ordev wovk VSﬁ 951)

\
Employment Problems of i hhuﬂmm‘,./

o U. 5. Department of Laber
CAddress dc‘I:.evnfa'b

Louis : s
Second International Gerontological Congress r. 5o bey /9% /_7/

ol b L Y
Vost of our discussion at this meeting has been concerned with the

subject of the older worker as a "client." We have deplored his rejec-
tion on the basis of chromological age as a useful and productive citizen
and as an individual who hes fundamental need to continue in productive
qwumu‘uunh-uumuuhm I certainly con=
ocur in this approach, but I think it is also imperative that we, in the
United States, look a2t the poteantial comtributions of the older worker

to our netional survival, and ultimately to the survival of the demo~

eratic institutions of the western world as we know them.

Although it is generally sccepted in the United States that our man-
mmom_mmw:lnaﬂﬁomwnm
civilian economy are extremely limited, it is apparently not well under-
stood that there has been a marked change in the age distribution of our
population which makes the preferences of employers for workers under 45
quite unrealistic and even somewhat ludierous.

As Dr. Clague has pointed out at this conference, present produetion
plans call for a met labor force increase, by the fourth quater of 1962,
of 3.2 million workers above the total of 65,2 million in the last quater
of 1950. The "normal labor foree growth"” during this period is estimated
at 1.8 million. Therefore, an additional 1.4 million workers must be
brought into the labor forece during the remaining 5 quarters of 1961 and
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1952 from amony various groups such as women, youth, the disabled, minority
Shwgn, and shiow weehurs. VN s AN reltiG SUEIISES of aigatfteent
labor force incremses among these potential reserves?

The first, and mest preferred group, are young people. But the youth
group will reach its lowest civilian labor potential in 1962 and this po-
tential will not increase significantly until 1968, Fotential additions
from the youth group are also limited by the possibility of increases in
quotas for men under the draft and the possibility of the ensctment of
some form of continuing universal military training. Furthermore, the
Nation is awakening to the importance of keeping young people in school
as long as possible in order to maintain and further develop our tech~
nological superiority over our possible enemies.

Winority groups, as a potential source of additional manpower, are
not faced primarily with problems of unemployment, but rather with prob-
‘lems of underemployment and underutilisation of their skills and potens
tialities. Therefore, in calculating gross labor force changes, we can=-
not count on any significant inerease in the labor foree participation of
minority groups, even though their more effective utilization might in~
fluence significantly some of our shortages in the skilled and professional
occupations. Although there is a potential among the physically impeired
not now in the labor force, the greatest incidence of disability which
mﬂnuﬂwmuhformlci-h-—gﬁncmm;om
in the age groups 46 and over, so that inoreased utilization of this
group will require not only more effective and intensive physical restoration
and rehabilitation, but a breaking down of age prejudices in rehabilitation
and employment practices as well,



wilw
Thus it may be said without much argument that the major portion of
any projected labor force increases must come from among older workers,
and perticularly from emong older women.
With this background in mind, and with full resognition of the in-
justice and inhumanity of the tremd toward rejection of people in employ~-
mnwmum.wwdmmmm:a
several years to develop basic information and policies that would shed
light on the problem and provide practical bases for combatting it. One
such effort was the study undertaken by the Buresu of Employment Seeurity
in 1980 in collaboration with several State employment services, The ob-
jeetive of the study was to determine: (1) the characteristics and em~ \
ployment problems of older applicants registered in local employment offices;
(2) the effectiveness of local office 'm&mutboomnmil-l
(8) how these services might be improved. The purpose of the study was \
to shed, if possible, some much needed light on the what, why, and how of ]
the employment aspects of aging. /
The localities in which the studies took place were New York City;
Lancaster, Pennsylvanie; Columbus, Ohio; Houston, Texas; and Los Angeles, S
California., These eities range in size of labor foree from about 100,000
in Lancaster to 4,000,000 in New York. The studies covered small, medium-
sized, and large communities with labor merket conditions ranging from
relatively high unemployment to virtually full employment.
x.«x-mmmmuthm”wm—uw
olbrmnmamumuﬁotthbmmumtm
which the office served. This semple was divided into a control and an
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experimental group similar in composition with respect to age, sex, lemgth
of enemployment, occupational distribution, and handicapped status. The
mmMﬁnMnﬁqmm&ﬁMﬁ—ugw
ciroumstances in the regular course of operations in the local office,

The experimental group received intensive employment counseling and place-
-smmmuumrya-ﬁuumﬁmmmwtyu
most capable and thoroughly experienced counselors and placement interviewers
availeble in the offices in which the studies were conducted.

The total sample, including all offices and both control and experi-
mental groups, amounted to 8727 cases. Follow-up elicited a better-than-
average return, and the offices were often able to supplement informetion
from follow-up forms with information from records, so that final reports
of the studies cover more than 60 percent of the sample, This means that
there was, contributing to the picture of older workers, partial data on
nearly 9000 and éomplete data on 4657 individuals.

demmumamau-wn.lnum
sary to define terms and at the same time answer the question: When is
& worker old?" When quantitative data are presented, the term "older
worker” includes all those 46 and over, But this is little more than a
statistical convention. The age at which a worker —nm employment
problems connected with his age varies with the occupation, the industry,
and the locality in which he lives. A worker in one occupation or indus-
mcuunm;wnvmwmummuuua.m
another worker at 60 may have no problem in finding and holding a job.
In New York City, a floor-girl in the needle trades is "old" at 40, but



at 66 a patternmaker is often preferred to a younger worker, So much
depends on the Rind and degree of skill involved, the industry, the pre-
vailing conditions of the labor market, the degree of unionization, and
the personal gualifications of the individual job seeker, that a single
gauping of workers over 45 is umrealistic, though useful statistically.
Ammormuu\y-ix.vntrmor, at least, expanding
employment provides the only solution, and indeed a complete solution to
the employment problems of older people. This, the studies show, is an
over-simplification and, like most genmeralizatioms, it is compounded of

about equal parts of truth and error. While the absolute size of the
it true that the

er, as al other workers, faces greater difficulties in secur
ing new employmemt, Fewer workers over 45 become unemployed, but generally
spesking, those who do lose their jobs remain unemployed for longer periods.
This is true evem though the studies showed that a high proportion of

m.mnpwﬁmnmmmmummwm
job. This may well be due to the fact that they have some kind of senior-
ity protection and are called back to their former positionms., But--and
this is most important--if they do mot guickly locate some job, their un~
mmmnmzmnwuwﬁ-mpumr
workers. Unemployment of more than 20 weeks duration was not unusual
smong workers over 46 who had failed to go back to work during the first
4 weeks of unemployment, Further, there is conclusive evidence thet, in
all occupationsl groups eside from the unskilled, workers over 45 are
placed less frequently than their representation in these groups would
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warrant, For example, in one office 23 percent of all those registered
for clerical and sales jobs were over 45, The experience of this office
was that placements of workers over 45 constituted only 2 percent of the
total placements made in clericel and sales occupations. This disadvan-
tage was apparent despite the general improvement in performance result-
ing from special counseling and placement services, and despite the

transition, during the course of the study, from a loose to a relatively

tight labor market.

The studies also show that, for older workers, the public employment

service is of pivotal importance as a source of placement., This was true
m:ummm»lmmmwm.uwmunnl

groups received mo special services, and bemefited from no special efforts
at placement, Statistical analysis of those employed at the time of follow-
up shows that almost 40 percent had been placed by the employment service,
with the percenmtage by office ramging from 21 percent in New York City to
87 percent in Columbus, Ohio., For the experimemtal groups, the employment
service was usually the prime source of placement; e.g., in Columbus, &6
percent of the experimental group was employed, and 48 percent had been
placed by the employment service., But even for the control groups, place-
ments through the employment service usually ranked second only to call-
becks., Employment through relatives, friemnds, ads, pri.:st. employment
agencies, and even unions was negligible., The prominemce of the employ-
ment service as a source of placement of older workers is remarkable
bscause for the general run of applicants, employment agencies, both publie
and private, rank well below other sources of employment.
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The fact that in the studies the employment service ranked so high as
a of § ent for older workers apparently results from the need

of 3 ats for nsive counseling and placement services sist
them in securing and reteining employment, State-by-State and city-by-city,
it is safe to say that the employment service has better facilities for

providing these services than does amy other source of placement open to
workers. There may be uﬁhw of outstanding performence by
some private wormm but nowhere else can workers obbtain
the comprehensive information and assistence which the employment service
can provide, if it will extend itself, to help them arrive at a realistic
appraisal of their own capacities and of the ways inm which they can adjust
themselves to existing labor market conditions,.

issistance and sdvice in changing ocoupations is one speeific type of
service which older workers often require and which the employment service

is well equipped to provide. The studies show that a large number of
workers with prior work histories of great stability find it necessary
to change their oceupations upon becoming unemployed after age 46. Changes
in occupation among the older workers imlvod.h the samples studied ran
high in all localities; about 24 percent of those who found employment
had changed occucpations. Another type of problem requiring special serv-
ice develops when it is necessary for the worker to learn what demands he
W. Significant numbers of older workers

(29 pereent) found it necessary to accept lower wages than they have cus-
mwﬂmmm.mrmp(nm)mm
work at higher than their usual wage., Incidentally, somewhat more older
workers in the experimental groups studied changed occupations, but the
effect on level of wages was not significantly different.
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In Pennsylvania it was found that of those who shifted occupational
fields, 60 percent of the experimental placement group shifted to higher
fields (as from umskilled to semiskilled) and only 25 percent to lower
fields, The opposite was true in the comtrol group. In this group, which
had not received special services, only 17 percent shifted to higher fields
and 63 percent to lower fields.

This indlostes that effestive counssling can reslly assist older
workers to make suitable job shifts which directly improves their place-
ment possibilities, wheress, if they are not counseled, or are left %o

make their own adjustments without holp, they tend to stand in the way®
of their own reemployment. The older worker may need to change to a re-
lated occupation or seek a completely new vocational choice or he may be

meking unrealistic demands for lack of insight as to his own assets and
limitations in relation to existing opportunities. Without help im work-
ing out his individual problems, he may remain idle indefimtely. These
are matters in which occupational informetion, counseling and special

placement efforts are needed. In faot, the studies showed that the need
for counseling was three times as great among older workers as among all

applicants for work using the facilities of the public employment service.
Traditional attitudes toward older people as workers are a major prob-

len in their placement. ivery local office participsting in the study
indicated that personnel workers, ineluding employnent service staff
members, share and sometimes magnify these attitudes as they believe them
o cxist among employers end the public, Actually, the biases and stereo-

types which are found often give way before individualized approaches,
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That is, an employer may not want & worker over s certain age, but when
u-mﬁunmuumu-m.:a,wmw
dissolves, Since the studies showed that the employment service was a
prime source of placement for older workers, the necessity of overcoming
prejudicial attitudes on the part of its staff members is of the greatest
importance,

As part of the studies, surveys were made of the attitudes of employers
toward hiring workers 45 and over, This was followed by analysis of the
actual placements made with these employers., Pemnsylvenia's findings are
supported by the results in other communities. FPemnsylvenie examined the
702 new placements occurring over a month's period smong the smployers who
stated their policy on sge. Among employers who stated their policy was
muuumom“mdm.hymdhmm
were in that age group; only 5.9 percent of workers hired by employers
who claimed no age restrictions were 45 or over. It is spparenmt that

It is, therefore, safe to tell counselors and employment interviewers that

they need have no hesitation in sugresting qualified epplicants whose age
is sbove that specified by the employers. '
From the findings of all the studies, and particularly those in the
Houston report, which dealt at length with problems of internal management,
& general conclusion is that special attention to the older worker is
m:lf?rmtﬂ’“ﬂwﬂm. However, this does not mean that
separate organizationsl and staffing arrangements are required, Our ex-
perience has been that separation all too frequently results in segregation



-m-

which is precisely the problem that the services should be attempting to

offices. The techniques omployed are very similer to those used in service
to youth, the handicapped, and other groups, and perhaps to a grester de-
gree then for any other special group, the total facilities of the office
are necessary for effective service to older workers, To carry out this
nationewide basis, the Buresu of Lmployment Security has issued a special
section of its manual dealing with service to older workers. We are also
working on a handbook for distribution to employers, unions, and the gen-
eral public which desoribes the older worker studies in detail and which
outlines policies, methods and techniques that should aid in faeilitating
the employment of older people.

In addition to the problems already mentioned, the older worker in
the United States faces the following broad categories of problems which
stem direetly from traditional hiring and employment poliecies and practices:
1. Many privete retirement pension plass at presemt undoubtedly do inter-

fere with the hiring of older workers and their retention beyond cer-

tain ages, although not to the extent which is commonly supposed by
employers ;

2, Some modern labor-msnagement practices, bemeficial to most workers
and to the older worker so long as he remeins employed, are an obstacle
htbwww. For example, the policy of promotion
from within leaves vacencies only in low paid, unskilled beginning jobs;
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seniority, too, may keep filled the majority of jobs offering pay
rates and requiring skills appropriate to older unemployed workers;

3. Leconomic considerations complicate the problem of obtaining & new
jobs These include dependents, homes, and financial obligations which
prevent acceptance of job involving downgrading, low pay, or mobility;

4. The majority of older workers who become unemployed need imtensive
help in finding new jobs; they have not sought work for long periods
and do not kmow how to go about finding new jobs; some are unfamiliar
with the current labor market conditions; others lose their self-
confidence; many need help in chossing and plamming for entrance into
new occupations;

5. Although older women are the largest single source of potential labor
supply, their absorption into the labor force is often particularly
difficult. First, because they are considered "older woers™ at an
sarlier age than men; and second, because they enter the labor market
after a long interruption or entirely without training or familiarity
with the business enviromment., As a result, they present special
problems in coumseling, placement, training, and Mﬂh_nt‘
1f these problems are to be surmounted and defense production-manpower

goals met, it is obvious that certain basic policies must be adopted and

implemented forcefully by management, labor, and govermment. Among the
policies that should be given serious consideration are the following:

1. Meximum hiring age limits, which bar many gqualified workers from em~
ployment, should be elimineted and jobs should be filled on the basis
of individual sbility to perform the job, regardless of age.
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Gualified older persons who are available for employment should be
absorbed before workers outside the labor merket or less readily
available manpower resources are recruited, :

Older women should be given equal consideration with men for employ-
ment, on the basis of individual ability to perform the job.

Older workers who are eligible for retirement should be encouraged

to continue working at jobs for which they are qualified.

Retired workers wlo possess needed skills in eritical ocoupations
should be encourazed to return to work to the greatest extent possible,
No worker should be automatically retired or dismissed on reaching a
spacified age, without regard to continuing usefulness at his regular
Jjob or a less exacting one, if necessary.

Good labor standards, including health and safety measures, and equal
wage rates for equal work regardless of age, should be promoted as an
effective means of increasing employment and utilization of older
workers. -

Arbitrary upper age limits should be eliminated in determining eligi-
bility for publiec vocational rehabilitation services.

Once these broad policies are accepted by the nylrpnm;h authorities,

specific steps to implement them should be taken along the followinz liness

To establish fects regarding the performance of older workers in paid
euployment and regarding problems arising in conmection with their
employment, management and labor groups and government agencies should
undertake further comprehensive studies of the type conducted by the
Hational Association of Menufacturers, Chamber of Commerce, the Bureau
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of Labor Statistics and the Bureau of Employment Security of the
Department of Labor, Specifically, studies should include comparisons
otm#nm—lmmh&omm.
romwmruwhmﬂmmn
selection, placement, testing, counseling, and retirement of older
workers, public and private agencies, especially those uuuom;
psychology and related fields, should extend their researches in the
aging processes and, specifically, should determine what changes af-
fecting work performance typically occur with age, and arrive at some
practical methods of appraising the functional capacities of individual
older people for use in the employment process.

To combat the unrealistic and unwarranted attitudes regarding the hir-
ing and retention in employment of older workers, labor and management
groups and public agencies, particularly as represented by regional
and ares msnpower committees, and the various bureaus of the Labor
Jepartment and the Federal Security Agemcy, should conduct contimuous
programs of education among Federal, State, and local agencies, em-
ployers and labor groups.

To assist older workers in meking critical transitions in their work-
ing life, management and those agencies and individusls concermed with
personnel policies and practices should extend and improve their
selection and placement, job analysis, and counseling programs so as
to insure that effective services are availsble to older person when
they are seeking work, ere poorly adjusted in work, or are preparing
to retire.
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5. To permit and encourage older persons to continue working so long as
wmumuum.'ﬂn-ammummmw
cies concerned with insurance should investigate the possibilities
of revising pension plans so as to eliminate compulsory retirement
ages, provide for the pooling or transfer of earmed bemefits, liberalize
restrictions on maximum earnings in retirement, and otherwise insure
that pension plans are a protection to the worker rather than an im-
pediment to his employment.

6, To take the lead in actions effecturating sound poliecies in the employ-
ment of older persons, govermmentel agencies--Federal, State, and
mezrnmmmwmmum
unnecessary and arbitrary age restrictions. :
Amoriosn theught patterns have evelved in a youtheoriented sceisty

mammmucnwummupmumwm

importance in preparation for maturity, but which hes ignored laver meturity
and old age. Our society, in its concentration upon the young, is wasting
its human resources as surely as, during its period of predominantly agri-
ulmlm.uMﬂlmuMnmuvmum
then moved on to virgin lands. When the aging formed only a small propor~
tion, this waste of human resources may have seemed negligible, just as the
abMdthtiuttnMﬂfwwmwn. But we

must begin now to value our total human resources at least as highly as we

value our natural resources. This should not be too difficult to do in a

society which holds as one of its principal ideals, belief in the worth of

the individual,



The forean situation and subsequent mobilization planning and action
of the problems of the older worker and other phases of the aging problems
of our population, A country which has embarked upon a long-term program
ot)npmuurotm.utulyd‘iﬁmmumuoulv
interests in peace, cannot afford to overlook the contribution which any
segment of its population can meke to the total effort. We need mow,
more than ever before, to broaden all cur secio-sconomic consepts to give
all members of our society a sense of belonging and participation, In
the past, we have tended to view the aging person primarily as someone
who needed our help, Today,” I think it would be more accurate and
realistic, from & manpower point of view, to say, "We will need them,
just as much, or maybe even more, then they need us!" Let us hope that
wmmﬂmtbﬂmdmmﬂmnonmt
mrmuu-mmn-n.omnrmmmmm
does not disrupt and delay needlessly our defense production program.



