach to it is
concerned.

While the doctors are extending life 10 to 15 years, we are sitting
around coining euphemisms about senior citizens and autumn years
and that kind of thing. We are in no way as social inventors keeping
up with the developments in science as far as this field is concerned.

We are talking about reducing the retirement age. We are talking
about lowering the age of qualification for social security and pension
and welfare benefits of one kind or another just at the time when both
in terms of medical science and the affluence of our society, we are in a
position to add another 10 or 15 years to people’s usefulness.

Socziar. OPPORTUNITY NEEDED

. We are still talking about social security when we ought to be talk-
ing about social opportunity. We are still ignoring a situation in
which 1t makes much more sense for a lot of people to live life just
exactly backward from the way they live it now.

I suggest, Mr. Chairman, and members of the committee, that we
will be honest with ourselves and with this problem when we face
up to the fact that there is about a 15- or 20-year period which ought
to be the climax of life for which we are not even starting to prepare.
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You know, I would like to suggest that there ought to be another
2 years of required education for everybody aged 60—it would make
a lot of sense, public education.

Now that is a bargaining approach and I don’t for a moment expect
it to happen, but it would sure make a lot of sense to provide an
opportunity for education again at age 60—education to prepare for
the kind of things that the people can do meaningfully and usefully
at age 60 and years beyond.

I'think there is as much reason for education at age 60 as there is at
age 6, as much logie, as much equity, and as much morality.

We are going to have to start thinking about a whole different
method of compensation for what is done after age 60. We are going
to have to start thinking in terms of a concept of service instead of
employment. We are going to start thinking of whether it is not a
good thing to give education to older people for the beauty and value
and the pleasure of education itself.

We are going to have to start thinking about a whole new concept
of making at least as much sense out of this period as we do out of
any other,

This is my last point. For a long time I have believed that the only
feason we have let the problems of old age go by default is because
until very recently in this country we were predestinationists and deter-
minists and we blamed everything that went wrong on somebody else
and capitalized his name in order to excuse our own insufficiency.

Now what has happened all of a sudden is that we realize that the
human competence includes the capacity to correct these mistakes
and to perfect, to a very considerable extent, life itself. T don’t believe
this is heresy; I believe it is the fullest faith to decide that the human
competence does include the ability to do these things.

So, now, all of a sudden we realize that people just getting old and
meaningless is not decreed someplace else; it 1s a default of our_own.
I would like to suggest the things we are talking about here are impor-
tant. I would also like to suggest that the test of our integrity and our
honesty is when we start facing up to the problems of our later years
in terms infinitely broader than anything we are talking about now.
That is all. ’

Senator RanpoLpH. Mr. Secretary, I have said at the beginning that
you have spoken often and eloquently. You talk about your leaving
a certain job and doing certain other tasks.

I'hope you will always keep writing and speaking wherever you are
because you have an insight and express it so well on whatever subject
you are focusing attention.

Mr. Secretary, you are talking about education. I am going to
encumber the record, I guess, by asking Senator Young if he will
allow me to place in the record at the appropriate point a portion
of a speech I gave a few days ago in West Virginia at an educational
conference. There, I advocated the life of continued learning rather
than just education as a preparation for life, and some of the thoughts
perhaps might be appropriate to this discussion.

Senator Youne. Without objection, it is so ordered.

Senator RaxpoLpr. We will include it.
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(The document referred to follows:)

ExcERPTS FROM REMARKS OF SENATOR JENNINGS RANDOLPH, ANNUAL CONFERENCE,
WEST VIRGINIA SCHOOL ADMINISTRATORS AND BOARD OF EpUcCATION MEMBERS
JacksoN’s MIiLL, W. Va,, JuLy 16, 1968

It is a distinct privilege to participate in the Annual Conference of the West
Virginia School Administrators and Board of Education Members. During the
past ten years, I have been closely identified, as a Member of the Senate Com-
mittee on Labor and Public Welfare and its Subcommittee on Education, with
the effort to expand our Natonal commitment to the field of public education.
1t has been my privilege in these years to counsel closely with many of you who
are here tonight. I feel that I have an understanding of your problem and your
objectives.

What is the nature of future educational enrollment? Even now we begin to
see the directions of change that will occur. A clear fact is that children will
begin to attend organized classes under early childhood programs designed
to accomplish a number of objectives. Research studies are truly convincing on
early childhood programs. Educational experiences of considerable variety in
that period enhance the development of the intellectual, emotional, and atti-
tudinal dimensions which make later learning easier, more meaningful, and
more lasting. The importance of these early experiences for all children cannot
be disputed. We will experience a very real increase in demands for education
of young children all across the Nation.

Not only will there be an extension of educational enrollment to the early
childhood years in terms of age, but there will also be an even more radical
expansion upward. Community College growth is only a small part of it. Four-
year colleges, the university, and graduate education will continue to expand.
But the beginnings of a pattern of continuing education for all people—not
just professionals—will become increasingly clear in the immediate future.
The old pattern of education as preparation for life is changing to a new model
of education as a life-long opportunity and responsibility.

And it is my judgment that there are clear signs that entirely new relation-
ships between school and community will develop and begin to strongly affect
our notions of what schools are and how society relates to them. Some of those
changes will stem from the factors to which I have alluded. For example, if
education is really becoming life-long learning rather than preparation for life,
new kinds of relationships to the entire community must clearly be developed
in order to fulfill the new responsibilities. Similarly, instructional technology
innovations, such as Computer assisted instruction, raise interesting questions
about where the computer and terminals should be located and why that loca-
tion need necessarily be a school in the more traditional mode.

There are other factors at work. Not the least of these ig the concern in
many parts of the Nation that schools have lost touch with the communities
they are designed to serve—not just the local community, I might add, but the
national community as well. As a consequence of these concerns we are beginning
to see the buds of new concepts of community schools and new patterns of
community and parental involvement in the education of the young. In the
field of higher education, the educational implications of the Peace Corps,
Vista, and urban service and the social activism existent on many college cam-
puses suggest new directions for the environments of learning and self-instruc-
tion. These may begin to assume an increasingly important role in relating the
university to the community in significant new ways.

Secretary Wirtz. Mr. Chairman, I would make this guess—and
just a guess—that today a person at age 60 is possessed of a smaller
percentage of the knowledge which is available in the world than
he was at age 16. Now that is, of course simply a reflection of the
fact that so much new has happened over that period.

Senator Raxporrr. Mr. Secretary, you also touched briefly on the
technological changes that are a part of our pattern of living.

I will ask unanimous consent of my colleagues on the subcommittee
to include the New York Times article of yesterday—it is not at-
tributed to the wire services nor is it bylined. The article is headed,
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“Australians Adopt Automation Policy.” I will not read the article;
it will be placed in the record.

The article points out that the policy calls for a hiring program and
anticipated changes in employment, the provision of health in ob-
taining alternate work, layoffs because of technological progress, and
training and retraining centers with new employees to develop new
skills for other employment.

I will ask that that’be included in the record. '

Senator Youwne. Without objection, that also is so ordered.

Senator Ranvorer. I will direct that it be included at this point.

(The newspaper article follows:)

[From the New York Times, July 23, 1968]
AUSTRALIANS ADOPT AUTOMATION PoLicY*

SYDNEY, AUSTRALIA.—Australian employers have laid down a broad policy
concerning changes in employment brought about by technological advances,
the Australian Information Service reports.

The Australian Council of Employers’ Federations, in a policy statement, said
it had considered the questions of dismissals and redundancy because of changes
in production methods and locations of industry.

The policy calls for a hiring program that anticipates changes in employment,
a provision of help in obtaining alternative work for people laid off because of
technological progress and training and retraining centers to allow employes to
develop new skills for other employment.

The council said that industry, unions and the work force must try to under-
stand the problems inherent in a world of industrial change if changes were
to be introduced without hardship.

Senator RanpoLpa. Mr. Secretary, you said that you felt that in
degree another White House Conference was just a cane on which
to lean and perhaps that it will be a process of futility. I am not try-
Ing to overstate what you said but we must break through these stereo-
types you brought to our attention this morning.

Is it not conceivable that another White House Conference mi,%'ht
help us to make this breakthrough? Would you comment on that?

Secretary Wirrz. We support the White House Conference. If
asked officially for our position, that would be the answer. I think
the answer to your question should be “Yes,” Mr. Chairman, and let
it go at that.

enator Ranporpa. Off the record a moment.

Discussion off the record.)

enator Ranvorpa. I am very glad that Senator Young from Ohio
will be able to chair the hearing until 11:15 and then Senator Miller
of Towa will chair it from 11:15, or approximately that time, until
its conclusion. We hope to finish by 12 :15 or 12 :30.

Mr. Secretary, in your testimony you state :

Next January the Congress will receive our recommendations for changes in
the age limits in the Age Discrimination Act.

Which way? ’

Secretary Wirrz. Down. Down has been the principal problem.

You will remember in the enactment of the legislation last year
the question arose as to what we would do about other age discrimina-
tion matters and the whole matter was dramatized, in fact, I should
say glamorized, by the airline stewardesses. That matter was more or
less passed over and it has been a matter of continuing attention and
argument and concern, and it is only one of a number.

*See p. 29 for additional discussion of this article.
3
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A similar problem arises in connection with the established tradi-
tional practices in apprenticeship, in the skilled crafts of having age
requirements of one sort or another. Those are the problems we are
looking at particularly.

Now the matter of lifting the upper age limit is also before us. I do
not mean to preclude that and it might be that we would come in with
something on that, too. :

In answer to your question, it has been these other matters that have
most, occupied us so far.

Senator Ranporea. Thank you, Mr. Secretary.

Senator Youna :(presiding). May I add that I feel I profited from
listening to your testimony and from reading the statement of your
testimony. I am very happy, Mr. Secretary, I am able to be here and
listen to you. I congratulate you on the fine statement you made to us.
Personally, I wish you Godspeed and happy landings in all things.

Secretary Wirrz. Thank you.

Senator Youne. I am going to be around a couple years longer than
you may be although I hope you will be here throughout the 4 years
commencing January 20 next provided you wish to be.

Secretary Wirtz. Mine was a personal, not a party, prediction.

Senator Youna. Is there anything further you wish to tell us this
morning ?

Secretary Wirrz. No, Mr. Chairman.

As you know, arrangements have been made for five of those who
are on the firing line in the Department of Labor—they are doing the
firing; T am not—to be here as a panel and they will fill in the details.
So that would conclude my statement.

Senator Youne. I understand they will be here tomorrow morning.

Secretary Wirrz. Yes.

Senator Youne. Thank you very much.

(The chairman, in a letter written shortly after the hearing,
i;dldllressed several questions to the Secretary. Questions and replies

ollow :)

U.S. DEPARTMENT OF LABOR,
OFFICE OF THE SECRETARY,
Washington, August 27, 1968.

DEAR MR. CEAIRMAN : This is in response to your letter of August 3, 1968,
requesting written answers to seven questions, dealing with services to older
workers. My answers are enclosed. If you wish any additional information, I shall
be glad to supply it.

Thank you for your generous remarks concerning Secretary Wirtz’s appear-
ance before your Subcommittee and Senator Kennedy’s Subcommittee on
July 24, 1968.

Sincerely,
JaMmeEs J. REYNOLDS,
Acting Secretary of Labor.
[Enclosure.]

Question 1. While the “Age Discrimination in Employment Act of 1967 does
not prohibit age discrimination in employment of those who are over the age of
65, do you believe that other provisions in that act could assist in employment of
workers over that agef Might not the education and research authorization in
8ec. 8 of that Act facilitate employment of that age group?

Answer. We believe that the education and research provisions of the Age
Discrimination in Employment Act will have a material impact on the hiring
of people 65 years and over, even though such people are not protected by the
Act. The educational authorization was sought and will be used to assist in
eliminating unwarranted prejudicial assumptions about the effect of age on the
capacity of individuals to work effectively. The resulting enlightened view will
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tend to increase the employability of those over 65 as well as younger workers.

If penalties under the law for discrimination against workers between 40 and
65 years of age were the only means of bringing about changes in employment
practices, the law would not substantially help those older workers who are
eager and able to work but whose ages are beyond the limitation of the Act.
The educational provisions, in our opinion, offer much hope for dispelling false
opinions, attitudes and beliefs about declining ability which are associated with
the advance of age.

Question 2. Can the Department of Labor provide technical advice and assist-
ance to an employer who needs such assistance as job redesign to comply with
that Act? For example, assume there is an employer who until recently refused
to hire anyone over 40 because there are certain duties connected with each job
in his concern which he believes would be too strenuous physically for those over
that age. Now, assume that he is willing to hire employees over 40 if someone
competent to redesign jobs for older workers will help him in job redesign.
Could and would the Department of Labor help him by either (1) providing him,
without charge, the job redesign advice and assistance he needs, or (2) advising
him where he can obtain such advice and assistance?

Answer. The Department of Labor’s U.S. Employment Service and affiliated
State Employment Services know the methods and approaches used in job
analysis, a prerequisite for job design, redesign, and restructuring to identify
job content, relationships and requirements. This includes a capability to analyze
physical and mental demands of a job and to relate these to the capabilities
of a worker.

Such information may be used in persuading an employer to make adjustments
in hiring requirements and in job content to permit hiring and utilization of handi-
capped workers, older workers and those with limited education.

State employment services, to the extent of their limited staff resources who
have job analysis capability, have provided valuable assistance to employers in
connection with job modification; however, BS staff are job analysts, not indus-
trial engineers who have a much higher competence in the industrial processes.
The Department at the present time does not have the staff to furnish engineering
help. A few examples of ES services are described below under the heading, “Gen-
eral Examples of Job Restructuring.”

During Fiseal Year 1968, 8,667 technical assistance contacts were made through
the Employment Service to serve employers. If additional resources had been
available, many more employers who had asked for assistance could have been
provided these services.

To summarize: the State Employment Service can help an employer by provid-
ing him without charge with information and assistance, based on job analysis
capabilities, to the extent that resources are available to meet demands. When
such assistance is not available, Employment Service staff can often give
employers information about the kind of technical assistance needed but they
would not offer advice about sources of engineering help because of the implica-
tion of Government recommendations and possible favoritism.

General Examples of Job Restructuring

Analysis of jobs which require both set-up and machine operation may suggest
the desirability of separating the set-up responsibilities from machine operation,
thus creating the lower skilled job of machine operator which can be learned
in a relatively short time. An examination of the set-up jobs may also enable
a separation of set-up tasks into those demanding considerable experience and
training and those which require simple machine adjustments or easy replace-
ments. Thus, the set-up job may be subdivided into two levels of skills, There are
other factors which must be considered, however, such as use of down time,
monotony, and the impact on worker morale.

Materials-handling jobs are in part dependent upon the use of physical strength
interlinked with skills which require considerable training. In such cases,
mechanical devices such as hoists, cranes, and so forth, permit fairly simple job
modification through the introduction of equipment to take over the physical
part of the job.

Job restructuring may also be accomplished by employing subprofessionals to
perform certain tasks of professionals. Technicians, for example, may relieve
engineers of certain duties requiring minor skills.

Job analysis will show whether jobs contain unrelated elements which should
more logically he parts of other jobs. A buyer, for example, may be doing con-
siderable clerical work, or a professional may be doing simple routine compila-
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tion of data, or a foreman may be spending considerable amounts of time on
clerical work.

Industry, during World War II, developed considerable experience and skill
in the restructuring of jobs, especially with respect to alteration of physical
requirements to encourage the employment of women and men who did not meet
the physical standards.

Job restructuring has the dual effect of making optimum use of manpower in
fields of scarce supply, and of putting to work many people who otherwise could
not, in a short period of time, qualify for higher skilled jobs.

Question 3. In your vral testimony, you showed great enthusiasm for education
for the elderly, and great faith in their capacity to benefit from additional educa-
tion. Do you believe that providing them such educational opportunitics could
enhance their employability as well as enrich their lives generally?

Answer. Yes. I do believe that both material and intangible benefits can result
from education at any age. A major purpose of education is to enable us to lead
useful and rewarding lives. There is no reason to doubt that education in this
regard is just as important and useful in the case of older workers as it is for the
younger ones. Both the young and old face the serious challenge of updating
their skills and knowledge for their present occupations; and older workers
encounter special barriers when, either by choice or by the force of circumstances,
they embark on a second career. Education will not only provide a means of meet-
ing these challenges, but will inspire in the older person that special confidence
which comes from participation in an educational process which both young and
old rely upon to equip themselves for today’s world. This participation can be
both rewarding in the practical sense and an enriching experience in a much
larger sense irrespective of material gains.

Question 4. Do you belicve that an cffort should be made to provide additional
education and training to recipients of unemployment compensation, to give them
something worthwhile to do while they are unemploycd and to reduce their
chances of again becoming unemployed later in their working careers? If so,
what would you recommend that we do along this line that we are not already
doing ?

Answer. There are several aspects to the answer to this question.

Half of the States now have provisions allowing recipients of unemployment
compensation benefits to take training and draw unemployment insurance. In
other States under traditional concepts of “availability for work” under State
unemployment compensation laws, a claimant in a training course rather than in
job hunting, would usually be considered unavailable for work and not entitled
to unemployment compensation. Even if he could pass the availability test, tradi-
tionally he would be disqualified if he did not quit the training course to take
an offered job.

- Recognizing that, under some circumstances, the most effective approach to
reemployment would be training, the Department has been urging the States with
stringent laws as to compensation eligibility to amend or interpret their unem-
ployment compensation laws to permit a claimant to take training, which has been
approved for him by the agency. and to continue his benefit eligibility without
requiring him to look for or accept work until he finishes the training course.

In 1966 and subsequent years, the Department proposed an amendment of Fed-
eral law which would have required a provision in State laws for continuing
unemployment compensation rights irrespective of training, as a condition for
tax offset credit under the Federal Unemployment Tax Act.

A large percentage of unemployment insurance beneficiaries, of course, do not
need training. In 1967, at least four-fifths of the individuals who drew unemploy-
ment insurance benefits were unemployed on the average, less than 5 weeks at a
time and not more than about 9 weeks for the year. These figures indicate that in
periods when the economy is thriving, most individuals who draw unemployment
benefits do so during periods when they are either frictionally or seasonally unem-
ployed and that they return to work in their customary industries and occupations,
if not to the same employer, when work again becomes available. Most beneficiaries
in this category do not require training.

Other employment insurance beneficiaries, particularly those who draw all, or
nearly all, their benefits, represent more serious problems. Probably many of them
could benefit from training or additional education, while others may need some
other assistance in getting back to work—job counseling and testing, help in mov-
ing to another area where suitable work is available, or medical and other rehabiii-
tative services to enhance employability.
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The number of insured unemployed who would require such assistance is too
large for their needs to be met by MDTA or by existing resources of the Employ-
ment Services. Within the limits of present résources of unemployment insurance,
beneficiaries do receive special services. It would, however, take substantial addi-
tional resources to provide for the needs of all the insured unemployed who could
benefit from special help and who would want to take advartage of such help.
A program of this kind would be useful and the Department is working out such
a program for inclusion among any improvements of the unemployment insurance
system that may be proposed.

Question 5. You mentioned that the Department has conducted a broad educa-
tional campaign to familiarize employers and other individuals with the provi-
sions of the Age Discrimination Act. For our files, may we have copies of all docu-
ments already distributed.

Answer. Attached are copies of all documents already distributed to employers
and other individuals in connection with the Department’s broad educational cam-
paign to familiarize them with the provisions of the Age Discrimination Act.

(1) The Age Discrimination in Employment Act of 1967; (2) U.S. Department
of Labor, Wage and Hour and Public Contracts Divisions, part 860 (29 CFR)—
Interpretations; (3) U.S. Department of Labor, Wage and Hour and Public Con-
tracts Divisions, Part 850 (29 CFR)—Records To Be Made or Kept Relating to
Age; Notices To Be Posted; Administrative Exemptions; (4) U.S. Department of
Labor, Wage and Hour and Public Contracts Divisions Publication 1234, Offi-
cial Poster; (5) U.S. Department of Labor, Wage and Hour and Public
Contracts Divisions Publication 1234, Memorandum to Employers, Employment
Agencies, and Labor Organizations; (6) The Aged Discrimination in Employment
Act of 1967, U.S. Department of Labor, Wage and Hour Public Contracts Divi-
sions Publication 1230, Phamphlet; and (7) La Ley de 1967 Contra Diserimen por
edad en los Empleos, U.S. Department Labor, Wage and Hour Public Contracts
Divisions Publication 1235, Pamphlet—Spanish translation.

Not included are press releases, classified ad inserts, memoranda to editors, ra-
dio and TV scripts, radio and TV tapes and records, and a color TV slide
nationally distributed and extensively used by the same mass media.

Question 6. In addition to distributing publications on the Age Discrimination
Act, do you also plan to call employer conferences to discuss the bill and other
questions relating to the hiring of older workers?

Answer. Numerous speaking engagements have been filled and numerous sem-
inar sessions and similar meetings have been held throughout the country by
WHPC personnel in the field and national office during the past few months. The
Administrator and members of his staff have participated in many of these
meetings.

A continuing program of contacting employers, employment agencies and labor
organizations is being vigorously followed to publicize the Age Discrimination
Act and secure compliance with it. In addition, each investigation for compliance
with the Fair Labor Standards Act involves an investigation as to compliance with
the ADEA where the employer is covered by that law.

In the course of a year WHPC will investigate about 75,000 establishments un-
der FLSA and of that group about 20,000 or 25,000 will be covered by ADEA.

Question 7. You will recall that I discussed a New York Times article* describing
efforts by employers in Australia to implement broad policies related to change
caused by automation. Have similar efforts been made in this nation? Would they,
do you think, be advisable and productive?

Answer. The involvement of employers in the implementation of broad policies
concerning changes caused by automation, as you pointed out has been done in
Australia, would be extremely worthwhile. In this country individual employers
are adopting and applying such policies in their own establishments. In some in-
stances, employer and management associations are making efforts to bring em-
ployers together and organize thinking around the problem of employment ad-
justments to automation.

Government could constructively take a more positive leadership role in en-
couraging employers to develop policies to ease the jolt of automation on workers,

The Department of Labor has been working successfully to secure the assist-
ance of private employers in the solution of other national manpower problems.
The outstanding example of this is JOBS (Job Opportunities in the Business
Sector) spearheaded by NAB (National Alliance of Businessmen).

Senator Ranporea. The subcommittee will listen to Allen R. Dodd,
contributing editor of Marketing and Communications.
You may proceed, Mr. Dodd.

*See p. 25 for text of article.
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STATEMENT OF ALLEN R. DODD, CONTRIBUTING EDITOR,
MARKETING/COMMUNICATIONS

Mr. Doobp. Thank you, Senator.

Senator RaxporpH. Your complete formal statement will, or course,
be included in the permanent record which is the subcommittee and
our committes whether you skip any part of it or not and proceed
to testify on that. You may go ahead just as you wish.

Mr. Dopp. Very well, sir.

For the record, my name is Allen R. Dodd. I am a columnist and
contributing editor for Marketing/Communications magazine.

T am also the author of a novel entitled “The Job Hunter,” which

is a story of the problems faced by a middle-aged executive who is
seeking employment.
(The prepared statement by Mr. Dodd follows })

PREPARED STATEMENT OF ALLEN R. Dobpp

My name is Allen R. Dodd, Jr. I reside at Beechwood Street, Thomaston,
Maine, and I am a columnist and contributing editor for Marketing/Communi-
cations Magazine, which is the successor to the old Printers’ Ink Magazine. I am
also the author of a novel entitled “The Job Hunter,” which is a story of the
problems faced by a middle-aged executive who is seeking employment.

This book was frankly fiction and frankly emotional in tone. I am not an
expert in personnel matters or employment problems. I am a writer and my
purpose as a writer was simply to call attention to the unhappy position of
the middle-aged white collar worker. The term “middle-aged” applies broadly to
people 40 years of age and older and by “white-collar worker” I mean business
and professional people, the people who are generally classed as administrative
or supervisory personnel. This would include office workers, the men and women
who are loosely termed “executives”, salesmen, technicians—virtually everyone,
in fact, from the corporation president to the foreman.

Such people stand on very shaky ground in this era of rapid change. They
may be the victims of mergers or consolidations or reorganizations. They may
even—as much as any machine operator—be pushed out by automation. Automa-
tion implies something more than merely plugging in machines; it may mean
restructuring a company for automated operation and eliminafing jobs at several
levels in the process. Jobs can also be eliminated by changes in a firm’s market-
ing policies; the emphasis may be taken away from certain departments and
given to others. The British have a word for this process; they refer to jobs
becoming “redundant.”

{n whatever manner the white collar worker loses his job, the community
assumes that he is well off and can take care of himself. He is likely to hold
the same assumption himself—at first. Later on, through bitter and humiliat-
ing experience, he may come to the conclusion that he is bucking forces con-
siderably beyond his control. Much later on, I might say, because instances
of unemployment for a year or a yearand a half or more are not unusual.

I don’t pretend to understand these forces, I can only offer some specula-
tions about them. First, I think, the trends which made this individual’s par-
ticular job redundant may extend through an entire industry. If he is out one
place, he is out everyplace. Second, he may not realize himself that as he worked
his way up in the world, he was also working his way into a more specialized
position and, therefore, narrowing the number of jobs available to him. Third,
he is not an experienced job-hunter. If he has held his job for 10 or 12 or 14
years, he is out of touch with today’s employment market. Finally, he encoun-
ters what has been called “the racism of age.” And, believe me, it is no more
pleasant for him to have doors slammed in his face for purely prejudicial
reasons than it is for any other member of any other minority.

The impact of this treatment on the victim can be tragic. He may shoulder
this emotion burden personally, and come to the conclusion that something is
wrong with him or that he is all washed-up and no longer has a place in the
community. He may lose confidence in himself and his own abilities, he may
lose confidence in other people or in his community. He may feel he has been
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simply used and then tossed aside and he may become cynical about the com-
munity’s values. And it is obvious, I think, that such problems can put a tre-
mendous strain on family relationships.

There is, for such people, an added problem. Their jobs vanish, but their
commitments continue, frequently at a high level. As odd as it may sound, it
can be as difficult to climb down in our society as it is to climb up—even if
you have to. In April, the man who has been out of work for six months must
meet the tax obligations he incurred while he had a job the previous year.
Mortgage payments continue at the same level, so do property taxes and life
insurance premiums and so on and on. This follows him into his job-seeking
for employers are suspicious of someone who is willing to take a major pay
cut. In addition, he may not have the training for a lower salaried job.

I do not know how many such people there are in the United States at this mo-
ment, but the problem—in any event—extends beyond those who are actually
unemployed. There are others who are technically employed, and do not appear
on the unemployment rolls, but who have been forced to take jobs far below their
capacity. And there are still others who live with no sense of security, jumping
from firm to firm at every real or fancied threat to their position and wondering
how long they can go on jumping. To give you the flavor of this sort of exist-
ence, I’ll quote briefly from an advertisement for a job counseling firm : “Do yon
hate Monday morning? Friday night: well, you survived another one, but just
barely. Still wondering who’s going to make the first move, you or the manage-
ment. If your work week is something to sweat out rather than sail into, maybe
it’s time you did something before something else is done to you * * *.” That
was part of an ad for Bernard Haldane Associates on page 16F of the New
York Times for July 7.

I have been asked, “Why should we worry about well-off, middle-class people
when we face urgent employment and job training problems in our cities?” Well,
one obvious answer is that a man is only well off until he runs out of money, and
you can get very badly off if you are out of work for a year or more. A second
answer is that any human being is under-privileged if he is denied opportunity
for an arbitrary reason. These people have a human right to opportunity, plus
the added claim of 15 or 20 years of hard work to earn that right. But—most
important—I do not think we can afford to throw away the services of skilled
men and women.

When I use the word “skills” I mean especially those attributes which can
only be gained by painful experience—judgment, for example, the capacity to
get things done, resourcefulness, tenacity, understanding of people and events,
the knowledge—based on experience—that if one path proves impossible another
can be found. These qualities do not become outdated simply because somebody
changes a wiring diagram and we need them today; we cannot afford to waste
them.

Secondly, we seem to be shortening a man’s working life while we are extend-
ing his total life span. In an era when it is commonplace for people to be alert
and capable at 80, we are saying that a man is too old to be useful at 40. If we
assume that a man begins his career at 23 or 24—after his education and military
service—and that he encounters this age problem at 40, then he has just about
16 years—16 years out of a possible total life span of 80 or 90 or even a hundred
years—to succeed or fail.

Now this small bit of arithmetic leads to another possibility which I also find
frightening. If the older worker is to face increasing insecurity, then the prin-
cipal burdens will fall on the employable and higher-salaried young. I suggest
that this would be an ironic outcome to our efforts to create more opportunity
for young people. In addition, X am not sure how much such opportunity is worth
if it merely puts young people on an escalator which will carry them up for a
few years and then dump them out of a window to fall back to the basement
again,

ANTIDISCRIMINATION LAWS EVADED

‘We do have anti-discrimination laws and I think they are important as a
statement of community principle and as a means of cracking down on open
prejudice. However, such laws are relatively easy to evade, especially in this
field where the choice of a man for a job may rest on intangibles.

In any event, I believe that such laws are only a starting point, and I would
offer two recommendations for the next step.

First, I think we should try to find out why such attitudes exist and how
they are connected with other social or economic problems. For example:
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1. In our anxiety to help youth, have we unwittingly established a youth vs.
age conflict or have we made it safer or more profitable or more socially-approved
to set up age as a criteria for hiring?

2. Do we—as a society as well as employers—know how to use what the more
mature man or woman has to offer?

3. What stereotypes or beliefs exist in employers’ minds about the worker over
40? Do they believe such a person might be out of date, too rigid in his or her
thinking, too involved in his own family problems and so on?

4. Is this problem connected in any way with the speed of our technological
development? Is there anything inherent in current economic trends or market-
ing techniques which tends to militate against the older person?

I would like to see a study conducted at a basic level, possibly by economists
or similar experts, aimed at these questions. I might say that, to my own
considerable surprise, my book—*“The Job Hunter”—was published in a French
edition and serialized by the French magazine “L’Express.” In its introduction,
“L’Express” estimated that there were some 50,000 executives out of work in
its own country. From this I surmise that at least a part of the problem may be
inherent in an industrial society and not necessarily peculiar to the United States.

Second, I have become increasingly interested in what might be called, for
want of a better name, “the second career.” Let's take, as an example, an
industrial salesman who began his career at 24 and is now 44. During this
20-year period he has learned the nuts and bolts aspects of his business, which
are specialized. But he has also learned other things which are universal—he
has learned how to sell, he has learned how to approach people and deal with
them, he has learned how to analyze problems and provide service, he has learned
how to handle emergencies and even how to anticipate them. And he still has
as much time ahead of him as he has behind him—at least 20 good years. If he is
redundant in his own profession, is there any reason why these valuable at-
tributes—and this valuable time—could not be built into a second career in some
other field? Could it even be possible that, in our speeded-up world, a man or
woman could and should have two careers in one lifetime, working in areas
where youth is an asset when they are young and then taking their talents and
experience to some area where maturity and judgment are valued?

On a practical level, this is a solution which many middle-aged job hunters
have actually applied. In most cases, I believe, they didn’t plan it that way.
They simply took a job because it was available. Once in this job, however, they
may discover that they are well suited for it and can be happy in their new
career. It’s usually difficult, but it does work. A small, struggling company may
get a man it needs and could not normally attract. And a man, in return, may
get the opportunity to put his skills to work again, the opportunity to resume
his place in the community and perhaps even the hope of advancement.

I bave often wondered if this “second career” principle could not be explored
and, possibly, put on a more organized basis. Perhaps, as I just suggested, small
companies and skilled men could be brought together; perhaps there are ‘“second
career” opportunities in public service or education, perhaps there are parts of
the country where skilled people are in short supply. And—please—do not over-
look the fact that middle-aged people may have fresh ideas which have been
developed out of their experience and which they are itching to put into action.

In this connection, I might point out that they represent a truly lost genera-
tion. They began their careers at a time when the community demanded maturity
in somebody who held a responsible job; they reached that maturity just as the
community began demanding youth. They were too young right up to the moment
they became too old.

Speaking very generally, I do not believe that job re-training programs are
necessary or desirable for a majority of white-collar workers. Given an oppor-
tunity and a bit of understanding, they can re-train themselves on the job. I
would rather see a re-training program for employers, to free them from label-
thinking and teach them how to use the human assets outside their doors. Most
of these people do not need to be sold to anyone or forced on anyone; given half
‘a chance, they can sell themselves. What they do desperately need is understand-
ing and a fair hearing, unshadowed by age prejudice.
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ADDITION TO PREPARED STATEMENT SUBMITTED BY ALLEN R. Dobp, JR.

In listening to the testimony presented to the Subcommittee, I think there is
one point which I did not make strongly enough myself and was not touched upon
extensively by other witnesses. I am referring to the pressing need to preserve
the older worker’s skills.

In the first World War, the average age of a fighter pilot was about 19. By the
second World War, this average had risen to the 20’s; in the Korean war it
went up to the late 20’s and 30’s. One of the first astronauts we placed in orbit
was 40. As speeds increased, the average age of pilots curved upward.

‘Why? Simply because the speeds went beyond any human reflexes. It was
no longer enough to think and act quickly; it became necessary to think and
act ahead.

‘We might also note that the highway accident rate is highest in that group
of our population which has the best eye-sight, the quickest reflexes, the best
general physical condition. Again, at modern expressway speeds, it is not enough
to get out of bad situations. The driver must avoid getting into them and this
puts a premium on judgment.

I believe these two examples can be applied to a speeded-up industrial tech-
nology. The faster this becomes, the more important it will be to think and plan in
ddvance. The computer has made it possible to assemble information at un-
precedented speeds and store it in unprecedented amounts. As a result, American
industry is drowning in information ; it has more data than it can digest. In the
end, I believe, it will have to fall back on mature human judgment to make
intelligent use of this ocean of material. And the community, in general, will
need this mature judgment to deal with the accumulating social consequences of
technology.

Will this judgment be available when we need it?

Mr. Dopp. As you noted, I have already submitted a prepared state-
ment to the subcommittee. There are, I think, just two or three points
in it I would like to emphasize, if I might.

One is that I have concentrated on the problems of what I call the
white-collar worker. This is a very vague term. I have said in my
statement this includes office workers, the men and women who are
loosely termed executives, salesmen, technicians—virtually everybody
in a corporation from the President down to the office manager, fore-
man and that sort of thing. These people have a very real problem and
I believe it is one which has not been generally recognized.

The so-called blue-collar worker who is automated out of a job at
least goes out on the street with one advantage which is that the
community is aware of his problem. He has what can be an extremely
valuable thing for a man seeking employment; he has a reason for
being unemployed.

I don’t believe that it is widely enough recognized that the effects
of technology can extend upward. The people who fall in the white-
collar category are very much on their own when they go out to seek
employment. We have no middle management equivalent of the
term “technological employment.”

. We need widespread recognition that changes in procedure—this
can be actual automation changes in administrative procedures, mar-
keting procedures, that sort of thing—can, in effect, automate the
white-collar worker out of a job. He faces this problem very much as
anindividual. )

. As T have said in my statement, he is likely to do that psycholog-
ically. He is likely to take the burden on himself. This can be an
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extremely tragic thing for the individual man whose reaction can be
a feeling of being washed up or being through or being discarded or
being unwanted by the community, possibly of being inadequate.

That was one point I wish to emphasize.

The second point which I have also made in my statement is that I
believe this is a tremendous loss to the community. I believe that we are
throwing away skills which we will very badly need. I think in the
pride of our technology we have come to believe that certain basic
things acquired through experience are no longer important. I think
they are terribly important. I think that in the future we will have to
come back to them even more to control our machines.

T listed such things as judgment, capacity to get things done, re-
sourcefulness, tenacity, understanding of people, and events, the
knowledge that if one path proves impossible in any situation another
can be found.

Finally, I said at the end of my statement that I would like to see
a retraining program for employers to free them from label thinking
?1nd teach them how to use human assets which are outside their

oors.

Since Senator Randolph touched on this point quite strongly just
a few minutes ago, I would like to myself. I am not always sure with
all due respect for the skill of many personnel people that they are
always quite aware of what they are turning down.

I would like to associate myself very strongly with Senator
Randolph’s remarks on the person in the personnel office, possibly a
younger person who sees merely a4 man who may not be technically up
to date and may not realize that he is turning down an application
from a man who could be of great value to his firm.

There are just a couple of other things.

I mentioned in my statement that I was quite interested in the so-
called second career possibilities, and since I have prepared that state-
ment last Sunday, July 21, the New York Times carried an excellent
article on this subject by Damon Stetson which I would like to call to
the subcommittee’s attention.

Senator Youne (presiding). Do you have that statement with you?

The reason I ask, if you obtain a copy of it we should be glad to
have it inserted in the record as a part of your remarks.

) Mr. Dopp. I have a clipping of that article, yes, sir, which I can
eave.

Senator Youne. Unless there is objection, in connection with your
remarks that will be inserted in the record of this subcommittee and,
of course, then it will be read along with the other testimony by all
members of our subcommittee who are not able to be here today, who
are in other committees, and in due time it will be referred to by mem-
bers of the entire committee.

Mr. Doop. That is fine, sir. Thank you very much.
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(The article referred to follows:)

[From the New York Times, July 21, 19681
LIFE BEGINS ANEW WITH A SECOND CAREER
(By Damon Stetson)

A California aeronautical engineer, fed up with the pressures and red tape of
his big company, quits his job and goes back to the university to become a teacher.
A Navy commander in his mid-40’s retires from service and decides to become
an Episcopal priest. A Staten Island teacher, described as tremendously com-
petitive, leaves teaching to sell commercial real estate in Manhattan.

In today’s affluent society, interlaced with ecritical social problems, such mid--
course career changes appear to be increasingly common.

The patterns of mid-course career changes are too varied to be precisely de-
fined, but the trend appears to be clear.

The current affluence, manpower shortages in many fields, changing technol-
ogies, earlier retirement, the availability of training and education—all are fac-
tors influencing men and women in all walks of life to reassess their futures and
perhaps take a new tack in a more challenging and satisfying career.

“The two-career life, like the two-car garage, is beginning to become a part
of the American scene,” said Frank Coss, vice president in charge of research
for Deutsch & Shea, specialists in manpower and personnel.

TECHENOLOGY A FACTOR

Prof. Allan H. Stuart of the School of Continuing Education at New York
University, cited the technological developments in such areas as computer pro-
graming and systems analysis as factors promoting change.

“It’s amazing to see the parade of men between 35 and 50 who come in wanting
to change jobs,” he said. “Some of them feel obsolescent and want to be updated.
Others have become financially stable, their kids are out of college and they’re
looking for a more exciting, more stimulating job for their later years.”

Dr. Victor Fuchs of the National Bureau of Economic Research also observed
in an interview that in a prosperous, full-employment economy, career change is
more feasible and less of a risk than it used to be.

The reasons for these changes are diverse and complex. In some cases, men
in their 40’s become frustrated with dead-end jobs, realize that they will never
become president of the company, editor of the newspaper or the top account
executive. They decide to kick over the traces, get out of the “rat race” and try
something they have always wanted to do.

‘WOMEN AcCTIVE, Too

In addition, thousands of women are entering the marketplace to take new
jobs as the demands of their families lessen—and to help put their children
through college.

But for others the motive for a career change is more altruistic. Many, for
example, have turned to jobs involving service to others—such as the Peace Corps
or the International Executive Service Corps, which sends executives—both ac-
tive and retired—to foreign countries to provide management skills, for
struggling businesses. ’

In 1964, William Dretzen was general manager of the Queensboro Motors Cor-
poration, at that time the largest Volkswagen dealership in the United States, with
annual sales of nearly $5-million.

“I was well rewarded,” he said recently, “but somehow I felt it didn’t matter
in the bigger scheme of things. I felt that at some point everyone should put his
life where his mouth is.”
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He recalled that both he and his wife were caught up in the “Kennedy mys-
tique” and wanted to do something for their country and for people. Because of
these strong feelings he gave up his job at the end of 1964 and joined the Peace
Corps in March, 1965, at a fraction of his former salary.

Mr. Dretzen, his wife and three daughters went to the Cameroons in Western
Africa. They returned to the United States last August. The executive, who is 42
years old, is now special assistant to Miss Josephine Nieves, regional director of
the Office of Economic Opportunity.

“My wife and I feel strongly,” he said, ‘“that our Peace Corps experience was
the most satisfying and at the same time the most frustrating experience we've
ever had. It got us involved and we still are.”

Some men motivated by a desire to be of greater service to a generation faced
with critical social problems shift their career focus drastically but stay in the
same occupational area.

John U. Monroe, former dean of Harvard College announced in March, 1967,
that he was resigning to devote full time to the education of struggling students
at Miles College, a small Negro institution in Birmingham, Ala.

The 55-year-old educator emphasized at the time that he did not want anyone
to think he was making a great sacrifice.

“I see it as a job of enormous reward,” he said.

FAREWELL TO A DULL JOB

The position a man takes after he leaves college may provide a good income,
but prove uninspiring and dull.

Frederick Byrne, 49, father of six children, was for years a successful salesman
of men’s and boys’ underwear, but he never could get enthusiastic about his job.
“] never really cared,” he said. “It seems to me you ought to be imbued with a
love for your product and the process of selling it. I wasn’t.”

Six years ago Mr. Byrne was elected a trustee of the public library in Mount
Kisco, where he lives. He became interested in library operations and eventually
decided he preferred library work to selling.

He had made enough money so he could take time out to spend a year at the
Columbia University School of Library Services. He is now assistant librarian at
Columbia’s Graduate School of Business Administration.

Mr. Byrne's salary is considerably below what he earned as a salesman, but he
is happy in his new work. “What really matters,” he said, “is that I'm now doing
for a living what X would be willing to do for nothing.”

THE PHYSICAL ASPECT

Men often tire of a job, find its physical demands excessively arduous, and look
to new and potentially profitable fields.

Peter Karavitis, now 51, bought a vending-machine business in the Westchester
area eight years ago. He has been working with 30 service clubs in the area and
has placed candy machines in locations throughout Westchester and Dutchess
counties. The clubs cooperating with him have received 20 per cent of the sales—
amounting to more than $35,000 a year.

Mr. Karavitis grew tired of the constant travel involved in the vending-machine
business, but felt sure the many contacts he had made would be valuable in a new
job. He is now in the process of selling his business and expects to go to work soon
for a well-known stock brokerage house.

“I never thought that I would be able to do this,” he said, “I've always been
interested in stocks and I know I'm going to like the new job.

Dr. John E. Bourne, assistant dean of the School of General Studies at Colum-
bia University, declared in an interview that half the career opportunities avail-
able did not exist 20 years ago.

With such changing work and economic patterns, he said, many people become
interested in new careers that appear more attractive, but that require further
training or education.

“As a result of modern communications,” he said, “people tend to dream a
little more than they used to. And because of the general affiuence, many are se-
cure enough to get by for a year or two while they prepare for another career.

These people are not escapist, they’re venturesome and idealistic, a little
dissatisfied but setting superior goals for themselves.”

Dr. Bourne, who has been in charge of the New Carcers Program at the School
of General Studies, reels off a list of examples of career shifts to service
occupations:
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David Felix, a former flnancial writer and public-relations man who has com-
pleted courses at Columbia for a Ph. D. in history, is writing his dissertation, and
is teaching history at Bronx Community College. A woman who had worked in
radio and advertising who is now studying art and plans to teach; a trans-
Atlantic airline pilot, now 31 years old, who took premedical courses at Columbia
while still flying and is now in his second year of medical school.

Morton Feren, president of Marshall Leeman & Co., specializing in executive
career advancement, said the least of the reasons for major job changes was
money.

“It's frustration as much as anything,” he said, “It’s lack of opportunity for
promotion, lack of recognition.”

He cited a young Amherst graduate with an outstanding academic record
who went into department-store work. By the time he was 33, he was merchandis-
ing manager for one of the city’s largest stores, but as an ambitious individualist
with many independent ideas he was not happy.

After consultations with Mr. Feren, he decided he would do better and be
happier in his own enterprise. He is now running an importing business.

The early retirement age of police and firemen and men in the military services
has been particularly conducive to a second career, made more secure of course,
by a substantial pension.

Dominick DeLorenzo, 46, is a retired fire captian from Roslyn Heights, L.I. He
had always had an interest in history and after retiring he entered Columbia’s
New Careers Program. He is now a full time student, working for his Ph.D. and
planning a second career as a history teacher,

James J. Quinlivan, now 47, spent 21 years in the New York City Police De-
partment, working mostly on traffic problems and safety enforcement. He retired
last October.

He bad no desire to vegetate in a rocker, so began immediately to look for a
job. He answered an advertisement and got a position with the Long Island Rail
Road as a clerk coordinating reports on personnel expenses and overtime charges.

“I don’t make quite as much money as I did in the Police Department,” he said,
“but there are fewer tensions and I'm glad I made the switch.”

Prof. Alan Gartner, of the New Careers Development Center at New York
University, said that the poor and even the jobless are finding new lives as serv-
ice agencies are established and old ones restructured.

He told of a mother who became a teacher-helper; a jobless young man who
became an aide at a neighborhocd service center, and a man who assisted in the
Head Start program for pre-school children.

“The areas of greatest economic growth are clearly going to be in service areas,”
Professor Gartner said, “This means new types of jobs.”

Van M. Evans, vice president of Deutsch & Shea, said that in today’s generally
wealthy society the risk has been taken out of most second career ventures.

Mr. Dopp. Also, purely as a matter of interest, I have another clip-
ping which I ran across on the plane coming down here in reference to
the remarks I just made on the value to the community of the older
worker. This is from a magazine called Air Progress and it is from
a column in it. I will read from it, if I may. It says:

A friend of ours, who has many aeronautical developments to his credit, includ-
ing a patented wingflap which saw much success on heavy aircraft during World

‘War II, feels he has done more real work in the past 10 years—he is now 73—
than in the previous 20.

It does not give the man’s name—

Charley reports that he has worked out a slow flight device ; it gives more than
64 pounds lift per square foot.

It goes on to list several other technological accomplishments. That
was interesting because here is a man who has produced things and I
feel that there are possibly many other similar things which might be
lost to the community if the person were not capable of breaking
through this age prejudice or getting a job where he would be enabled
to produce such work.
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Senator Youne. Have you read everything that is important in that
“last article ?

Mr. Doop. Yes; 1 have, sir. I just skipped over some technical
matters.

The main point that interested me was the man’s remark that he
feels that he has done more real work in the past 10 years, which,
according to this, would be between ages 63 and 73, than he had in the
previous 20.

Senator Youwnc. If I understand the import of your testimony,
Mr. Dodd, and I am sure I do, the point you are making is that when
we assist middle-aged people with their employment problems we are
also benefiting young men and young women.

As I understand it, the conclusion from your testimony so far is
that we benefit young ladies as well as young men by relieving them
of the burden of helping the middle aged by helping members of their
families or as taxpayers and that we are also helping the younger by
_assuring them a more secure middle age when they, themselves, reach
that stage.

Mr. Dopbp. Very much so, Senator. 1 do feel that the work of this
subcommittee can be as important to the young as it is to the older
person for the reasons I gave in my statement which you just sum-
marized very well.

It is a painful fact, I think, that the young don’t remain young and
in a very short time from now they may be facing these problems
themselves.

Worg LiFespaN DWINDLES

As the Secretary commented, and again I feel this is an important
‘factor in this matter, we are extending the physical lifespan and at
the same time we seem to be cutting the working life. If these two ages
draw aparta man’s total lifespan and a man’s useful working lifespan,
I don’t think it is at all extreme to say that we may face a situation
where a man may face an entire half century of trying to support
himself in a society that regards him as surplus.

- Now if we have a large unemployed or unemployable or under-
employed population, it would seem to me that naturally the burden
‘of many of our society’s problems are going to fall on the younger
people which, as I say in my statement, I think would be an ironic
outcome to our efforts to provide opportunity for younger people.

Mr. Orror. Mr. Dodd, may I just ask you a question?

Mr, Dopp. Certainly.

Mr. Orior. You have in your statement several questions about
certain attitudes toward aging.

I think you heard the Secretary say that research funds are provided
under the Anti-Discrimination Act and it would seem that this act
could be used to get some of the answers that you would like to see.

One thing ‘that is of special concern is in your book which was
written about New York State people at a time after an antidiscrimina-
tion law was on the books there. You gave examples of the way it is

. possible to avoid complying with the letter of the law even while you
are clearly evading it. I take it you think that this is an especially
important area, too.




39

Mr. Dopp. I think it is an important area. The antidiscrimination
laws as to age in employment, at the time I wrote my book New York
State did have and still does have such laws. There are, of course, many
ways these can be evaded. There are probably hundreds. Possibly the
simplest thing is that an employer can simply go through the motions
of interviewing everybody. A man might be certain that he has been
rejected because of his age but there is no suitable way to prove it.

INTANGIBLES IN EMPLOYER JUDGMENT

Also, as I said in my prepared statement, in responsible jobs the
question of who is hired among the applicants frequently rests on
intangibles and an employer could not always explain himself why
he picked one man over another. These will include not merely a man’s
demonstrated experience that is on the record but the employer’s own
judgment on how well he will fit into the company and how well he
will work with other people, how well he will be able to handle
problems coming up in the future, and so on and so forth. '

These are matters of individual judgment and there can be many
legitimate decisions made by an employer along these lines. He may
just feel that a certain man is highly qualified but might not fit in
with the people that he is going to have to work with which is quite a
legitimate reason for picking one applicant over another.

In most cases, I might add, it is not a question of hiring one man
or not hiring him; it is picking one out of three or possibly out of
10 or 12 applicants. There are other things. The word of job openings
can be spread by word of mouth rather than advertised.

In any event, again, as I said in my statement, while I regard these
laws as very useful and very important, I do believe that they are
only a starting point. I don’t believe that you can accomplish any-
thing with a law. I think that a law can help people who are deter-
mined to accomplish something by giving them legal tools with which
to work. I don’t think the law can create anything.

Mr. Oriorn. You also point out in your statement that, to judge by
the sale of your book in France, older creative unemployment 1s not
a problem limited to this country.

Mr. Dopp. That was my own conclusion. I was quite surprised when
1t was published in France and quite well received. I quoted an estimate
made by the editors of I Express, which is a Paris magazine, that
they had some 50,000 people of roughly what might be called execu-
tive rank out of work there. It seems to be a problem inherent in a
technological society.

Mr. Orior. Ihavenoother questions.

Mr. Miier. Inherent in a technological society, which fails to
recognize the changes which technological improvements impose upon
society in the way of obligation ; is that not correct, sir ¢

Mr. Doop. Thank you very much. That is the case. You have a whole
subject here, of course, which could be gone into exhaustively.

It is a cliche to say that sometimes our machinery runs ahead of
our ability to adjust to it. The main point which concerns me is that
while this is a quite well-known problem in some areas, it does
not seern to be appreciated in other areas so much.
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We are quite aware, for example, of the impact which automating

g pl}:;mtdthat makes shoes has on the people that used to make shoes
y hand.

We have not yet caught up with the impact that antomating or
computerizing, say, a research firm can have on people who use%l to
do the planning, so to speak, by hand.

As I'said in my statement, automating is more than simply a matter
of plugging in the machines. Your company has to be reorganized
for automated operation, and this can go right up the line. You
can not only remove the worker that actually ran the machine but
you can remove the supervisor that used to supervise him and the
secretary that used to work for him and people that used to do the
typing. Everybody that was connected with the operation can go.

Senator Youne. Thank you very much for your testimony.

I feel you have been a very impressive witness and I really have
not any further questions. We appreciate your being here.

Should you upon reflection wish to add anything to your testimony,
just write to Chairman Jennings Randolph of this subcommittee and
that will be inserted in the record.

Mr. Dopp. Very well,sir.

Thank you very much for giving me the opportunity to speak.

Senator Youne. You have been helpful. Glad you have been here.

Mr. Dopbp. Thank you, sir.

(The chairman, in a letter written shortly after the hearing, ad-
dressed the following questions to the witness:)

1. You made several recommendations for potential research projects. Do
you believe that Federal agencies should undertake such research, or do you
believe that private industry or private organizations could take on some of
the responsibility ?

For example, you very forcefully made the point that little thought is given
to the effects of automation upon administrative personnel. Might not the
National Association of Manufacturers or another national organization be an
appropriate sponsor of a study on this subject?

2. If you can possibly give us additional information on practices used to
evade anti-discrimination laws, we would like to have it for our hearing
record.

(The following reply was received :)

Answer No. 1. I believe such research should be Federally sponsored in its initial
stages. Once some initial findings were made, they could then be turned over
to private organizations for application.

Private industry could do such research. of course, provided it could be
persuaded that a problem exists. At the white collar level, however, there is
still a widespread assumption that ‘“we have an affluent society and any good
man (or woman) can find a job easily. If they can’t, there must be something
wrong with them.” In practice, the employer may think “If this man were any
good, he wouldn’t be applying for a job.” If he does have an opening, he tends
to look for a replacement among people already employed, rather than among
the unemployed. In other words, the very existence of the problem acts as a
barrier to its solution. I believe this is a circle which could best be broken
from the outside. The main purpose of the research could be to persuade in-
dustry that a problem does exist.

I believe some aspects of the problem might include :

A. The increased pace of industrial change—mergers, consolidations,
new methodology, ete.—which has simply thrown more people on the job
market. -

B. The tendency of white collar workers to become more ‘specialized as
they become older.
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C. The difficulty of fitting higher-paid, more experienced workers into
an organization. (To borrow a military analogy, it is easier to find a |
new assignment for a corporal than a colonel.) |

D. What I call “automation thinking” (it has no other label that I
know of), which appears to be a belief that set procedures can be worked
out to meet contingencies and that people can then be trained in those
procedures, thus eliminating the need for individual judgment. I’'m not
even sure this is done consciously. In computerizing operations, it is neces-
sary to state problems in terms which can be fed to the computer and
some managements may simply fall into this habit of thinking.

B. The “unemployed” stigma mentioned above.

F. Age prejudice, which might be inadvertently stimulated by our
emphasis on youth.

G. Emphasis on training ratber than education or experience; tech-
nology itself rather than its application to human ends; procedures rather
than applications and, in general, means rather than ends.

H. The practice, to which Sen. Randolph referred during the hearing of
July 24, of putting younger people in charge of hiring. Apart from their
inability to assess experience, there is the simple fact that no executives
are stupid enough to hire people who might displace them. A 30-year-old
executive who has five years’ experience with a piston ring company is
hardly likely to hire a 40-year-old man who has spent fifteen years with
General Motors.

These observations could be incorrect or there could be other factors,
which is why I suggested that economists or psychologists—people out-
side the business framework—might be able to identify and label some
of the barriers affecting the white collar worker, as we have already
identified and labelled some of the barriers facing the slum-dweller or
the blue-collar worker. Once this has been done, the findings then could
be turned over to private organizations for implementation, as they are
now implementing programs for disadvantaged people. I believe such
findings, if published, could be helpful also to the man who may be job-
hunting for the first time in 15 years.

In my mind, the most important single point is that ezperience which
ig outdated in one field may be vitally needed in another. This holds out
hope both for people seeking jobs and jobs seeking qualified people. Such
jobs and such people do find each other now, but mainly through luck,
circumstances or unusual energy or imagination on one side or the other.

A. An employer may simply go through the motions of interviewing
everyone (or having his personnel department do it). This can be as
simple as just handing every applicant a form to fill out which is, in effect,
accepting an application.

B. News of job vacancies, or forthcoming vacancies, can be spread by
word of mouth rather than advertised or turned over fto employment
agencies.

C. Requirements can be laid down for personal attributes or training
which have the practical effect of eliminating older applicants. For ex-
ample, it would not be illegal to specify “unmarried” applicants in an
ad, but it would turn up a preponderance of younger people.

D. Jobs themselves can be downgraded. That is, if an older man resigns
or retires, the assumption is that the opening will be filled by a man of
similar experience. But the company can divide the responsibilities or
reorganize the post into a subordinate position which legitimately calls
for a younger man.

Answer No. 2. This is a difficult question to answer for three reasons: First,
most means of evasion could also be legitimate practices. As an example, word of
forthcoming openings often leaks or it’s quite natural for an employer who needs,
say, a confidential secretary to ask colleagues for personal recommendations
rather than taking somebody off the street. An employer also might specify
“unmarried” legitimately for a job that involved travel or long hours. Second,
prejudice can be unconscious. The employer seldom decides that he will hire
or turn down an individual; he usually is in the position of picking one appli-
cant from eight or ten with similar qualifications. In this instance he could
easily persuade himself that A appeared more intelligent, ambitious or trust-
worthy than B and that the fact that B was older had no bearing. Third,
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as I mentioned in my original testimony, most white collar jobs involve in-
tangibles which would be impossible to define in a court—and so on. In the
last analysis, there is no need for elaborate evasions; the employer can simply
take in fifty applications, pick one and defy anyone to prove that age played
a part in the decision. .

As I mentioned in my prepared statement, I believe in anti-discrimination
laws as a statement of community policy and as a legal tool which can be avail-
able if needed, but I think they are a, starting point, not a solution. I still
pin my faith on finding the causes of the problem and persuading employers
that they need the older worker.

I also believe that, eventually, they would come to that conclusion them-
selves, but I don’t think we can wait.

Senator Youxg. Mr. Louis Levine, professor of economics, Institute
for Research on Human Resources of Pennsylvania State University,
will be our next witness.

You may proceed, sir.

STATEMENT OF LOUIS LEVINE, PROFESSOR OF ECONOMICS, INSTI-
TUTE FOR RESEARCH ON HUMAN RESOURCES, PENNSYLVANIA
STATE UNIVERSITY

Mr. Levine. Thank you very much, Mr. Chairman.

Let me say at the outset that I appreciate the opportunity to appear
before this group and to commend it for engaging in a very worth-
while and still, in my estimation, wholly unrecognized serious responsi-
bility that confronts the American people.

1 listened very carefully to the remarks which Secretary of Labor
Wirtz made and I endorse them wholly. I could not begin to equal
the felicity of his expression.

By way of introducing myself, I am now and have been for the past
several years professor of economics at Pennsylvania State University
and associated with its Institute for Research on Human Resources.

Before that, for a great many years in the Federal Government
I directed research and statistics for manpower and labor marketing
studies and for unemployment insurance—the Federal-State unem-
ployment insurance system and the public employment service.

Then, for a little over 4 years, I was the Director of the U.S.
Employment Service.

So, my experience runs over a rather considerable period of time.

I might say to you that within a few days I shall be approaching
my 61st birthday, but it is not for that reason, however, that I am
appearing here. Much of what I have to say I would have said and
did say as a matter of record long before I was 45 years of age.

Senator Youwna. After all, at 61 you are just a youngster.

Mr. Levine. That is right, sir.

I might also say, Senator Young, that I had the privilege of obtain-
ing my Ph. D. degree at Ohio State University more years ago than
I want to think about.

Seriously, I should say that the first problem I find in viewing the
economic circumstances and problems that surround the older—
worker—and I use the expression “older worker” only because that
is the way it is commonly used—that the older worker is caught in a
“no man’s land.” He is caught in a psychological attitude that “older”
means no longer a part of society or that “older” means some form of
income not related to work, a form of retirement benefits or social
security income. That is one extreme.
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At the other extreme, the older worker is caught in the crossfire of
the great priority and the great premium which 1s placed on youth in
our present-day society. It 1s a rather interesting commentary that we
are living in a period when experience is not an asset; indeed, in many
instances, is regarded as a liability.

Even young engineers only 6 or 8 years out of college are brought
back to college to learn the language of still younger engineers com-
ing into the work world for the first time, who will talk a language
different than that which they have learned in college in another
period.

Now, that is with respect to the kind of thing that is going on. The
consequence is that instead of a society in which the wise man was the
old man, now the wise man is the young man. I think this is somewhat
unfortunate and is carried perhaps to extremes. In other words, age
becomes an anchor to develop a mooring instead of a beacon to guide
and fix one’s bearings, and this, I think, is unfortunate.

Over and above this crossfire in which the older worker is caught, he
also finds that he is a part of the population which is relegated to the
sidelines and that he lacks the means, the structure, the organization
by which to bring his problems to public attention.

I commend the Congress on the enactment of the Discrimination in
Age Act of 1967, but I hasten to add with the Secretary of Labor that
this really does not mean a great deal. You will not accomplish much for
older workers by approaching the problem negatively in terms of
what can’t be done. Much more needs to be looked into in positive
constructive terms about what can be done for older workers; and
it 1s to that that I would like to turn my attention this morning, if I
may, Mr. Chairman.

T would like to start off first by saying that it is unfortunate that
almost all of the data presented with respect to problems of employ-
ment, unemployment, duration of unemployment, income, and so on,
when classified by age, creates a category 45 years of age and over.
This means that people 90 are lumped with people at age 45. It is
bad enough to lump people in any category, since people should not
be pigeonholed.

LayMITATIONS IN STATISTIOAL CATEGORIES

Statisticians—and I spent a lifetime as a statistician on labor force
and labor market data—realize full well that people should not be
pigeonholed, but still for handling of statistical data in some manage-
able fashion one does set up classifications. This assumes homogeneity
but there is no homogeneity between the worker 45 years of age and
the worker 65 years of age. Indeed, one could almost take individual
years and set them up as categories.

At least more meaningful, it would seem to me, would be to talk
about the worker 45 to 54 who, for all practical purposes, is identical
with workers under 45 except for the prejudices that exist in the hiring
process. Then the workers 55 through 59, who are in a gradation stage,
so to speak, approaching the ages which now are being recognized
as retirement ages with retirement income.

Then certainly a category of 60 through 64, and then at 65 and above
which should be broken out separately.




44

I merely say that the data that are presented to the public should
distinguish between these age categories insofar as they bear on em-
ployment and unemployment participation rates in the labor force,
duration of unemployment and incoms levels and sources of income.

I think it is unfortunate that the worker between age 45 and 64
is caught in this no man’s land of not being considered for retirement
income and therefore must participate in economic activity in order
to live, on the one hand, and yet not being considered in terms of’
employment opportunity and employability, which must be the basis
in order to obtain nonretirement income wages.

On the other hand, it is a rather interesting commentary that almost
all of the legislation enacted between 1961 and the present time bear-
ing on the problems of the poor, the disadvantaged, the racial minori-
ties—all concerned with problems of employability—have only given
passing reference to the so-called older worker.

Even where the reference is in the law it is not recognized in im-
plementation, whether it be in the Manpower Development and Train-
ing Act, whether it be in vocational education and higher education:
legislation, whether it be in the legislation that is administered by the-
Oftice of Economic Opportunity.

The older worker ?a,lls, therefore, between three Federal agencies,.
each of which professes a great concern for him, each of which fre-
quently lacks the resources to carry out the concern it professes and
sometimes fails to cooperate with the other.

I would include in these the Department of Labor, the Department
of Health, Education, and Welfare, and at the present time the Office-
of Economic Opportunity.

So much for the general framework.

Now let me turn to another problem that I see with respect to the
older worker; namely that there has been too much concentration on
studies and research with respect to the characteristics, the attitude-
and the views of older workers, but too little study with respect to-
jobs and job opportunity for the absorption of older workers in the
economy.

JoB “Diaenosis” Is Masor NEeD

Another way of saying that, and I don’t want to be misunderstood.
because there 1s a danger of overdramatizing, we have placed great
emphasis on counseling with respect to older workers, and we still don’t
have the counselors we need, but there continues to be great emphasis
on the diagnostic process of the older worker and his problems.

We have not placed sufficient emphasis on the diagnosis of jobs and
that is work that is carried on by the occupational analysts, and there
are very few of them in the United States, unfortunately.

The whole question of job redesign, of job reengineering, of breaking-
down jobs into component elements and tasks, which will permit the
older worker to participate in employment, this has not been done
adequately at all.

The whole study of occupations in the United States is typical of
the history of the United States, of how to get from the log cabin to
the White House. It is always climbing the occupational lagder.

Almost no attention has been given to how one descends the occu-
pational ladder gracefully. What are the related occupations from.
which one can descend and utilize stored-up knowledge and experience:
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and make useful contributions in the economy ? This has not been done
:and needs to be done.

Senator MiLLER (presiding). May I ask a question ?

Mr. Levine. One more point, if I may make it, Senator Miller, and
then I will be through.

I would like to say that with respect to the older worker and the
problem of income maintenance for the older worker we need to re-
consider how much of that income shall be in the form of wages derived
from traditional jobs of an employer-employee relationship and there-
fore largely in the private sector of the economy, and how much of
the income shall be related to another form of socially useful and
desirable economic activity, but not traditionally jobs of employer-
employee relationship.

Then the third category of income would be the income that is de-
rived from retirement where he is no longer an older worker but has
moved out of the economy.

Senator, I made this rather lengthy statement because in my pre-
vious conversation with the staff director I had indicated that I could
not present a prepared written statement and therefore would ask
for the privilege of presenting my views orally at this session.

Thank you very much.

Senator MiLrLEr. Thank you.

I didn’t intend for a question at this point to interrupt the rest of
your statement but I did want to ask the question on your point that
not enough consideration is being given to the treatment following
the diagnosis; namely, the opening up of job opportunities and so on.

Now, the staff has given me an organization chart of the Depart-
ment of Labor which shows categorization of various functional
activities which I interpret as being on target with your recommenda-
tion. Let me give you an example.

Now, the Assistant Secretary of Manpower and Manpower Admin-
istration has the U.S. Employment Service program; the community
and training program; concentrated employment program; working
Senate program; on-the-job training program; job opportunities in
the business sector; research, experimental, and demonstration pro-
gram; research and education programs authorized by Age Discrimi-
nation in Employment Act of 1967; and special assistance for older
workers.

Under the Assistant Secretary for Wage and Labor Standards there
is & Women’s Bureau which has the employment of older women as
one of its functions. It seems to me that your recommendation would
already be covered by the functional activities in the Department of
Labor or at least looking at the paper.

Mr. Levine. I am glad you added that last sentence, Senator. You
are more familiar and better informed than I am with the realities of
Government structure and organization and the use of titles.

Exprasis, Priormries oN YouTH

As a matter of fact, in the list of titles for the organizational struc-
ture under the Assistant Secretary for Manpower, only the last two
presumably openly deal, even by title, with older workers. All the
other programs were programs designed essentially for the hard-core
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unemployed and the emphasis and priority is on the youth in the
inner city.

Now, 1 can’t add at all to what the Secretary of Labor said. I
believe you were not here at the moment when he indicated that he had
no resources really now for the implementation of the newly enacted
legislation on age discrimination and that he would, in his words,
have to steal from other places in other parts of the organization in
order to carry on this activity.

The simple truth is that while we have made very considerable head-
way in moving on the problems of the older worker from appeals to
sentiment and emotion to a recognition that there is a basic economic
significance in this problem, we have done very little to implement
going about that economic significance. That is largely what the cen-
tral core of my plea this morning is, Senator.

Senator MILLER. I think it is well for you to bring out that criticism.
I must say that my reaction is that I would be very unhappy in the
thought that the U.S. Employment Service is not giving its fair share
of attention to the older workers, especially those who are unemployed.

Mr. Levine. Senator, I can only speak out of my own experience. I
was associated with the U.S. Employment Service in the War Man-
power Commission during the war days and forward into about 1965
and was its Director for a little over 4 years before I left the Federal
Government to go into academic life.

1, too, am making that transition of entering the older worker stage.
I well know that the people in the Employment Service have been
very sensitive and conscious of the problem of the older workers for
some 25 years or more. The resources were never adequate to the
doing of the job.

Some 8 or 10 or 12 years ago, we began to designate what we called
an older worker specialist in the local office. What can one man do in
a huge industrial complex in a local office? As a matter of fact, merely
the designation of an individual to concentrate on the problems of an
older worker is not enough. There is needed also professional capa-
bili%))lv and competence and training, and this is an extremely difficult
problem.

The problem of the older worker is not merely economic; it is social;
it is psychological. The problem is not with the employer alone; the
problem is not with jobs alone. Very often, the problem is with the
worker, himself, in terms of his attitude toward society and jobs.

Senator MiLrLEr. That is true when it is covered by the diagnostic.

Mr. Levine. That is covered by the diagnostic but the other part is
not covered.

Senator MiLLer. But would it be helpful for the Secretary to pro-
mulgate some regulations or policies which would give some emphasis
to this area which might not be the case now? For example, you indi-
cated that your reaction to many of these, although not most of them,
was that they were oriented toward doing something about the hard-
core unemployed or more oriented to the younger unemployed workers.
That is a policy matter.

Now, if the Secretary determines to alter that policy by saying he
is going to concentrate on all of them and you are going to concentrate
especially on doing something about the older workers, that might
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change the direction of some of the activities in these various
subagencies. .

Mr. Levine. I am quite certain that the Secretary of Labor is aware
of that problem. I know that he, himself, has looked at the statistics
over the years of the number of people who receive manpower develop-
ment and training fund assistance, for proving employability, only to
discover that the number of older people receiving such training were
disproportionately small in comparison to their numbers in the labor
force.

But the emphasis in the local community and the emphasis in the
pressures that exist in terms of what hits the headlines—and I hate to
say deadlines; unfortunately sometimes death is associated with those
headlines—focuses on youth.

Even in the area of looting, if that is the way to get attention, you
have youth. You don’t talk about older workers looting—thank the
Lord; I should add.

Senator MiLrer. What I am getting at is that recognizing the validity
of your criticism and your suggestions, what can the Congress do that
the Congress has not already done? I just view this off the top of my
head. It would seem that one thing might be for the Secretary, him-
self, to promulgate some policies which would put some changed
emphasis on the activities being carried out by these various categories
that I have read. That would be one possibility.

That 1s an administrative matter which Congress, of course, could
draw attention to and make some recommendations on. But what can
the Congress do that we are not already doing on this?

Mr. Leving. I would agree with your suggestion, Senator, except to
add this, if I might : That in addition to anything that is promulgated
or anything that is carried out administratively there are resources
required to carry them out. Those resources have not been made avail-
able in any proportion corresponding to the gravity of the problem.

‘Without meaning to draw invidious comparisons or distinctions—I
don’t have those in mind—I am nevertheless aware of the very con-
siderable assistance which has been rendered by the Congress in appro-
priation actions, if you will, sir, with respect to the subject of vocational
rehabilitation.

I have not seen the equivalent of that with respect to assistance in
employment and employability and rehabilitation, if you will, sir, for
older workers. Until that comes about, I don’t believe more promulga-
tions, more general statements, more public speeches, more national
conferences 1n themselves will do this.

NONGOVERNMENTAL RESPONSIBILITIES

I should say, too, that even to carry out the responsibility outside
of Government—and I think there is a great responsibility here that
lies outside of Government in two categories, if I might say, Senator :
One, with respect to employers, the employing segment of our econ-
omy. The statements of policy made by heads of corporations with
respect to hiring of older people are probably not known or there are
serious barriers of communication; let me put it that way; when it
comes to the actual hiring of older workers in the front office or by
the yardboss or the unit supervisor.
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The need for creating awareness on the part of industry and indeed
assisting industry in the employment of these people, should equal
what the Government is doing in assisting industry in employment of
the hard core. The JOBS program with which you are familiar, Sena-
tor, is not especially for older people; it is more likely to be directed
to hard-core youth.

Senator MiLLer. Why ¢

Mr. Levine. Because the legislation has the focus of the Economic
Opportunity Act. Most of that legislation on employability is 16
through 21. Sure, there is some reference to the older worker there,
but it 1s a kind of passing thing.

When amendments were introduced to develop concepts of new
careers and upgrading of people, even there more thought has been
given to the younger worker than to the older worker. New careers are
not, thought of for older workers. It does not sound sensible to talk
of a new career for the older worker, and yet that is precisely what
many an older worker is faced with when there is a corporate merger, a
moving of a firm out of the city, obsolescence of skill or technological
displacement.

Senator MiLLer. Then you really are saying that there are two
answers ; one is the resource side?

Mr. Levive. Right.

Senator MiLLEr. And that could come from Congress; it could come
from a reshuffling of resources available to the Secretary.

Mr. LeviNe. Yes, sir.

Senator MiLer. And the other is perhaps for Congress either in
the legislation, itself, or in the committee reports accompanying the
legislation to give more emphasis to this area.

Mr. Levine. Yes.

May I make one supplement, Senator Miller ?

When I talk about putting resources to work on this problem outside
of Government, I am firmly of the belief that a major resource is the
older worker, himself, the volunteer and the worker who, with some
little supplementation—assistance and supervision or training by such
people as in the Public Employment Service—could do much in the
resolution of the problem, but even that takes some money.

I am not talking only about adding people to the public payroll to
assist the older worker. I am saying a small addition of money to the
public payroll will amplify and multiply through the assistance of
non-Government people in the local communities to go a long way to
the resolution of the problem.

Senator MiLLEr. I have derived considerable benefit from your testi-
mony and your responses to my questions.

Senator Yarborough of Texas has joined us and I don’t know
whether he would have any questions to Dr. Levine at this point or not.

Senator YarsoroucH. No; I have not, Senator Miller. T have been to
three other committee meetings this morning. We are all spread thin
just as you are running this one by yourself. I was the only Senator
present at two of those; I had to wait until one adjourned before I
could go.

So,fﬁ’;[ come late not because of lack of interest in this subject; I
have a great interest in it. My experience in life, and I worked here for
11 years and had the privilege of being the author of the bill to pro-
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hibit discrimination in the employment of people 65 years of age—it
became law last year. I have just been reading Secretary Wirtz’
comments on that bill this morning.

I understand, Dr. Levine, you didn’t have a prepared statement.

Mr. Leving. That isright.

Senator YArBoROUGH. So, not having that to scan through, I have
no questions.

Mr. LeviNe. You are just lucky.

Senator YareoroucH. I didn’t hear your statement but it will all
be printed and we will examine it then before we make our recom-
mendations.

Senator Miurer. Suppose we move on and see if the staff has
questions. If my colleague would like to ask questions before we
excuse the witness, then we will come back to him.

Does the staff have any questions?

Mr. Orior. Professor Levine, you made a strong recommendation
that more occupational analysts be provided. Two questions.

I am not quite clear how other service would be provided. Would
it be provided through the employer; would it be provided on a
general information basis? .

The second question is, where might the support for creating this
core of occupational analysts be located, in the Government or private
sector ¢

Mr. Levine. Now for 30 years the U.S. Employment Service has
had published a dictionary of occupational titles covering some 23,000
or 24,000 or more occupations. This is probably the most monumental
and outstanding piece of literature in this highly specialized area in
the world; and other nations have come to study and copy from it,
the International Labor Office at Geneva and many foreign countries.

DictioNary oF OCCUPATIONAL ANALYSTS

In order to prepare the Dictionary of Occupational Titles, occu-
pational analysts have studied jobs and job processes and the work
setting and the types of materials and the requirements, technical and
educational and skill, that are necessary and have defined these jobs.
These jobs have been classified into categories of various kinds.

The occupational analysts have in the main been working for the
Dictionary of Occupational Titles; there has not been enough of
them ; they have not been really directed to studying jobs in terms of
the personnel management process.

Now, government is rather reluctant to intervene in employment
%rocesses of an establishment once the individual is employed. The

mployment Service stands ready to offer its assistance to an em-
ployer when the employer calls for it, or sometimes the employer will
place an order with a local employment office. The employment office
will, to the best of its ability, screen and select individuals and refer
them out to the job opening. '

A fter discovering some six or seven people have gone out and not
one of them has been hired, they get worried so then they might send
an occupational analyst out, if the employer would permit, to see
whether they have been missing something, you see. That is using




50

occupational analysts then in the placement process when problems
arise.

The use of occupational analysts in the analysis of jobs with re-
spect to the potential for the hiring of older workers for the dilution
and breakdown of jobs into lesser skills—because the most highly
professional job in the world has a lot of nonprofessional content in
1t—indeed, one of the problems we face today with our registered
nurses is that so much of their time is used in counting bandages and
keeping records instead of nursing. These are all tasks that could be
assigned to others, you see.

So it is with respect to the older worker. Now, this takes some money.
You have to hire some people; you have to train them in this thing.

Industry will increasingly find, as it has already, that it must have
occupational analysts.for itself. When it gets into job evaluation and
fixing of salaries and wage scales and collective bargaining, the
analyst is a fairly key person. So they are beginning to learn this. If
they carry out part of the bargain which they are entering into this
year as part of this program, JOBS in the Labor Department, they
will have to use occupational analysts on their own payrolls more and
more.

Mzr. Orror. Perhaps I can just pose this question to you and hope
for a reply in writing.

_ This year’s manpower report to the President has this paragraph in
1t: .

The new older workers service units represent the most concerted effort since
the late 1950s to expand employment services for this group. There are argu-
ments for and against the concept of specialized older worker units. At the end
of 1967, the Department of Labor was in the process of consulting employment
service officials, older workers and business and community leaders with the aim
of evaluating these units and other services to older workers.

Is there a comment you would like to make now ¢

Mr. Levine. I think I can dispose of it rather quickly and then if
there is something that needs to be placed in the record to supplement
it, I shall be glad to do so.

I was associated with the Employment Service in those years. I
know well the experience that took place there when I directed the
studies that were concerned with the older workers.

VARIATIONS IN SPECIALIZATION

The problem of differentiation among staff to concentrate on older
workers as a specialized group has, as you have just read, advantages
and disadvantages. You can fragment a local office to the point where
all kinds of specialists develop their own specialties, jargon and
clientele and work at cross purposes and then nobody benefits.

Or you can develop some kind of concerted effort in which you bring
specialization to bear on those aspects which require specialists and
still use the generalists to advance the total objective.

For example, I do not, see a specialist for the moment, at least I don’t
see a specialist for contact with employers—to make contacts exclu-
sivelﬁ for older workers in job solicitation. It is sometimes a stigma
and hurtful to the older worker to have him tagged that way.

If you went to the employer only for older workers, the chances are
you would be doing the worker a disservice. So, you want to broaden
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your contacts with employers, you want to show them the potential
for hiring people without focusing on age but focusing rather on
experience.

One thing an older worker brings to a work force is stability, and
many an employer needs it badly when his work force is made up of a
lot of young people with a lot of horseplay and a lot of lost motion.

So, there are ways of doing this. One cannot give a single answer;
one needs to differentiate as to under what circumstances to use the
specialist and what circumstances not to use the generalist.

Senator YarsoroucH. I would be interested to comment on that,
Mr. Chairman.

One of our colleagues in the last 2 or 8 years, running for reelection
of the Senate, was over 65 and he had a young and handsome opponent
who ran against him on the ground that his opponent was too old
and that he had youth and vigor and drive and new ideas. The incum-
bent Senator ran almost solely on experience and the value of having
experience personally and he triumphed; it was not a party matter;
it was a party within one party and this was the issue. It was interest-
ing to see how the public responded. He won out on the value of
experience where the man can do the job.

Senator MmLer. Then perhaps the professor will make an exception
in the field of politics.

Senator YareoroucH. Well, he didn’t raise that issue first. His
opponent made it the issue of running on youth and vigor so he
responded. He didn’t agree with the issue. )

Mr. Levine. I don’t profess to know anything about politics as an
occupation, sir ; I won’t pass any judgment on that.

Senator YarsoroueH. What did you say ¢

Mr. Levine. I said, I don’t profess to know anything about politics
as an occupation, sir; I won’t pass any judgment on that.

Senator YarsoroucH. I thought you said you didn’t recommend
politics and I was ready to concur,

Mr. MirLEr. Mr. Chairman.

May I gather that in that list of 23,000 or 24,000 occupations, politics
is not, included ?

Mr. Levine. That is right.

Senator MiLLer. Any further questions?

Senator YareoroucH. I would call politics an activity, not an
occupation.

Mr. Levine. It isa way of life.

Senator MrrLer. Thank you, Mr. Levine. Good to have you here.

Mr. Leving. Thank you. '

(The chairman, in" a letter written shortly after the hearing,
addressed several questions to the witness. Questions and replies
follow:)

Question 1. You maeke a powerful case for abandoning the “over-45” caich-all
statistical classification and using more eppropriate descriptions of differing age
groups in statistical discussion and reports.

What would be appropriate steps thaet can be taken by the Department of
Labor or other Federal agencies to implement your suggestion? Should changes
be made in procedures for taking our diennial census in 1970 to help overcome
the problems you describef

Answer. Most studies and surveys yielding data classified by age, derive the
information from inquiries calling for “date of birth.” It is possible, therefore,
to tabulate and disseminate the information for any specific age class interval
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desired. No change in the procedures for taking the diennial census in 1970, so
far as collection of the information is concerned, is needed to overcome the
catch-all “over 45” statistical classification. There is need, however, to arrive
at an agreement in the Bureau of the Census and in all other Federal agencies
tabulating and releasing population, labor force, employment, unemployment,
income and related data that age data should not be published for a category
“over 45.” The lack of homogeneity and the wide variety of different problems
contained in such a category tend to conceal rather than disclose useful
information. While the organization of statistical data on the basis of age will
undoubtedly call for various class intervals, depending upon the special purposes
to be served, there might be agreement that such data released to the general
public might be classified into the following: Age 45-54; 55-59; 60-64; over 65.

Except for discriminating biases and prejudices affecting the hiring process,
there is scarcely any distinction between workers in the age groups 45-54 and
55-59 and those in younger ages so far as labor force participation rates are
concerned and the view that wages derived from employment in the job market
is the prime form of income and the basis for maintaining living standards.
It is true some decline in participation rate develops with age progression in
the second category. The prime reason for identifying this age group, however,
and the next one (60-64) is the significance of industry responsibility in its
personnel management practices for preparing workers for retirement. The
“over 65’ group has a distinetly lower labor force participate rate and is
characterized by large numbers of retirees from the job market who view an-
nuities and pensions as the prime sources of income, rather than wages. As
statutory retirement ages for social security benefits are lowered, there will
develop increased interest in the category “over 60 as representative of the
group.

Question 2. If, as you say, “the older worker falls . . . between three Federal
agencies” which sometimes fail to cooperate with each other and also lack the
resources to serve the older worker adequately, what i3 to be donef Are you
suggesting that one department or program be designated to deal with all older
worker problems? Or are you saying that more resources should be made avail-
able for the most promising of the programs$

Answer. The major determinant in the location of program responsibility for
older workers as between various Federal agencies should turn on the status,
activity, and problems of older workers and their relevance to the professional
competence, resources, and the centrality of program interests of the Federal
agency. On this basis, individuals whose economic status and activity turn on
labor force participation and active job market competition, and whose problems
in this field result from age, might properly expect the U.S. Department of
Labor to be the Federal agency most directly capable of providing leadership in
the resolution of the problems and the rendition of needed services.

By the same token, individuals whose status and activity are outside of the
labor force and the job market, but whose problems relate to health and social
services, would expect the Department of Health, Education and Welfare to
exercise authority and render assistance in this area. The present administration
for aging in the HEW gives rise to some confusion since it is generally regarded
as responsible for those in retirement whose problems are not job oriented, but
nevertheless, seems to be concerned with job marKet problems of older workers.
There is need for an interagency group with leadership coming from the Depart-
ment of Labor on employment and job market problems of older workers, as
exists in HEW where the focus should be on health, social services, and social
insurance.

The proper location of responsibility and allocation of authority among Federal
agencies, so far as older workers are concerned, will not resolve the problem.
There can be no effective and constructive attack on the wage and employment
needs of older workers with additional resources, supported through congressional
appropriations. ’
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Question 8. What agencies in your opinion, should study the following prod-
lems a8 outlined in your testimony:

a. The tendency to conduct research on older workers, rather than the
number of job opportunities open to them.

b. The lack of information and research on “related occupation from which
one can descend and utilize stored-up knowledge and experience and make
useful contributions in the economy.”

Answer. The relatively neglected area of research affecting employment prob-
lems of older workers, in my estimation revolves around the jobs and the work
environments which will stimulate and expand the absorption of older workers
into employment. The logical agency which has the most expertise and profes-
sional capability in this field is the U.S. Department of Labor. Its organization
and structure, through the Manpower Administration and the U.S. Employment
Service and affiliated State and local employment offices, has the additional ad-
vantage that the knowledge gained through the research can be applied in the
services and activities carried on in the local communities.

The lack of information available to older workers, personnel officers in
industry and professional staff in public and private employment agencies on the
.occupational transfers and transition which individual workers should make
with increasing age is a reflection of the inadequate and almost nonexistent
.occupational research and analysis in this field. The agency which has the
most professional knowledge and direct experience in occupational research
is the U.S. Employment Service and its affiliates in the States and local areas.
“The need for more funds and staff resources directed to occupational research
and studies of occupational requirements and performance criteria is not unique
to the alleviation of employment problems of older workers. It extends to all
manpower development and utilization programs, especially as they apply to
hard-core unemployed, racial minorities and disadvantaged, administered by the
‘Manpower Administration in the U.S. Department of Labor.

Question 4. Latle in your statement, you suggest that the older worker him-
.self could do much to help resolve problems of older workers. I would like addi-
tional discussion on this point, particularly since you appear to suggest that
pubdlic funds could be wisely and economically used for such purposes.

Answer. Job market and employment problems of older workers are likely
to be dealt with more intelligently and effectively, if reliance is not placed exclu-
sively on the efforts of professionals and experts on the public payrolls. The
wise and economical use of public funds calls for greater involvement of non-
.government resources to deal with these problems. The self-help efforts of older
‘workers, properly organized and under the tutelage of competent personnel in
the employ of the local employment offices, can contribute significantly to
-employer response and community acceptance of responsibility in easing the
-employment problems of older workers. Group counseling among the older work-
ers conducted by their own leaders can assist in the mental and psychological
attitudes of adaptation to job opportunities which otherwise might be rejected.
Relatively small outlays of funds for experimentation and demonstration projects
designed to expand the utilization of volunteers and community organizations
‘to assist in these efforts are likely to yield considerable returns for the invest-
ment. Especially important in this connection are job development activities,
:searching out employment opportunities, and improving job search techniques
and methods. Industry and employer involvement, both public and private—
monprofit and profit—in dealing with the employment needs of older workers
<can be greatly expanded at relatively small public cost through programs of
voluntary cooperation, somewhat similar to JOBS and the work of the National
Alliance of Business. Such efforts need to be directed to local communities and
individual employing establishments.

Senator MiLer. Next is Professor Kaplan and Professor Grace.
Are both of you appearing together jointly ¢

Mr. Karran. We are going to present independent, testimony.
Senator MiLer. All right.

Mr. Kaplan, you are the first one on the list. Would you please
proceed ?
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STATEMENTS OF 0SCAR J. KAPLAN, PROFESSOR OF PSYCHOLOGY,
SAN DIEGO STATE COLLEGE; AND HARRY GRACE, PROFESSOR OF
MANAGEMENT, UNIVERSITY OF SOUTHERN CALIFORNIA

Mr. Kapran. I am very pleased to be here this morning to discuss
with the Senators this very important problem.
(The prepared statement by Dr. Kaplan follows:)

PREPARED STATEMENT BY OSCAR J. KaPLAN, PH. D., PROFESSOR OF PSYCHOLOGY,
SAN DiEGO STATE COLLEGE, SAN DIEGO. CALIF.

As the span of human life lengthens, the worker in the age range 40-65 may
be described as the middle-aged worker, and he or she will be so referred to
in this statement. There is much evidence that the worker in this age range is a
productive and useful member of the labor force. Indeed, the most responsible
positions in our business and industrial establishments now are filled by mem-
bers of this age group.

Both psychobiological research and employment experience support the con-
clusion that changes in somatic and mental functions are insufficient fo handi-
cap most workers during the age period 40-65. Losses ‘in sensory functions, such
as hearing or vision, usually are small and easily corrected by suitable glasses or
hearing aids. Losses in physical strength and psychomotor functioning occur,
but usually have little or no influence on occupational effectiveness. Evidence
is mounting that losses in ‘“test intelligence” during the middle years are small,
and may be due largely to failure to exercise the school-related mental abilities
which are featured in intelligence tests. Of course, there are thousands of
different kinds of jobs, with varying demands upon workers, and some may not be
suitable for persons in the fifties and sixties. However such jobs are extremely
rare.

Much of the research on age differences has been done in the laboratory,
and subjects usually have been asked to put forth maximum performance. The re-
sults of such research are not fully applicable to work situations, as almost
never does work proceed for long periods at maximum levels. On the job, the
output of middle-aged workers compares favorably with that of younger associ-
ates. Sometimes middle-aged workers produce more than younger ones by working'
closer to their capacity as a result of higher motivation and greater experience.
The ‘“normal” losses in psychobiological capacities during the middle years
usually are small from the functional standpoint, and do not necessarily lead
to lowered productivity.

Although there may be some decline in the ability to learn new tasks in the
middle years, the loss may be compensated for by high motivation and by the
use of appropriate training procedures. There already is a large amount of
knowledge about the training of middle-aged and older workers. For example,
it has been found that training is more successful if persons are permitted to.
learn a new task in their own way and at their own speed, if written instructions
have been prepared, and if the learner is active rather than passive.

There are a number of factors which make the outlook for middle-aged workers
brighter than it has been:

(1) Technological innnovations now make it possible to relieve workers of
heavy demands upon physical strength and sensory acuity. Such innovations.
make it possible for middle-aged workers to fill jobs which formerly would have
been very stressful for them.

.(2) The redesign of jobs is making it possible to fit jobs to the capabilities of
persons with mental and physical limitations.

(3) Middle-aged persons today are healthier than their counterparts in other
generations, and it is probable that the middle-aged of the next generation will
enjoy better mental and physical health than those now in the 40-65 age range.

(4) The trend toward a shorter work week and longer vacations makes it
easier for middle-aged workers to function effectively in their jobs.

ADVANTAGES OFFERED BY OLDER WORKERS

Many studies have shown that the middle-aged worker has character and
personality traits which make him a highly desirable employee. He tends to be
more reliable, more highly motivated, less mobile, less accident-prone, and less.
likely to be absent for trivial reasons.
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Most of the emphasis in the work of public employment agencies has been
on the placement of the jobless, just as most of the work of the medical pro-
fession has been in care of the sick. We need to do more prophylactic work
in the field of employment, providing counseling and other forms of assistance
to men and women before they lose their jobs. Although separation from em-
ployment is inevitable for millions of persons in a society as dynamic and
changing as ours, much could be done to enable individuals to prepare for new
occupations, taking advantage of some of the skills they have acquired. Counsel-
ing programs should be developed which would serve upward bound persons
as well as those threatened by unemployment.

As serious as the problem of the unemployed middle-aged person is the prob-
lem of the employed middle-aged worker who is engaged in a job which is not
suitable for him, and which does not fully exploit his experience and abilities.
Large numbers of persons in the age range 40-65 are locked into inappropriate
jobs by non-portable pension plans, fear of an adverse labor market, and failure
to upgrade education and basic skills, Wider acceptance of middle-aged appli-
cants for employment may encourage many in this age range to venture into
jobs more commensurate with their abilities. Development of occupational
career centers for adults may aid in intelligent planning of self-improvement
and personal advancement programs. The freezing of persons in jobs in the
middle years is bad for them and leads to a less efficient economy, since human
resources are not employed at their highest and best use. One of the important
consequences of the expansion of employment opportunities for middle-aged
workers may be the increase in voluntary job mobility in this group.

The period immediately following loss of employment by a worker in the
age range of 40-65 is psychologically a very critical one. 1f attempts to secure
work are unsuccessful, and particularly if there are alternative forms of sup-
port such as a working wife or unemployment benefits, there may be with-
drawal from the labor market or only token attempts to reenter it. Everything
possible should be done to give maximum assistance to the newly unemployed
in the age range-we are talking about. Here again broad-gauge adult vocational
counseling centers, closely tied into a web of educational psychological, medical,
and other services, can be of great usefulness in preventing the loss of potentially
employable people.

With the aid of a grant from the United States Department of Labor, and
the cooperation of the California Department of Employment, we have been
studying the problems of unemployed persons in the age range 40-65 in San
Diego, California. We began by making a survey of 1,500 unemployed persons
in this age range who had registered at the principal office of the California
Department of Employment in our city. Here are some of our findings:

1. Seventy two percent had been unemployed less than three months.

2. Asked why they left their last job, 46% said that they were laid off be-
cause of lack of work or because the business had closed ; 119, had moved from
another area; 11% left their previous job because they had retired from it, or
because they had married; 109, left because of temporary ill health; 8% left
because they were fired or replaced by others; 4% left to seek better pay or
working conditions; and the remaining 109 gave various other explanations.

3. Fifty five percent said that they had not sought employment during the
previous thirty days. :

4. Asked how many months they had been out of work during the last five
years, 29% replied that they had been continuously employed during the period
and 239, said that they had been jobless less than six months.

5. BEighty one percent of all respondents said that they had no disabilities or
health limitations restricting the kind of work that they could do.

6. Twenty nine percent of respondents said that they were the principal
support of children under age 18.

7. Forty two percent of the applicants were female.

8. The educational achievement of the respondents was: sixth grade or less
69 ; seventh through ninth grade, 18%: tenth and eleventh grade, 16% ; high
school graduate, 38%; some college, 16% ; college graduate, 4% ; and post-
graduate college work, 29,. Sixty percent of this unemployed group had at
least a high school diploma.

9. The types of work sought were: professional 1 percent; managerial, 18
percent ; secretary, clerk, sales, 29 percent; service, maid, waitress, 21 percent;
farming, fishing, forestry, 2 percent; processing occupations, 2 percent; machine
trades, 7 percent; bench work, 5 percent; structural occupations, 11 percent; and
miscellaneous, 4 percent.
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10. Sixty-nine percent of the applicants had five or more years of work experi-
ence, and only 10 percent had less than a year of such experience.

After an interval of about three months, we recontacted about five hundred of
the total group of 1,500. Approximately half of these persons told us that they had
found work. We now are in the process of investigating the characteristics of those
who found work and those who were still unemployed at the time of our follow-up
interview.

Since our survey was addressed to persons still in the labor force and actively
seeking work, it does not deal with those who were in the age range of our study
but who had given up the quest for employment.

San Diego may not be typical of the nation as a whole, but it is clear that the
unemployed middle-aged worker of today is a person with considerable education
and work experience.

We are far from the stage where there is not enough work to go around. Mature
workers must be enabled to remain in the employed labor force if the nation is
to grow and prosper. It cannot be denied that technological advances will reduce
the need for persons engaged in repetitive work in agriculture and in factories. On
the other hand there is a rising demand for services of all kinds. The average
American family still aspires to a better home, another automobile, more house-
hold appliances, more comprehensive dental and medical care, more travel, and
countless other goods and services. New cities must be built and old ones
redeveloped, at a cost of trillions. Millions of Americans must be lifted from
abject poverty. Vast programs of research in the physical, biological, and social
sciences must be staffed and supported. Educational opportunities must be
enlarged for the entire population. Worldwide military commitments, vital to
the nation’s security, must be met. The underdeveloped nations must be aided,
both with dollars and with qualified personnel. The exploration of space must be
financed. Retired persons must be enabled to spend their final years in dignity
and free of want. It is sheer nonsense to contend that we are running out of a need
for workers, particularly if we wish to enjoy a steadily rising standard of living,
and if we wish to play our full part in the affairs of the world. Many will have
to be trained or retrained, and many changes will have to be made in the
organization of the labor force, but imaginative planning and collaboration
between government and private enterprise should make it possible to utilize the
skills of all mature men and women in this country who are able to work.

There is no excuse for our failure to fully utilize the abilities of middle-aged
workers in this country. Their labor is very much needed, and they are competent
to do the jobs which must be filled.

Mr. Kapran. Several week ago, I was in one of the State capitols and
noticed next to the senate chambers a room which carried the designa-
tion “First-Aid Room,” and it occurred to me that a very large amount
of the legislative activity in this country at this time is of the first-aid
type.

‘We are putting out fires as they appear and giving insufficient atten-
tion to long-range considerations in dealing with pressing problems.

Senator YARBOROUGH. Was that room for the senators or their bills,
that first-aid room ¢

Mr. Kapran. I wasnot clear on that.

Several years ago, I was assigned the task of drawing up a position
paper on older persons in the United States and I was asked to look
ahead to the 21st century and to consider the various responsibilities
that might devolve upon the Federal Government in the decades ahead,
and particularly in the new century.

I came to the conclusion that the most urgent problem in the field of
aging in this country at the present time, looking ahead to the fuure,
isthe problem of the older or mature worker.

I am very much convinced that if we can keep persons at their jobs
to retirement, if we can qualify them fully for public and private
pensions and for full social security benefits, then we will make an
1mmense contribution to the well-being of this country, as well as to the
well-being of individuals.
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If we fail to do this, we will find ourselves at the beginning of the
next century, which is only 32 years away, with more than 50 million
people over the age of 65 with very great demands because they will
live in an affluent society and will have expectations far higher than
those of older people today. We will find very great demands upon
Government and we will find very great cleavage, I believe, between
generations.

It is extremely important, in my opinion, to do everything that we
can to maintain, insofar as possible, something approaching full em-
ployment among persons in the middle years.

I must join Secretary Wirtz in his conclusion that, although what
we do now is well-intentioned, much of it is trivial and much of it is
not addressed to the most fundamental issues.

Morever, I feel that we should state more clearly what the national
purpose is in the area of employment and that we should set as our
national goal the objective of something approaching full employment
continuously through the worklife span. I think that this is something
which is reasonable and something which can be achieved.

We are a nation that soberly plans to put men on the moon and it
seems to me inconceivable that we lack the resourcefulness and the intel-
ligence to keep men at work at productive and useful tasks to age 65
or whatever age may be decided upon as retirement age.

“Torarrry” MusTt B Facep

Incidentally, we must look upon this problem as a totality and
recognize that what we do in one area has consequences in other areas.

For example, whenever we lower the minimum age for Social Secu-
rity benefits, we have the consequences, as many studies have shown,
of in effect lowering work life for the general population or at least
a considerable part of it.

I believe very strongly that there is enough work to go around in
this country. As a matter of fact, I think that if we have initiative and
resourcefulness that we can find far more productive work than is
now being done.

In my prepared statement, I have indicated the opportunities and
the responsibilities of this country in the years ahead in the field of
work, I am very, very sure that if we intend to improve our standard
of living, if we intend to play our full part in the affairs of the world,
that we are going to need the contribution of every man and woman
in this country at least through age 65.

Senator MiLLEr. Incidentally, on that point are you just speaking
generally with the request that your statement be put in the record
as a complete statement ?

Mr. Karrax. Yes. I do intend to amend it before it is printed, if
that is possible, but I do stand on what I have submitted.

Senator Mm.Ler. Then the record will stay open until you amend
your statement and you can put it in the record as a complete state-
ment amplified by your oral testimony.

Mr. Kapran. In my statement, and I will not go into it in detail,
I present evidence that mature workers, persons 1n the age range of
40 to 65, generally speaking, are able physically and mentally, to com-
petently discharge most g% the tasks that we encounter in the work
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force. I draw attention to a number of very favorable factors that
have not existed in the past.

For example, technological innovations now make it possible to
relieve workers of heavy demands upon physical strength and this
makes it possible for many persons who in the past might have been
ruled out of the labor force to fill jobs which are quite stressful.

The Department of Labor is to be commended because it has spon-
sored research on the redesign of jobs making it possible to fit jobs to
the capabilities of persons with mental and physical limitations. Of
course, many older people are in that category.

Middle-aged people today are healthier than their counterparts in
other generations, and I think we can look forward to even greater
gains along that line.

I think we should remember that the idea of social security and of
retirement age at 65 got started in middle Europe in the last century
at a time when life expectancy was very much lower than it now is
and when many workers were not able to cope with a long workweek
and the difficult conditions of work that existed in that time.

The trend is toward a shorter workweek and longer vacations and
this, too, I think, is a favorable factor since it makes it more possible
for older persons to handle work assignments.

Just one or two points and then I will be glad to deal with any
questions that you have.

Becixy WitH THE E3PLOYED

I think it is extremely important that we place emphasis on persons
who are at work and who are still employed. Just as medicine has
focused its attention in the past on the sick, so, I think, in the field
of employment we have given primary attention to the unemployed.
It seems to me that there is tremendous gain to be had for the country
and for the mature worker in seeing what we can do to enhance his
opportunities for advancement and to increase his efficiency even
though he is still at work and not threatened by unemployment. I
think there is a great deal that can be done here.

Another very important area is the area of service to the person
who has just become unemployed. I think this is a very, very critical
period and I don’t think we are doing enough here to help individuals
through this period. Now, it is true that we do make services available
on a limited basis in many of our communities.

In the community in which I live, we do have some counseling oppor-
tunities and there are informal relationships between various agen-
cies, but it has been my observation that there is almost no followup.
If a person comes in and registers and does not come back again, he 1s
forgotten. I think that there ought to be more initiative on the part
of employment services in staying with individuals who have been
reported as out of work, and I think they ought to stay with these
people until it is very clear that nothing can be done.

I think that this also provides opportunities for very useful re-
search, recordkeeping on the outcome of these encounters between the
newly unemployed and the agencies that serve them.

Senator MiLLer. Thank you, Professor Kaplan.
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Since both gentlemen are appearing on the same general subject,
without objection I think we will let Professor Grace testify and then
the questions can be directed to either one or both of the witnesses.

Mr. Grace. Thank you.

Senator Y arorouGH. Mr. Chairman, I have read through both state-
ments. I am forced to leave. I would just like to make one statement
here about a special type of employment. ) _ '

Like you gentlemen study the public attitudes, in my 11 years in
the Senate I have had a good many letters along this line. What sparks
my comment is the statistic that Dr. Kaplan has in his statement that
in these people seeking work, this older group, this survey that you
made, 18 percent were managerial, which 1s a very high percent of the
100 percent when you take the limited number in the managerial class
to be age 40 to 65, and, yet, 46 percent managerial.

I have quite a number of people writing me in the managerial class
wanting Federal employment. It is not unusual to say, “I have worked
35 years here and I need something a little lighter; I need a lighter
job.”

. There is an illusion that Federal jobs mean a soft seat and nothing
to do.

School superintendents write, “I have had a heart attack, I need a
job in Washington.”

I have practiced law and I have been a judge and I have done various
jobs, taught school ; but this is the toughest job, physically and men-
tally, I have had, without stretching it, since leaving the University
of Texas Law School.

There seems to be a public illusion that the Federal job is sitting,
doing nothing. Have you ever specifically run into this?

Mr. Kapran. I certainly agree, Senator, that public service is a most
stressful occupation, and certainly not one for individuals who are
faint, either of heart or of body.

Incidentally, Senator, in this survey that we made, you may note
that more than half of all the unemployed that we encountered were
persons who were high school graduates or better in terms of education.

Senator YareoroucH. And I or 2 percent were doctors or at least had
degrees beyond the bachelor’s degree.

I am very much impressed with that fact due to the number of the
professionals, only 1 percent; managerial, 18 percent. That means the
doctor or the accountant or the dentist has his own office, he could hold
on many years beyond the point than if he was working for someone
else in the managerial field before he is forced out.

Mr. Grace. I think, Senator, your statement that managerial people
are seeking Federal employment is well made. I think also it would
have to be said that for people whose experience has been in general
management, or a man who has become the owner and operator of his
own business, when either becomes unemployed, it is as if he had no
experience. General experience is equivalent to almost zero experience.
I think Mr. Dodd’s earlier testimony would back up the statement that
I have just made.

This is a very difficult problem. People who have been essentially
administrative or managerial are not looked upon as having acquired
skills as would be true,%et’s say, of people who have been essentially

in staff or technical positions.
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Senator YanreoroucH. That is true if he is one of the professionals.
Another thing they write in, “I have managed this business for 35
ears.”

y They seem to think for the Federal service no experience is required,
that if they have done some other job that automatically qualifies them
for a high-ranking job. They are not talking about a low G ; they are
talking about a managerial job, to move into a bureau and run it.

This is an illusion people have, educated people, that it is just a
snap to take over a Federal bureau. )

Senator MiLLer. Thank you, Senator Yarborough. We appreciate
your coming here. ]

(The chairman, in a letter written shortly after the hearing, ad-
dressed the following questions to Professor Kaplan:)

1. May we have some additional discussion of your point that : “the most urgent
problem in the field of aging in this country at the present time, looking ahead to
the future, is the problem of the older or mature worker.”

Perhaps you can give us selected excerpts from your earlier study.

2. What is the basis for your statement that: *there is enough work to go
around in this country.” Are you talking solely about needs in the service area—
as indicated in your prepared statement—or do you see opportunities elsewhere?
Would you further discuss your statement that “if we have initiative and
resourcefulness, we can find far more productive work than is now being done.”

3. In urging that we devote more attention to “seeing what can be done to
enhance his (a worker’s) opportunities for advancement . . . even though he is
still at work and not threatened by unemployment,” do you envision broaden-
ing of general educational resources, or would you like to see a more specialized
kind of service offered to older workers?

(The following reply was received :)

1. The most urgent problem in the field of aging in this country at the present
time is the problem of the worker in the age range 40-65. The middle-aged
worker who is continuously employed during this age period at a job or jobs
commensurate with his abilities and experience not only is a productive member
of society during his working years, but he is more likely to be economically
independent during the retirement period. Prolonged unemployment during the
middle years, when most workers still have large family responsibilities, is
particularly tragic; it usuvally also dooms the worker and his dependent to
economic distress or poverty in the retirement period.

There are two principal possibilities in providing adequate income for persons .
in the retirement period (which is lengthening as human life increases) : (1)
enable persons to provide for their own retirement needs through uninterrupted
employment, and through pensions, savings, and investment schemes of various
kinds; (2) supply tax funds to the needy through relief programs (however they
may be designated). No doubt, some combination of these two sources of income
will be necessary for a considerable percentage of the retired population for
the foreseeable future, even if we are able to sharply reduce unemployment
during the middle years, if aged persons are to participate equitably in the
Nation’s rising standard of living. It has been forecast that there will be more
than fifty million persons over age 635 in this country early in the 21st century;
these people now are in middle age or approaching it. We must do all we can
to keep these people employed until they are able to qualify fully for social
security, private pension, and other benefits, and we must provide additional
incentives for voluntary saving and investment. The alternative is a staggering
tax-supported relief program, which sooner or later will pit generation against
generation in the political arena.

Retired persons have many problems: health, housing, joyful use of free
time, and transportation, to name some of the more prominent ones. Adequate
income during the post-work period can solve or ameliorate most of these prob-
lems. Money give independence and wider choice, and blunts even the blows
from which there is no escape. Adequate income often makes it easier to cope
with problems generated by ill health. If retired people had suflicient funds,
they could live where they pleased, and private enterprise would be highly
motivated to develop appropriate facilities. If they had sufficient income, retirees
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could travel, buy commercial recreation, and find other diversions now denied
to most members of this group. If they had sufficient income, they could buy
suitable transportation. Government, of course, can and should do much to
encourage the development of suitable programs, and to bring them within the
reach of the majority of the elderly. Government has immense obligations and
opportunities in serving older citizens, even when most become economically
self-gufficient.

For the foreseeable future, there will not be enough money or personnel to
fund and staff all the projects and services that should be launched in behalf
of the aging and the aged. Those who direct the Nation’s efforts in behalf of
older persons must decide on priorities. The bowler, with a limited number
of throws, must attempt to knock down as many pins as he can with each throw,
and this can only be accomplished by knocking down pins which knock down
other pins. Keeping middle-aged workers continuously employed at jobs com-
mensurate with their abilities until they reach retirement age is a pin, which if
knocked down, will knock down many other pins.

2. The productivity of a country is a function of its natural resources, its man-
power, its technology, its economic organization, and, not the least, of its level
of aspiration. The United States is the most affluent nation in history, and it has
more material things and services than any country on the globe; but potential
demand far exceeds all that now is being produced. Tens of millions of Americans
would like to have better homes and even second homes, more automobiles, boats,
opportunity to travel, and countless other goods and services that they cannot
now afford. It would take all the manpower the Nation could muster to satisfy
the potential demand for goods and services which now exist, to say nothing of
those which constantly are being invented. Business and government must
combine to fully utilize the manpower of this country.

If the time comes when there is a true surplus of manpower, the number of
hours worked per week could be reduced or vacation periods could e lengthened ;
those willing to accept earlier retirement with reduced income would have this
option. Those who wish to work to retirement age should be able to do so. If this
eventually means reducing the hours of work in order to achieve full employ-
ment of the labor force, this should be our objective. Qur goal should be to
enable middle-aged workers to reach the retirement period with sufficient eco-
nomic resources to provide for their own needs; for most workers in our country,
this will he possible only if they remain continuously employed until they qualify
fully for retirement benefits.

3. There is need to increase opportunities for self-improvement and vocational
advancement in the middle years. Many very able people do not make their fullest
contribution to society because they failed to obtain a college education in their
youth, often through no fault of their own. Many persons with and without
college degrees could sharply upgrade their competence by six months or a year
at school. Persons in the middle years frequently are saddled with family
responsibilities which makes it impossible for them to go back to school at their
own expense. A Government scholarship program for persons in the middle
vears, based upon competitive examinations, not only would aid gifted indi-
viduals in returning to school, but would dramatically emphasize the point that
eduecation is also for the middle-aged. Business and industry could be encouraged
to upgrade and update the education of employees by Government subventions
and/or tax credits, by special arrangements with educational instituntions, and
in other ways.

There is need for a thorough study of opportunities in this country for self-
development and job training after work hours. Night school offerings for many
occupations are extremely limited or completely lacking; it may be necessary to
provide subsidies to start up some of these programs. There is need for expansion
of home-study programs, using correspondence, tapes, fllms and other study
material. Upgrading of middle-aged workers will increase their productivity and
make them less vulnerable to prolonged unemployment; all will benefit.

There is great need for vocational and educational counseling of employed
middle-aged workers; programs should be designed which would enable inter-
ested persons to assess their careers and vocational prospects, and which would
provide assistance in educational and occupational planning. Counseling should
be available at little or no cost, and should be offered under the joint sponsorship
of employment services and educational institutions.

Senator MiLLER. Mr. Grace.
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STATEMENT OF PROFESSOR GRACE

Mr. Grace. My name is Harry Grace. I am associate professor of
management, graduate school of business administration, and re-
search associate, Geerontology Center, University of Southern Cali-
fornia.

Looking over the list of witnesses, probably I in one way or another
represent the employer, and I think this is an interesting prospective
to take on the older worker.

Senator MiLLER. You have a statement,?

Mr. Grace. I shall submit one later.

Senator MicLer. It is more in outline form. Would you wish to sub-
mit a prepared statement?

Mr. Grace. I have every intention of submitting a prepared state-
ment before the August 25 deadline.?

Senator MiLLrr. Please proceed.

Mr. Grace. I would like to answer, if I might, Senator Miller’s ques-
tion of a few moments ago: What can the Congress do? This is very
important to me.

It seems to me that in the OEO legislation we have an innovation
that might be effective relative to the older worker program. In that
legislation, the Congress specified that programs in local communities
be set up jointly between agencies of the governments—I mean that
plurally : Jocal, Federal, and State-—and interested persons.

It would seem to me that in the area of older worker emplovment,
the Congress might seriously consider legislation which would build
into those programs employer cooperation, in policymaking as well as
other aspects, and the union or whatever organization would represent
the work force.

What we really need is programmatic legislation having to do with
bringing the agencies of governments together with the private agen-
cies such as the employer and the union, both private and public em-
ployers, if we are to do something about what Professor Levine was
speaking of, and about which I feel very strongly concerned, the em-
ployer’s side of the employment equation.

A second thing I think that the Congress can do is alsc shown from
its experience. I think the Congress has shown definite experience with
basic research. This field of work and age suffers from inadequate
basic research,

The Congress also has shown great interest in evaluation of pro-
grams. Now, evaluation usually allows the program to run for some
time, perhaps a year, at which time evaluation is made that goes into
the record. On the basis of this evaluation a program may be re-funded
or its funds may be cut.

I think Congress is familiar with both basic research and evaluation
studies.

I would offer that the Congress has another possible area for con-
sideration: the field I would call programmatic research, after the
title of a report by Dr. Gloria L. Grace, of System Development Corp.,
Santa Monica, Calif.

Now, programmatic research asks the question: Given the purpose
of this program, how can this information that I am gaining about

1 See p. 67.
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its daily operation be put into effect to reach our goals here and now,
rather than be evaluated a year or two from now. Programmatic re-
search may not contribute to the basic store of knowledge, but it does
contribute to the better achievement of the program’s goals in the
immediate future.

Senator MriLrer. What do you mean by “more of a current
evaluation”?

Mr. Grace. Up to date, sir. In jargon, I would call it feedback; re-
search used in feedback. I would call it management information sys-
tems research.

A Cavnn For “PROGRAMMATIC RESEARCH”

Again, the Congress has familiarity with this but possibly not in
the field of employment of the older worker. In my statement, T in-
dicated how this 1s going about. I would like to apply this idea of
programmatic research in a couple of ways, technically, with regard
to the crisis problem that is raised when an adult becomes unemployed.

Again, Dr. Kaplan talked about the fact that anything having to
do with an adult’s employment is a crisis for him. It seems to me that
here is an area in which we need programmatic research. It is not
sufficient to deal with diagnostic problems; it is not sufficient to deal
with rehabilitation problems; it is not sufficient to deal with possibil-
ities of placement.

We also have to build into this what we consider to be adequate em-
ployment, what.we consider to be satisfactory employment. How are
we going to get there? We have to research a program which gets
the individual from where he is to where he intends to go. This is
programmatic research, and we have models for it. We have experi-
ence in it, but I don’t think we have applied it as fully as we should
to the older worker.

Another area, for example, that I wanted to cite for programmatic
research would be in answer to Senator Randolph’s question about
the personnel manager’s role and attitude. This, I think, is also virgin
territory for programmatic research.

In a study we recently completed in southern California of 154 em-
ployers, we found that the kind of firm—whether it were a manufac-
turing firm, engaged in service, or engaged in information processing—
was significantly important with regard to the hiring of disabled
persons.

I don’t mean to say that the same information will apply to the
older worker, but that the kind of work the firm does was very im-
portant as to whether or not there were opportunities for employment.

As for the size of the firm, we found a very simple breakdown. The
opportunity for being employed in a firm of 1,500 was twice as great
as for a firm with a smaller work force.

With regard to Senator Yarborough’s comment relative to Dr. Kap-
lan’s information that 18 percent of the unemployed persons in San
Diego were in managerial fields, we found that the level of work,
whether in the labor force or white collar, was significantly important.
There was far more jobs in the labor force than at the managerial
level.
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Finally, we find that the line of work, whether a person were in a
technical field or in a general field, was very important in determining
his likelihood of employment.

Finally, we found that the attitudes of employers differed signifi-
cantly according to their experience with disabled persons. For ex-
ample, those employers who indicated that as far as they knew they had
no disabled employees in their work force were most worried about
