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PREFACE

It 13 most often thought that older workers are the male and
female members of the labor force who have reached some chronolog
ical age such as 45 years or older., Actually, there 1s no fixed
age at which a worker 1s too old to be a desirable employee: 1t
has been found to vary with his occupation, locallty, and the
general condition of the labor market.

Agoe restrictions are set up (in actual practice) by individ-
ual employers and are usually applied well in advance of any
considaeration of the individual Job sesker's qualifiecations.

Artificial age barriers to employment are dbecoming more
noticeable and are creating a problem which grows more serious
becausa of the greater 1ife span and the aging composition of the
nation's population.

The purpose of this thesis is twofold:

I. The first research was done to determine whether or not
refusal of employers to hire over the age of 45 is justified by
management's experlencs with older workers. Thils was accomplish-
sd by extensive study o published materials--covering all areas
of employmsent to obtain a clear and accurate plcture of the
universe.

IT. Secondly, a questionnaire was malled to a random sample
of one hundred (100) men who are emplcg ed as industrial guards by
The Kans 3Service, Chilcago, Illinois. Only employses who came to




ot
The Kane 3Sarvice at or affer the age of 45 were approached. The
questiomnairs was worded carefully to I'ind out what their work
1ife history hsd been, and their expsrience with d1 sorimination
in employmont. 3Seventy-ono (71) questionnalires were roeturned.

The Kane 3ervics, in business since 1910, employs aprroxi-
mately twelve~hundred (1200) men. All men are carefully selected]
thoroughly investigated, and fingerprinted bafors belng assigned
to a plant as an induatrial guard. It 13 also necessary that
they pass a polygraph test, The company meets government socu~
rity clsarance reguirementa, |

“mployment backgrounds are varied and interesting, ranging
from industrial chemlst to machinist. 3Senlority lists show
smploymant from twenty-Cive years plus to five years with the
company. Tum=-over is most prevalent in the first year of employ-
ment. Those that remain over this pariocd tend to stay.

Guard servics 1s provided throughout sll of Chicago and the
surrounding suburbs, Outstanding among hundreds of aceounts are
Sunbsam Corporation, Automatic Zlectric, 3ylvanla, Webcor, Mer-
chandise lNational Bank, irat National Bank of Chicage, Worthwest
Katlinpal Bank of Chicago, Bank of Chicago, Continantal Can
Company, and %West Suburban Hospltal, Other aservices include:
Induatrial investigations, complete Polygraph services, Conventilon

and Trade 3how servisces, and Janitor servica,




CHMPTER I
INTPRODUCTION
A. The TIncrease of the Life Jpasn

The year 1900 gave promise to 2 man who had reached the age
of 40 of possibly living to the ripe old age of 88, Fow, a child
born in 1958 can expect to live to the ags of 71, This life exe
pactancy 1s due largely to the avallabllity of a higher level of
nutrition, to grasater and batter medical care and to the tremen-
dous progress in new medlcal advances in ths early diagnosis and
tresatment of chronie diseasses.

Life expectancy lor pnonle in middle age has increased, but
an interesting fact 1s that tha average period of working 1ife fon
middle~aged men has barely changed during the half-contury, The
remsining work«life of a 40-year-old man in 1900 was 24.5 years,
This is compared with the 24,9 years expectancy for a man of the
aame age in 1950.1

The Ration has aged! The 45~-and-over population 18 growing
much more rapidly than the total population, The number in the
45 to 64 szge group tripled, and the &3-and-over group quadrupled
from 1900 to 1988,

There are thres major causes for these changoes in the age

lunited States Department of Labor and Bureau of
Fmploymant 3sourity, Qldar Worker mguawmnt to
Laber Market Practices, (soptembar, BB},

HES N, ﬁi ;i; Pesr
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gtructurs of the population: They ars: (1) the striking decline
in ths birth rate betwsen the two World Wars, and {2) inereased
1ifa axpectancy, and (3} a decline of immigration since the firat
World War. These have had the effect of reducing the proportion
of younger individuals in the total porulation.

It 1s thought that growth anmong the older and the younger
age groups will continue to sdvance more rapidly than will that
of the intermediate groups for a period of time. The sstimates of
population from 1955 to 1975 shows that the age group of 25 to 44
will increase only 13 percent, The 45-and-over will incresse 34
percent and those under 25 years-of-age 58 poercent. The lower
percentage of increase for the intermediate group ias dus mainly
to the low birth rate of the depresaion decade of' the 19301's. Thﬂ
heavy growth in the proportion of younger worksra poses a problem
for the rapidly increasing graip of older warkevs.z

The 7.3, Bureau of the Census prejections by age groups
through 1975 indicate thgt employment mist be found during the
next fifteen years lor approximataly 7.2 million persons age
45-and~over. The Dureau has estimated that there will be 360,000
sdditional worksers, age 45«and-over, in the labor force each year
from 1955 until 1975,

At the same time the under~-25 age group will be incressaing atj

“United States Department of Labor, B7S No. R151, p7
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the rate of almost a million & year. The employment of this
rapldly growing labor foree will then depend mainly on two
things: (1) a net expanzfon in industry to absorb total manpower
at the rate of about 1,000,000 jobs a yesr, and (£) a lessening
of ags restrictions in hiring in order to provide jobs for this

armual increase Iin older werkers.5

B, Protecting Older Workers

This problem ls causing the States and the Federal Govern-
ment deep concern. Laws barring diserimination in hiring older
workers have been passed by four states: ¥assachusetts, &uuiaianal
Rhods Island and Ponnsylvanis.® Rhode Island, the thira state to
pass such anti-discriminatory legislation, enacted 1ts law in
1956 to prohidbit employers from refusing to hire applicants, and
from firing thelir employses, solely beecause they ars botwaon 45
and &85 yeara-ol-agse.

Secretary of Labor, James Mitchell, Iin 1986, s2ld in &
broadcast to the naﬁion:i

"Studies clearly show that older workers need more and better

services and that job counssling, Job dovelopment, and intenaive

3114

4puH Survey: Tmploying the Older Worker, Personnel and
Practices Report, %ﬁaw Fork, 19581, P231, p.299
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placement services pay off for the employer as well as the older
o S

Job applicant, |

Accordingly, during Angust, 1956 the T.5. Departmant of
Labor made awvailable almoat 450,000 to the 3tate "mployment
Dffices for the purpose of hiring older-work specimllats and fopr
developing programs that would overcome the age barriers which
seem to have beon created through misunderstanding. An active
nationwlde program for the placement of older workers has been
developed in the Faderal~itate emplowmant sorvice systom. Older
worker specialists have baen added in all State of fices and in
local smploment offices 1in thse larger clties, Individual older
workers recalve apaclal attantion in all public employmant
offices, including counseling, (of amployment) job solicitation
and placement., Sustained efforts are made to eliminate or reduce
artificial agse barriera. As a result, increasing numbers of oldex
workers are beling alded in solving thelir osumployment problams and
being placed in sultable jJobs.

‘The Pederal mapartmént of Labor, throupgh 1ts ressarch and
publications programs 1s alding workers in the age group 45 to
64, as wall as thoss past retivamsnt sge who need or wish to
continue in employment. An attempt is heing made to reduce age

discrimination through information end educations

ra
“Ibid, pe267
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The Labor Department's publlished studies have demonstratad
that older workers have favorable records with respect to produc-
tivity, dependability, absenteslism, safety, and adaptabllity.

C+ Hmployment Trends of Qlder Workers

Qecupational trends of older workers, between 1940 and 1950,
ars shown in the report 1ssued by the Csnsus Bureau in 1856,

Tmployment of men 45~and-over in the United states incroased
in April, 1950 to 15,200,000 as compared to 11,800,000 in April,
1940, The change was due, among other things, to generally full-
er employment as wall as to the increasing population, The prop-
ortion of oldsr workers to all employees rose frowm 357 in 1940 to
37% in 1950,°

Thirty-five pearcent of all men amployed in 1840 were in the
45~t0-64 age group. In 1950 this proportion was 3?%@? The
provortion of the 45~04 male population who paported themselvea
unemployed deersased more in the decade (from 12.37 to Z.4%} than
d1d the percentage unemplg ed for all age groups above 14 combin-
ad (which went down from .11'.?5% to 4.7%).5

63@&%& of New York Department of Labor, Division of
Research and 3tatistics, Ocecupatlional Patterns of
der Workers~1940 and 19 §§ Eﬁaoa» er, 1955),

g%ﬁffmn%ion Ho. B-8%2, De

?Eaa Tebla I, pe 9

8
State of Few York Department of Labor, Publication
Ho« B=82, p. 5B
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The Decomber, 1955 Hew York Department of Labor study
indicates that the number of men 45-or-older employed at the
time of the atudy was 12.537 greater than the mmber working in
1940,

Tho increase, of 384 slnce 1940, in tho number of women
workers over 45 in tho United 5tates is oveon more striking.g

The number of male factory laborers who were 65 or older in

1950 was 857 greator than the numbar working in 1940,




TABLE I
PER CBNT OF SNPLY 5D MEN AND WOMEN IN MAJOR AGE GROUPS
URITED STATES

1@40«1@551J

Age Group

Total sees

14«44 VOEPBessvunasonayn

45«04 YORrY sessassvane

85 and over ;aw&gcﬁfuw4

3ource: Date for 1940 and 1950 are based on the Consuses of
Population. The 1858 date are from U,S. Bureau of

the Census, Current Population Reports: Labor Foroce,

Sories P~57, No. 154, Hay 1955, The 19556 data are
for Aprlil. They are roughly comparable to those for
1940 and 19850,

193¢ate of Hew York Department of Labor, Publication Ko. B-a2 ]
PeBB
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The author includes Table II to illustrate the percent change
in employment Iin major age groups betwesn 1940 and 1950, This alsd
shows the contribution of older sge groups to the total change, by
occupation group and sex in the United 3tates. For example, the
nmumber of aamployed males of all ages (Line 1) was 20,0 percont or
8,760,300 larger in 19250 than in 1940. The age group under 45
contributed 50,2 parcant of this rise, the group 45~84 contributed
40,3 porcent and the group 65 and over 9.5 percent. The mwber of
male farmers (Line 3) fell 16,1 percent or 801,8380,11

One can see from the percentages given that employment is on
the increass. The willingneass of employers to hire and retailn
older people in times of grester industrial activity seams quite

apparent,

11550 Table II, pell




\Laborers. except farm & mine. ccecciiccsiorconnee

TABLE 11 11
Per Cent Change in Employment in Major Age Groups Between 1940 & 1950 and Contribution of Older
Age Groups to the Total Change, by Occupation Group and Sex -- United States "“.
Occupation Group: Per Cent Change in Employment Contribution
Total 14-44 45-64 65 & over 45-64 65 & over
MALE
Total.ccoesvecasoncessasssaseacsese 120.0 +415.5 426.8 439,1 440.3 49.5
Professional, technical & kindred workers........ +42.3 440.9 +45.1 +46. 4 +30.5 +45.2
Farmers & farm managers..cecescoesvecncessasrs =161 <~12,8 -27.6 411.8 -54.6 -8.6
Managers, officials & proprietors, except farm... +34.6 +33,7 +35.8 433.4 443.8 46.3
Clerical & kindred workers..e.ccocvescvessersves $28.8 416,6 +60.9 4111.3 +47.1 49.5
Sales WOrkerB.c.oiecsesssrsscnssssencensanecsses +14.2 +9.5 $20.9 $57.7 +38. 4 14,7
Craftsmen, foremen & kindred workers........... +49.6 45l.6 +43.8 473.8 +32.0 45.6
Operatives & kindred workers....cvoccevesvvsesces ¥35.4 #27.6 456.3  4105.7 +35.4 +5.3
Private household workers....ccevvevevessssveses =37.2 ~52,9 -13.0 +7.6 -10.2 41.4
Service workers, except private household......... 420.9 +4.4 437.9 4$89.4 +61.2 +26.1
mer’r‘&far'mn.«.--io-to.oonoaosioao-. "29'9 "35-9 "9‘5 1'41c7 ‘4.3 +'308
Laborers, except farm & min€....ocvvveceecscsses 9.6 +1.9 422.2 481.7 460.0 425.8
FEMALE
Totalesocoesanescanancacnassensenss +4l.1 +26,8 +91.6  488.5 +44,3 +4.9
Professional, technical & kindred workers........ +30.4 +413.0 488.7 493.0 +606.8 46.2
FW“'&f‘rmmmger“oonoca-o.onocnt.-vus-o *33.4 o '30.6 "'Z?o9 ~-76.4 ~19.7
Managers, officials & proprietors, except farm... +69.6 +66.0 472.9 477.8 +44.7 46,0
Clerical & kindred workers....ccveeveevsveaseaes +81.5 $65.8 $202.5 4$236.2  $26.8 1.6
Sales WOTKerS...cveeoncrcossonsacnccncesseevess 165.8 143.2 +146.7 +234.0 $43.2 +4.7
Craftsmen, foremen & kindred workers........... +108.2+494.3 +4139.4 +143.3 +36.1 +3.5
Operatives & kindred workers...cececesessnsasoss $48.7 #29.3 4138.2 41617 +46.2 +4.2
Private household workers...c.ccoevevcsconcnsseas =32.3 -45,1 -2.8 +28.5 -2.1 4$3.2
Service workers, except private household ........ +56.3 +40.5 +494.7 +118.1 +42.0 46.1
Farm laborers &k foremen....ocoeceececsscsessess +40.1 $18.4 +142.4 4160.0 455.2 46.8
+24.8 $44.9 +132,6 41917 +74.2 49.1
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Sourwe: U.S. Bureau of the Census, U.S. Census of Population: 1950, Vol. II, "Characteristics of the

Population'’, Part1l, United States Summary, Tab ¢ 127; and U.S. Census of Population:

1940, Vol. III, *The Labor Force', Partl, United States Summary, Table 65.

2
State of New York Department of Labor, Publication No. B-82, p. 58.
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De Limitations of Older ‘orkers

The 5Small Business Administration, Yashington D.C. states
that there are certain lirmitations which mist bo kept in mind ir
older workers are to bae best utillized., The three major limitatiwn%
which they list are: (1) Physicel strength (2) Speed (3) Nemory
and Learning ability.13

(1) Physical Strength

Por many yoesrs this ranked high on the list of limiting
factors, However, because induatry today has rore power-opersted
equipment, 1t ia becoming less important to employers as a factor.
This special aquipment now makes what used to be a purely physical
job a lightened task. The bone of contention here 18 that the
older worker cannot atand up as well as a younger worker under
continued exsortion. This has been found to be trus sven when the
work 13 not umisually heavy,.
{(2) Speed

It has long been accgpted that older workers sre scmetimes
rathar slow. Thay canmot keep up well in positions involving mass
wroduction and high aspesed, Jobs in which high pressure sxists
1grally are too much for them to handle and they do much better in

#ituaﬁiona in which 1ittlas or no tension exiasts,

1$§;ﬂen, John, Ce, Utilizing Clder ‘orkers in Small
7, Small Business Administration, (washington
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(3] Memory and Learning Ability

A persons quickness in tho abllity to loarm and a persons
mamory can vary definitely be affscted by his aze., A training
problem that exiasis snd must be realiged in the future utilization
of oldsr workers 1s that this group nmey be somowhat more difficult
to tralin than the youmger worker.

Te Ago Rostrictlions for Certain Ocenpations

It i3 apparent that regardlesa of how pressing the need may
be for the employment of the older worksr that thers are definite
age restrictions which must be recognized. It does not take a
graat atretch of ths imagination to understand that a good risk
for a ateeplejaclkt's job would not ba a sizty-year-old man, A stud#
made of the hiring policies of one hundred companlesl4 asked:
I"Do you have an age 1imlt that appliss o all parmanent positions?®
“ighty péreant stated that they do not have a firm or written
policy-«that age 13 not necessarily the major consideration. The
pther twenty percent had age limits ranging from 40 to &5 ysars.
Some of the ramaris ziven LY res)ondenta to ths Dartnsll
Survaey show goneral attitude to the older worker:

A trucking company sald, "¥e ars rsluctant to hire workers

bver 40." "Our age limit is 85," Robart R. Tobiss, adminilstrative

*partno11 Survey: Hiring Older and Physically Handicapped
mployeea, A Survay of 100 companies, partnell PFlle i-1l
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co-ordinator, Farm Bureau Insurance Company, Lansing, Michigan
replisd. He further stated: "We are usually interested in older
eamployses dus to our nseed for leadership exparlence. Our company
i3 seven years old so we have a very young age level,"

"This ia a matter of individual plant policy and extramely
flexible"~=1ig the opinion of L. J. Durman, director of employee
relations, The Mengel Company, Loulsville, Hentucky.

"our age limit 1s 50-- to make all parsonnel eligible for
ths company retirement plan,” 1s the reason given by Marion L.
Jones, personnal assistant, Iowa {lectriec Light and Power Company.

A survey conducted by American Business magazine, a Dartnsll

publication, showsd that companies that have pension plans with
length of service requirements before workers reach ratirement
age sometimes restrict the hiring age to 5. Thisz 18 with the
proviso that an employes, in writing, acinowledges that he realizod
that he cannot apply for ratirement until he has besn with tho
company around Cifteen ysars. The applicent 18 also asked to
acknowledge whatever the company has set as the retirement age and
agraee willingly to sever his serviecas upon reaching that age.

Age reatrictions must then be narrowsd down for certain occu~
pations. About 227 of the companies of tho Dartnell survey state
that age limits are set on heavier jobs. Tho spokesman for a

Chilcago cosmetle company sald "We do not belie the fact that we
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have prsferred aze ranges for certaln ccoupntions baszed on ths
prasent age of the worlk group involvad.” It was found by Dartnell
that limits range from 30 to 50 yeara.

John Rwing, personnal directe , . . Lay and Company, Inc.,
Chamblee, Gsorgla, stated: "Line production sehployees must not
axcead the age of 30 unlesas actively emplg ed in & sinilar situa-
tion when meking application to our company for emplogrment.”

Fu2e Ropgors, personnal manager, Commerce Truzt Company, Nansas Cit*,
¥issouri, stated, "For overati-n of bookkeeping and IBK proof
machines, older paople do not have the atamina, nor, in the long
run, the praference for this type of work." Age thirty is the
maximam for ths electrical and mechanleal inspectors of the
Tsleavialon Assoclates, Michigen City, Indiana.

Fifty percent of the companies that joined in the exchangs
of experience sald that in the case of administrative employeas
they place an age 1limit on trainses, usuelly 30 to 35 years, A

Ednority reported that they do not employ sxocutives over forty.15
Dartnell then found that there are factors that determine age

frestriction. The following is a Stabulation of the rasponses of

lpxecutives participating in the develosment of this pepopt:lS

Spaptnall Survey iile P-1l,p.2

Brp1d, p.s




Company policy _

Departuent head or supervisor decides
Fersommel department decides

set by ocompany insurancs program

o ranly
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10 per
10 per

3 pep

55 per

cant
cent
cant
cont

cent




CHAPTER IX
EVIDENCEIS OF THPLOYNINT BARRIVAS T0 THE OLUER WORKIR

Ae Some Nanagement Misconceptions of the Clder Worker

Thare are many reasons zlven by employers for not employing
older workers. 3Some of these are greater absenteselsnm, greater
accident rate, old-fashined attitudes, less productivity. The
5mall Business Administration, Washington, D.{l. study presents

definite facts which prove these reasons to be far from accurate,l’
(1) Absentesian
In the survey conducted by tha Small Business Administration

1t was found that the absontee rate decreased consistently as a
peracn bacemes older, This ressarch covered 18,000 employses in
over 100 companies, It was definitely shown that older workers, a%
a group, were not on the joba fewar dayas per year than were the
younger wmrkar.lﬂ

(2) Accldent Hate

Resaarch, of coursge, has been contimious Iin accident rates,

It has been found that employses tend to be more safety conscious
ks they ineresse in age. A lower injury rate is shown, It must,
howeaver, be kept in mind that vhen an older worker does have an

ceident that the period of disabllity tends to be much longer than
F@r the younger worker, 19

IsSmall Business Administration, p.l
181v14

1@Ib1d, Pe?
18
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(3) Productivity
The author finds that 1little rsesesarch has beon done regard-

ing the relationsnlp betwaon productivity and age. It appears
that what has been completed shows that output remainsg about the
same Iin moat individuals through about age 55, About that time
productivity atarts to fall off, The author wishoes bto stress
that 1t rmst be remaembered thet there are stronger individual
differonces within the same age group than vetween different age
groups. In other words, you may {ind many older workers who are
capable of producing more than the average for the younger worker
B0

group.

(4} 0Old=fashioned Attitudes

The Small Business Administration states that it 1a often
thought by management that chronological age should be the maln
consideration in determining the attitudes of a worker, It has
been thought that perhaps more healthy thinking would be in
terms of a "functlonal” age or in other words, the way a worker
regards the duties that he 1a expected to perform. Some individ-
uals could easlly be physiecslly and mentally worn out at 40,
others are still strong, forward looking, and emmpletely "young"
at 75,21
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Interssting attlitudes and practices were reported by the
Tnited Ststes Department of Labor in 1956.,7% (he staff members
reported that from thelr dailly contacts with employers and with
applicanta, they found that tho {following attitudes and prac-
tices on the part of employars ssemed to contridbuts most to the

amploymant problems of older workers:
"a. 0lder worlkers are often lald off and told it

was becsuse of lask of work. Very often they
are not called back, the employer hiring young-
sr workers In their place. This 'shaking-out!?!
process 1g diffiomle to detect in the early
stages, partioularly among applicents from
seasonally slack industries, and is ons of the
complicating fsctors in determining the need
fop and getting the older applicant to accept
special services.

be Too often employers specify unnecessarily high
physical requiremants for the job and hire
younger workers, when the job could just as
woll be handled by an older person, Thus, even
if thers 1s no age dlscrimination, unrealiatic
or uniformly high physical restrictions can be
uged ga block many older workers [rom employ-
mont.’

Ragarding allsgations that older workers lack physlical atame
ina and are less productive than other workers, one office roport-
od:

"Not a single employer in the area reported
having reliable statistical datas or records to
subatantiate nhis experience or opinion in this
rogard. The opinion is doubtless based on

?Zinited states Department of Labor and Bureau of Zmploy~
ment security, Counseling and Placement Services For
Older ‘orkers, loeptember, 1U56), BLS NOe H1bE, pPed
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sound exporience with certain Ilndividusls
but may not justify arbItrary coneclusions
a3 applied to maximum hiring ages.”

"o Tmployers often hesitate to hire an older

worker at a lower skill level and at a
lower pay rate than he had in his last ou~
ployment, even though the applicant ia
intereasted in accepting such employment,
This is an effective barrier to employment
of older workers, since the results of
placement services and personal search for
smployment indicate that almost half of the
older workers who got now jobs had to accept
lower pay.

d, Many employera reaassign their own older work-
ers to jobs requiring leas physical stamina
and refuse to hire older peraons from the
outside on the premise that they are taking
cars of thelr own,

e, Hiring practices with respect to older work-
ers are not always conalstent with offilclally
stated policles, In many casss, while employ-
ers stats officlally that they will hire
qualified workers ragardless of age,; in actusl
practice it 1s 4ifficult to place with them
qualified older parsons,

f. While some employers will hire skilled workers
regardless of age, they prefer youngsr persons
for semi-skilled and unskilled openings.

g+ J‘mong offlce and clerical workers, 1f the am-
ployer has a majority of the group in a certaln
age bracket, he will not usually hire workers
who are older, This 1s particulsrly true in
large firma where ontire sectionas of clerlcal
worxera are batwasn the ages of 18 to 25."

This study then comesa to the conclusion that lack of enlights

ment on the part of amployers ia the most eritical factor in the




22

older individual {inding discrimination 1in employment. Imployers
have not been adequately shown how full smploymont can lower taxedq,
produce sales, nmove goods, and generally, promote an expending
economy without which thelr own suwrvival 1s as precarious as that
of the older workers whom they continually baat away from their
doorl
The Bureau of Dmployment Zecurity study lists attitudes and
practices on the part of the older worker himself which do not ald
his obtaining employment. It would not bs falr to make it appear
as 1f employers are solely responsible for the older worker find-
ing 1t difficult to obtain employment. It has been found that
sometimes he 13 his own worst enemy. The United States Departmenty
of Labor study lists seven "bad" habits of the older interviewce
for a positian.ga They aret?
“a, He too often has a dsfeatist attitude, and
therafore, cannot impress an employer favop-
ably.
b« Too many older workers sense that they are
slowing down and are too prone to tslk about
1t when belng interviewed by employers. On
the other hand, some cover up their physical
shortcomings to their disadventage in find-
Ing a sultsebls new job or in getting correc-

tive services whioh would enhance their em-
ployability.

25
Ib;,gp Petbd
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¢e Older workeras with lengthy work experiencs
with one amployer do not mow how to go
about looking for a job when out of work
and lack salesmanship,

d. HMany older workers dlslilke to accept a
change in occupation, industry, or even
place of emplowyment even though there are
fow or no openings in their previous type
of worlk.

9., Many older workers lack a realistic svalua-
tion of their own limitations., They tend
to make unrealistic demends as %o wages,
location, work conditions, and the like.

£+ Many older workers have a sense of porsonal
pride, and this prestige factor operates to
provent them from taking work of lesser askill
or paying lower wages,

g+ Some older workers, on the other hand, tend
to undersell themselves and {all to impress
employers favorably."

One interviewsr summerizasd his expsrience with regard to

negative attitudes most adequataly:

"They fear the adventurs of a new job, They
want a job, but not a new job, They want

the one they were laid off from., That is,

the job with the familier faces and routines,.
They could be happler on the 0ld job. The
thought of a new job with strange faces,
strange routlines, not knowing where they atand,
frightens them. As a defense againast this
frightening experience, they are almost happy
when no referral is avallable. If one is
avallable, they offer many and sundry excusas
a8 to why they shouldn't go on the new jdb,
Although this condition exists more frequently
in thoae over 60, the compestitive spirit seems
to be gone among many of them and the gzar of
ths unknown 1s almost insurmountadble.”

;;}21
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CHAPTER III
PURTHER HVIDENCES OF DISCRIKINATION

A. Hiring, Retention and Job Termination Problems

l« Hiring - - Management has improved its attitude in the
last fifteen years in realizing that the older worker is not
"useless". However, the older worker still has more difficulty
than a younger man in finding a new position once they are unem-
ployeds The older worker, it seems, fills the need whan companies
face local manpower shortages, or when a company ls axpanding.zs
It must be remombsrsd that the hiring of new employses is
mainly a prerogative of management. It was found by the Bureau
of Labor Statlstics In a 1958 study of 1,687 major agreements,
covaring workers, that the right of management to establish hiring
policies--~to set an age limit 1f 1t so chooses-~has not been alterd
ad materially by union agreement. The following 1a an example of
a union agreement which best illustrates this polnts
"The right to hire, promote, transfer, discharge, or

discipline, and to maintain discipline and efficlen-
ey of employ ees and the orderly operation of its
plants is ths sole responsibllity of the company,
subject to provisions of this agreement, In addi~
tion, the products tc be manufactured, the sched~
ules of produetion, the methods and processes or
means of manufacturing, the direction of the work-
ing force, including its composition and number,

are solely and exclusively ths responsibility of
the compeany."

QSUnitad States Department of Labor and Bureau of Labor

Statistics, Older Workers Inder Collectlive Bargalning,
Part I, (September, 1956), Bullefin NO. L199-1, D5
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This does not mean that unions do not Influsnce decisiona.
The Buresau of Labor idtatistica study showed that out of the
1,337 sgroements, however, that only 76 showed provisions that
required or encouraged the hiring of older workers,

There are certain types of clausaes included in agreoments
which protect the older worker:

Ratio Clauses speciflcally required the employer to hirs

older workers. 5Such a clause provides that a certain ratic of
the work force must Le mwen who have rasched middla-age.

Wage Adjustment and Traensfer (lsuses are someitimes utilized

in union agreements to make apeclal wage concessions to influence
anployers to place older men, Of course, thess clauses are nob
limited to hiring situations., They alaso refer to workers who
have grown old while employed by & company.

The study by the Bureau of Labor Statistics found that a
mmber of agraesnents bore evidence that both management and the
union at least attampted to eliminate age limits in hiring or dis-
erimination against applicants on the basls of age alone. This
type of clouse was found in 26 of the 1,587 agrﬁemaﬁta studied by
the Bureau.

Righteen clauses were found which stipulated a ban on maximum
hiring ages. These companies agread that there would be no set
maximum age limit in hiring. Ten agresments with this type of
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clauso wore negotiated by the International Assoclation of
HMachinists. 3even of them were In the “est Coast aireraft indus-
try. Gensral statemants were found in other agreements that age
would not be used as a factor in discriminating against an appli-
cant,

Jenerally the apgrasnments did not sugrest a specific hiring
sge. inlons and management do not agres, on a formal basias, to
restrict workers beyond a certain age {rom obtalning employment
with a company. However, specific age 1limits are oftentimes in-
corporated into clauses defining entrince resuirements for a
speclfic job, This i3 especially trus for apprenticeship.

Hedical examinations for new employees are often an integral
part of hiring procedure. This was found by the Buresu to be a
definite right of manngement and that management would be the
sole judge as to an applloant's physical fitness. “ubt of the
1,887 agresments studled only six agreementa contained clear
understanding that there would be strict nrohibition of physieal
axaminations. Interestingly enough, 8ll of these were found to
contalin no~age~limit cleuses.

Prentice~iall in 1956 found through a Personnel and Practices

study that only about one out of every four smployers polled plsce
any age colling on the recruiting of new smployess. This

"ealling” seemed to be moat common amorng employers having 500 to
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1,000 employoes. Age limitations varied from 40 to 55 for manual
workera, and 45 to 60 for white collar workers, <6

£, Hetention -~ - Job, wage, and health protection is neodw
8d to provide the older worker with the opportunlty of adding
years to his working life. Also to aid him in maintaining his
officioncys, This protaction 1s, of course, avallable to young
and older workers alike. Ilowevar, many provisions in union
contracts are of special importance to the older worker in this
respect.

W@ now have the almost universal practice of providing for
paid vacations and paid holidays, the two-day weekend, the deter-
rant affects of premium-pay requirements for the scheduling of
overtime, weskend and hollday work to reducs the number of con-
secutive working days and,consequently, to help combat fatigue.
Pald reat period, pald allowances for wash-up and olothes-chang~

ing are also factors which seem to reduce dally working pres-
sures., The author wishes to stress at this point that under no
circumatances are these practlces resatrictaed to workers who fall

undar collective bargaining agrooments,

28

See Table III, p.28




28

TABLET IIT

PERCHNTAGY OF COMPANIES wWITHIN VARIOUS SIZE GROUPS ?Eé$
PLACT AGE CRILING3 ON THY RECRUITING OF KEW WORKERS®

3125 OF COWMPANY PLANT WORKIRS QFTICHE WORKEAS
HUMBER OF
EMPLOYITS Wale Female ¥ale Female
1 60 BOOcasscsncssvene 24 14% 4% 367
BOL £0 130000 cenvenes 44 45 53 55
OVor 1,000usescsescses 23 20 23 26

¥otat The P~H article does not dlsclose the slze of
the sasmple, The author includes 1%, however,
for 1ts interest valuea,

2$P~ﬁ Survey: Peraonnel and Fractices Report, P231, p.298
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Howaver, 1t must be grantad that collective bargaining agree-
ments agparently havs provided mumerous types of wage and job
protection for the older worker. DMiscrimination boecause of age
is oliminanted when egreemaents state that the setting of rates will
bs based on the job snd not on the basis of age.aﬁ

‘ihen an employer finds that a worker who is already in hie
employ 1s starting to slow down and cannot kesp pace with his
job-~very often he wonders whether he should fire hiu or ignors it
and make the most of a bad sltuation, Neither, the Bureau of
Labor Statisties polints out, 1ls necessary, Usually the first one
to realize that h2 can no longer keeop up the pace is the worker
himself, “mployers should then realize that the older worker
would prefer to accepi a less damanﬂing Jobe This might well be
at reduced pay, rather than to continue at a poor atandard of per-
formence. It can well be appreciated that tho worker would prefer
& cut in reszponaibility and salary rather than be cut off" complete-
ly. The Buresu proposes a straight forward approach on the part
of the emplover: a suggestion that he might be batter off with
some adjustment., That would certalnly help a valuable and loyal
employee as well 2s helping the overall productivity of the plant?ﬁ

*ganeyarﬁmant of Labor and Burean of Labor 3tatistics,

Publication Ko, 1198-1, p.ld
EQIbid, pPe2l
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It 13 suggested by the Small Business Adminlsstration that
there are four possiblilities lor management to consider when they
ara faced with an older worker in their amploy:so (1) Reasaigne
ment, (2) Reduction of Job dutles, (3) Part~time work, and (4)
Utilizatlon in a reserve~labor pool.

Reassignment and raduction of job duties has slready been
discussed by the suthor. Part-time work has been found by some
companies to bes a great ald to tha older worker, Usually the
older worker maintains the same job, but works fewer hours and
aceopts a smaller take~-home pavy. In a reserva~labor pool situs-
tlon the older workers are shifted around to meet certasin nesds.
These might be anything from rush hours to £11lling in for
regulars who are sick or on vacation.

3« Job Termination - = Older worlers leave their jobs for

many reasons. These may be voluntary or involuntary. Theay may
leave to take another jJjob, thoy may retire, or they may be sick
or unable to work. There might be a lay-off involved, this could
ba with the expectation of being ¢alled back when business "pleks
up again". However, thers ia the very unfortunate situatimn of
lay-off through no fault of the older worker on a permanent
basis.ﬁl This 18 wheore definite diserimination rears 1ts ugly
head,

Orp1a, p.o7
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Tflective collsctive barzaining has alded in the slimination
of thla practice by coertaln smployers. 7Txcept in the case of the
oldar workor who qults, union end managesent agresments have been
designed to proteet the worker from (1) arbitrary asction, (2) to
cushion the worker and his dependsnts, and {(2) to srovids for an
ordarly and more secure ratiramanﬁ;gz

There are provisions which define the reasons for which an
employse can bs dismissed, Agreoments do not permit dischargse
for remsons of age alone. They ars inserted to stop arbitrary
and diseriminatory action on the part of the employsr. Unlons
regard the increasingly appearance of these clauses in agreements
a3 one of their bizgest achlsvements. Thoy realize that these
safeguards would be almost useless if there were no provisions
for protesting or appealing discharges--to an arbitrator. The
Bureau of Labor Statistles found that most agreements establish
definite procedures through which grievances may be resolvad,

A worlker (older or otherwise) who is being discﬁarg&ﬁ may
the apreement. Or, the union may act for the worker,

The burden of proof seoms to ba the responaibility of the
employer, He mast prove to the union representatives or the
arbitrator that an smployee was dischargzed properly under definitd

terma of thas contract.

m .
*2Iv1d, Pe 88
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B. Hatirement, Pansion, and Insurance Problems

1. GHetirement - - Some companies actually would like to usze

more older workers, but they feel that = definite pollcy regasrd-
ing then is almoat Imposaible to administor. Prograss in this
regard has been slow bacause they 3till wonder, "How can we
arrange to continus to use the older worker who 1s capable, and
a2t1ll retirs thoze who are not phyalcally able to kesp up as they
should?" It is suggpested by the Small Business Adminlatration
that one solution would depend upon setting a specific time for
the ratirement of all workers. It states that a formal break is
naeded Firat. After this ia accomplished then a company could

- ra=smploy secleacted workers as new, temporary employees., The ad-
vantaze of the "temporary” classlification would be that re-empley o
ad older workers do nobt contimie Lo reesivae seniority rishts,
Thma, such a retirement program would sllow the company to contind
ue t0 use experisnced, capable employses, By the same token, it
would allow a company %o reduce the cost of its pansiom plan'33
Most companies 4o not provide reatirement ivileges as long as &
worker is on the activa payroll, Actually, in many instances, the
utilization of older workera can save thousands of dollars sach

year, The law now allows a parson under 72 to earn up to

2400,00 a year and still be eligible for Social Security Bonefitsl

Egﬁmall Business Administration, p. 4
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2, Penslon - - Approximately 13 million workers in the
Tmited States ara covarsed by private panslon programs . that
supplement the survivors'! insurance and oldeage programs of the

Faderal gavarnmant,ﬁé

thus piving older people greater economie
security on retirement. It has bean found that about 80 percent
are participants under a collectivs bargaining situation.
Howevaer, pension plans also pose problems for the older
worker. ‘Whan he sesks a job the company's pension plan often is
an obstacle to his employment bscause a hiring-ags 1limitation,
based on pension coat conaslderations, 13 in force. If he is
fortunate enough to obtain a position, he mey find that he may
not be sble to work long snough to obtain full benefits, Pen-
alons mizht also forece a worker to retirs who may not ba finan-
c1ally or psychologlcally ready for ratlremaut.$5
A possible aolution 1s suggaested by the Small Business Ad-
ministration. If a penslon plan 13 sat up 80 that a worker with
twenty ysars! gservice can ratire at 65 years-of-age-~then one vho
has been with the company for 10 years may obtain 10/20th or half

ths full p@nsinn.gé

Eéﬂniteﬁ States Department of Labor and Bureau of iLabor

Statisties, Older liorkers Under Collective Bargsaining,
Part II, (October, 1956), Dulletin 1Os 1109~%s Ps

351y 4. - -~
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%, JInsurangs - - 3oms companies seem to think that older

workers increase thelir insurance rates. It has been found, how-
avar, that Insurance companies do not take ags into conslderatim
as a sole factor in setiling group insurance ratas.ﬁv e Bureaun
of Labor Statlistics has fownd that the trsatment of workera
under health and insurance plans 1s zanarally not differentiated
on the basias of apge. Howaver, some nlans have charactoeristies
which do not faver ths still active older woriher, or the rotired
worker. Oftontimes the older worker faces restrictions which
prohibit him from receiving bonafits. Also bsnefits are disecon-
tinued at certalin ages. Bansfits have bsan found to bs reduced
bacause of sging during the course of employment. 3uch restric-
tions the Burean polnts out alfecting omploysad older workers are
not comnton, However, many plans have falled to provids adeguate
coverage upon retirement! raducing the levoel of benefits, discone
tinuing dependental coverage, or passing the burden of cost from
tha amployer to the retired worker, who 13 permitted, howaver, to

contimie his group rate partlcipation.

Department of Labor and Bureau of Labor 3tatistics,
Bulletin Yo. 1198-2, p.d




CHAPT™R IV
DIGCAINIHATION AZ EXPERI HCED DY OLOER WORERERS

5s A Survey of Uno-Fundraed mployees (male) of The Kans Service,
ThTcago, i11fnols

An attenpt was mado by the author to probs possible evidenco$
of diserimination met by these men %Yefors they came Into the
employ of The Kane Jervice at 45-yeara-of-age. Seventy-one men
out of the hundred approached by a malled questionnalre respond-
od,

Pifty-three out of the seventy-one respondents stated that
they definitely thought that employers prefer to hire younger
men, Fourtesn statad that they thought this was not always true.
38

Pour had no comment.,

l. Zmployers seem to prefer to hire younger men - - The

four major reasons that suployers prefer to hire younger men

sccording to fifty-thres positive respondents to Question 9 are:

gy Thelir health iz probably bettsr.

b. They ara not as experienced, and thereforse
do not have to be pald as much.

¢. Better work 1s expectoed of youngor workers,

d. A company can usually count on & longer perlod
of employment from a younger worker,

The four minor choices by the fifty-three favorable re-
spondents are:

8. Younger men are bstter educated and have more
to offer a company in this reapect,

b, Younger men seam to be able to learn a Job more
quickly and the trsining period 18 not so costly.

ce There i3 no insurance or pension problem connecte
ed with hiring the younger woprker.

ds It depends upon the type of employment,

383508 Table IV, pe38, 37 35




TABLT IV

DO YOU THINY THAT THPLOYERS PAUFTR TO RIX YOUNGER N, AND WEHY?

YES :
wlﬂd"ttoaallclﬁﬁtil-‘tatnlc&taQ-altuﬁbiueuu&ﬁwusﬁ-ototto 5&5

}ggtil'loi‘l.ﬁ.‘ulk“'ﬂ‘l‘ni'*ilﬂ’f‘i‘.‘:ﬂi‘ﬁQ!‘**"Q““‘ﬁ"‘ 14’

NO ?\Eiﬁ'ﬁf&:ﬂtﬁ‘li‘ﬁﬁ#'hrﬁltﬂwita&l’ttﬂwtﬁittcaﬂ"i'itklinill!Q é
TOTAL: 71
A SUGGUSTED RBASOES: ("Yes" Respondents)  ORDIR OF CHUICH
lst 2nd 3rd 4th %Tu@ﬁi

Their health 1s probably betiter ..eessee 20 15 11 2 48
They are not as experienced and theare-

fors do not have to be paid as mich sase 13 3 11 8 35
Younger men are mora educated and have

more Lo offer a company in this respset . 5 4 8 8 23
Younger man seem to be able to learn a

Job more quickly and the tralining

period 13 not 80 CO3LLY sevcsernessovssas L 10 ] 7 21

TOTALS 127
B, WRITE-IN HEA3OHS:
Bettor work 1la expscted of younger workers ..seesss 29
A company can usually count on a longer pariod
of employment from & yOungor WOrker' sesveressssnrons 23

There are no Insurance or panslon problems
connactad with hiring the youngor worker ssssesess 12

Depends upon typo of employment seeessvsssssrveens 5
Ce KO ABALDH STATRD: e e ey  ryryrymmmmmnr 186
#POTAL 88

# Taeh of the 53 men who rosponded "yes" were respmsible for foun|
responses. The total response would bs 212, Categorios A-B-C
total 212 responses.
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TaBLy IV (COilINUED )

ORDER OF CHOIGE

A. BUGGESTED REZASONS (“No" Respondents)
lst Snd 3rd 4th 5th  6th JUTAL

ADLILITY vovnnvesvssnsnccccssene 9 0 0 4 1 0 14
Appesrance® ssesseseessossssnsss O 2 2 2 & ¢ 14
HOAlth sevescnscacrssssnoncnans 2 c 2 3 4 3 14
Pagt Work Record secveessnsenne D 3 3 2 1 0 14
Honesty and Integrley eesevnesse 1 2 6 3 2 0 4
EQucatlon essesnsncccvocnopenne 2 3 1l 2 2 4 14

#TOTAL G4

#Each of the 14 men who responded "no" were rasponsible for six
responsas, or total responss of B4,
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2+ Ags has no bearing on whether or not a man iz hired - -

I oy

Fourtesn respondents thought that ape had no bhesring on hiring
and rated the factors llsted In Jueation 10 on the questionnaire

as almost equally important.

Je Hno, or what causes the most discrimination against the

"over-45" worker? -~ -~ It would appear from the seventy-ons ro-

spondents to Juestion 12 that thers are thres causes of discrin-

ination that they considered major:sg

ae Faplse propoganda ahout older workers aceepted
as true by management,

e Trend of the times.

c. Tounger employess.

Pour areas of diserimination that appearsd to them to be

wminor ara:éa

as, Personallity factor of each individual superlor,
b, Mlddle Nanagement.

ee Top Fxecutlves.

d« DBosases,

Hany of the gseventy-one reapondents listed reasona as to vhy
they thought thay were discriminated against, For example:

"Voung employess think that an c¢lder man is too slow,

Bossea are led to bellieve that an older man cannot

think or move fast enough.”

"Iyeryone is inclined to believe that older folks cane
not kesp up with the yownger workeras,”

“Insurance compsnies definitely frown upon companies
hiring older men.,"

3939@ Table V, p. 39

14
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TABLE V

WHO, OR WHAT CAUSES THE MOST DISCRIMINATIUN AGAINST
THE OVIR=-45 WORKER?

oD OF CHOTOR

CHOICEHS Ist Znd Zrd  AEH 3
TOTAL
A, S3UGHTETED RBASONS:
Younger employoeos ss.seees 25 20 2 10 B5
Top ex2cubives suiceservensns 8 6 11 17 40
BOSEBOS susnsnvocvonssonsss 4 2 14 9 29
¥lddle managemont ..evssse 8 10 5 1 25
#POTAL 148

Be WRITH-IN GBASORS:

Personality factor of each

infiividual $HP$P10P LN NSRBI ORI BN RN 12
Trond of the TimMes c.evsssesvcrscssnsne 58
False propoganda about older

workers accepted by superliors,.ciseses 45

c*’ }‘;{3 szﬂxm% LA R A E R R R ANER SR NS RE NN 43

*TOTAL 136

“Zach of the 71 respondents were responsibles for four responses,
The total responses are 284, Categoriez A-B-( total 284 responsesd
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“Many companies think they can get more work ot of
a younger man,"

"Inasmich as an older person usually holds a higher
offices op position--the younger employes would pro-
fer to 11l hls shoes and leave the older worker
without employment,”

"Hany companies want to hire younger men so they can
be trained to their way of thinking.”

"It is thought that younger men have more eunergy in
the syes of management.

"Meanagement does not belleve that an older man can
keep up with today's progress.”

"They look at the older man with two strikes on him
already. They probably havse had experiencs with
several bad apples end figure all older people are
poor risks.”

”?ﬁung r pecple fasl that the 31%ér worker has more
exporience than they do and are atagy ng them from
moving shead,”

"Older people can't get jobs because it increases
Ingurance costs for a company,”

"Younger pecople fear the practisal ¥nowledge and
8k11ll held by older workers,"

"Younger employses do not realize that experience
1a sequired through the years and resont older
peopls baoause they have it,"

"Too many people think that older peopls are set in
their ways when thig definitely is not trus."

"The younger emply ee always 1s quick to agree with
his boss, The older peraon sometimes has more
Imowledge than his foreman or bosses',

"Younger men can be hired more cheaply and they can
train them according to the way they want things done."
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"Fmployers sesem to think that older workers are
great injury risks,”

"The younger smployee resents the older employee
for he feels and belleves that hils elder has more
exparience and will cheat him out of sdvencement.”

"When employers can ba choosey--when there 1s a
1?@ af“men availsble~~they will take younger men
first.

4., Do you consider yourselfl as reliable and efflcient a

Norker ag you were at 25 years~ofe-aga? - - Twenty-seven of the 71
respondents think that they are just as relliasble as they were asg
& young men {Juestion 11), Two thoupht this qm&hﬁ.ﬂn&bla.él The
two respondents that questionsd thelr reliabllity were on the
basis of health.

TABLE VI

DO YOU CONSIDER YOURSELF AS HELIABLE AND SFPICIENT
& WORKER A3 YOU WiRE AT 25 YEARSOF-AGH? :

CHQICE SUHBER OF QAWSPONDENTS
Just 83 rellable seesrnresassrcnsnrsasenne 27
Horoe reliable sessessrsnsassssnsrarassenne ) 42
2003tionable sesercrrersratssonsncrronsnes 2
TOTALs: 71

413&@ Table VI, pe 41
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3ome of the reasons stated for the opinion that they are
now more raliable are:

A man 45 years-of-age or older is mors dependabls
because he has become mors experienced in hisz line
of work. He had overcome previous mistakes and
poor judgements. He haas & rmch greater sense of
what his employer expects from him and is more
prong to being patient.”

"Older men are early-risers. They are more produc-
tive, more settlad, and don'h have as many home
problems as a younger man.

"yore settled and reliable.”

"A man 45 years-ofwags reallzes that he 12 getting
older and has to settle down, or he 1s out.”

"An older worker has the interests of the cormpany
in mind."

"At this age one has more integrity. He has a
senas of r@apanaibility to management, the product,
and the customer,'

"Reliability is incrsased because a worker at this
age wants to work, and good work improves his chances
of being retained,"

“"There 18 a tendency at this age to show more interest
in work amd seeing that a job 1s well done."

"At this age tha fesling that & cospany owes you &
living 13 not es strong as when younger,"

"dore relliable hacause s man at this age 18 a much
gafler worker., He does not take so many chancas,
He does not require as mach supervision on the job."

A man of 45 has more responaibilities than a younger
moan usually. He cannot afford to take time off. He
cannot afford to have an 'easy-come, sasy-go' ate
titude. He trieas to do evervthing to tho best of
hia ability.”
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ore reliable because aen older worker will not
loat from ons Job to another.”

man over 45 13 more sincere, depsndable, and
araful. "

“The older person is more prona to understand the

by

act that 1s 2 company does not make profit that

he will not have a Job.®

"Hore stable, takes less time off, and takes great
pride Iin performing his duties well.™

“H
b o

"Hore apt at this age to use common sense and good

ore experlence, more setiled, more reserved, less
owdy, and less argumentative,.,”

Judgment towards any problem.”

"More dependable now, and a company can use theip

@

"a

xperience to advantage in mumerous ways."

t this age you are more settled, more apt to

worlkk as a team, more prone to united affort.”

?%g
t

men at this age is less apt to change jobs, snd
akes a much greater intorest and pride in his

worlk,"

5.
stoms?
to the

R

b.

Cw

h

saomed

from what do you bslisve that complete job satfafaction

- = The three major csuses for job satisfaction, according
- 42
seventy-one respondents to Question 7 ars:
security.
Cooperation from & company.
Advancement,

e reasona suggested by the author in the questionnaire

to bs minor to ths vaspondants*ﬁg

4%

435

Sae Table VII, p. 45
Ibid
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6. rast work record of respondsnts - -~ It was found

through response to Juestion & that farty~seven of the men left
their longest peariod of employment after reaching the age of
farty~one'@é It was imposaible for the author to tabulate any
common reasons for leaving the Job. The suggestod reasms and
the write~in roasons were many and varisd. "Self-bettsrment
financtially" rated high, but wes not seleoted by a high percent-
age of the respondents. Twenty-one of the respondents had leas
than ten years of seniority on the position they held before
reaching the age of 45. dightesn had twwnbyéplua yonra of
senlority,

Regarding their shortast period of employment {(mestion 5)
bafors reaching the age of 45, thirty-six stated that they stay-
ed at a Job for only one year, Three listed ten ysars-plus em-

plovment.

44
500 Table VIII, p. 48
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TABLE VII

FROM WHAT DO YUU BILINVE COMPLITE JUB SATISPACTION STHEMS?

ORUnR UFTTROTUY

REASUNS Ist 2nd Srd 4th bth

' #TOTAL
As. Suggested HReasons:
How much money one earns ... 18 7 11 3 2 41
How many hours one has to
WOrY DOT WOOK sssssnssevvune 1 7 4 11 & 20
A group of friendly people
to work with AR ARSI RO RN 18 @ 11 7 7 52
A boss who "sticks up" for
his MO sevessvscarssanseess 7 13 5] 5 4 3B
Good company boneafits seeeee 6 13 8 4 11 42

+TOTAL 199

Be Write-in Reasons:
Cooperation from & COMPANY ssescvsssvsns  OF
Advancamont ss.evsecssvrsvsrosssnrscscsase CO
Sec‘m?ity anessensssessansnenvasurserrsnnvs O
The desire o WOrK sesscsssescssnessvease 5 4
Interesting work sesvcsnesvsesernsvances 18
Ce No Heason 3tated: sassnearseraonens 45

#TOTAL 158
#7ach of the 71 men were responsible for 5 responses, The total

responss would bas 355, Categories A-B-C totsl 355 responses,




46

TABLE VIIX

AT WHAT AGY DID YOU LEAVE YOUR LORGEST rERIOD OP
BRPLUYHENT BEFORE REACHING THE AGE OF 457

AGE RESPONDENTS
28’02* BEOER R ERUBRR S R E S S LR RS RBERNEP RS ED TR Q
26-29 Z R R R R S R R R PR YRS RN R R 1
B0mdD cansvnevesrsncssnssnesnbonssonssnenaonsy 18
41-45 X E R A Y R R E E R E R A N R R SN R R R R R R 47
Did not answer quastion ceisvsnssvsvrscvscanne 7
A Sl Sy et

TOPALS 71




47

Lay-off rated high, but agalin was not chosen by a high percentage
of the respondents. "Wageas too low” also was hipgh, but not by a
large percentags of the respondents,

7« Fhat do you feal pravented your obtalning employment

after you reached the age of 457 - ~ Most respondents felt that a

man could get a Job at this age if he wss willing to accept
certaln concessiona. (QJuestion 18), It was feolt that many oclder
men are applying for Joba that they know themselves they have no
chance of getting becsuse they are no longer qualifiasd.

The concenszus was that many older men glve wp too quickly
when applying for work. The respondents indlcated that what one
has to do 1s:

as Heallze what you are capable of doing.

b. Be satisfied that perhaps you cannot earn the

higher salary of a younger man.

c. Be willing to consider off-locations and off-
houra.

d. Plug experience and don't apologizs for age,

8, Be confldent when avplying.

Wost reapondents stated that the only thing that really
stopped them from cbtalning employment wss personnal policies and
practices that had set-hiring rules. Some of the statemsnts by
respondenta regarding this are:

"Sometimes you apply for & job, but even though you

Imow you ¢sn handle the job, you are told you are
too old,"
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"Wy experilence of sixteen ysars meant nothing shen
I applied for jobs--tha first question and the last
questlion always was 'ilow old are you'?"

"T was told that [ was qualified, but most employses

wore 30 to 35 years old and they thought that an

older person would not it in."

The author could give many more such examples of atatement
from the respondenta, They all come to the same conclusiom!

"Jobs would ba easy to get 1f employers would just
hire on the basis of abllity and not agel"




CHAPTIR V
THE UNSOUNDNESsS OF DISCHIMINATION

Ae Assets of Older Workers

The 7., Se. Chamber ol Commorce and the National Association
of Hanufacturers found through & 1858 survey that there is leas
turnover among older workers than among the younger element, 0Old«
or workers are more inclined to hold on to thelr jobs once they
have them. Attltude surveys have shown that the older worvker
tends to be more satisfied with his job, They ars more appre-
clative of what is being dons for them, and are less ﬁomanding;*a

The Bureau of Labor 3tastisties reports that workers under 20
years~of=age are gbaent almost ¢ days out of every 100, The 45=-
and-ovar group were found to be absent only three days out of
avery 100.46

According to the Small Susliness Administration older workers
excel In Insight, Jjudgment, etc. Greater expsrience on their
jobs, and in adjusting themaelves to their industrlial surroundings
is a dlstinet advantage of the older worker. A broader lnowledge
allows them Yo be more positive in handling assigrments. It 1is
obvious that these abillities do, in many instances, cantinue to
improve with age and experioence,

The Depariment of Labor points out that the older worker is

more painstakting and aceurate. What he lacks in speod is compen~

&
4 Small Business Adminlstration, p. 8

46
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sated for by thess attributes. Oftontlmes gquality 13 wore im-
portant than quantity. Patlience and mature judgment is then in-
valnable,

A Bureau of Labor S3tatigtics study showa that older workers
tond to take fewsr rlsksi they are more carsfl., Comparative

accldent rates have substantiatsd this. Hecords show that orer-45

workers have less than the average number of disabling injuries.
The highest frequency rate in the non-disabling injuries ia in the
younger age grouping of 25-22. The lowest i3 in ths 70-74 age
bracket.4”

Prentice~Hall in a 1958 study found that the older employee
that knows well hils dutiss and responsibilities very oftsn is

found te need considerably less mupervision than ctﬁara;éﬁ that

the older worker actually works best with little supervision, or
in small groups. Continual supervision can bs expensive, and this
quality certalnly stands out significantly in favor of the older
groups

The 5mall Business Administration polints out that industrial
physicians have suppestad that older persons usually have greater

emotional balance. They have achlieved a realistic acceptance of

what they can or cannot do. World War II brought this fact clearly

to mind,

*7ﬂniteé States Department of Labor and Bureau of Labor

48p-1 ) e P 2QT

Statistlcs, Job W gnd Age® A Study in Measure-
ment, (uaptambar, 1956 Bullatin ﬁa. 1203. pas 40
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Companles found that the older worker during this natlonal
amergency stepped into the place of the younger worker most
adoquately and holped produce the desperately noeded equioment and
supplies. The abllity of the older worker stood out at this time.
e ond of tho conflict saw 3/4 of a million workers who wore
eligivble to retire. This group was stlll holding the fort --
serving thelr ocowpanies 1i a uanner beyond reproach,

Be How The Qlder Worker Zaprforms

Daritnsll in a survey of 100 companies, regarding hiring older
employvees, found that there were very fow derogatory remarks by
amployers concerning the parformance of older workers, 3ixty pope
cent daseribed the work of oldsters as "good"”, Thirty percent
responded "excellent”, and only five percent statead “fair”tég The
remaining five percent anawored wlth such statements =as the

following:

V. #. Helay, perasonnel manager, First Bancredit GCorp.,
P dinnesota

“"Our exporlience has been good. Generally speaking,
the older employees have had wonderful attendsnce
records. They have been steady and loyal employees”,

Dick H. Younz, partner, Young Heating Co., i‘aterloo,

QWA

e have four men over 65 who have been rotired from
larger companies. They are men who have always been
busy and want to continue producing. They arse very
roliable employeas.”

QQDartnall 3urvey, p. 4
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Compaensation consultant, name wlihheld

"wg do not have any ago restrictions on hiring. I
imagine we are gullty of the same kind of uwnconw
acious discrimination that many others share. If
wo faced choosing betwesn two persons of squal
gqualifleations, we would tond to hire the younger
parson, This tendency is probably more pronownced
in the case of men.”

rersonnel manager, rotall store

‘Yo have one secretary 47 and one 52, Both are
vory efficlent., If amploying a new secretary,
however, wo gslect ons under 30. One baokisep~
er 13 48 years of ags, has been with us 26 years
and 1s very efflclent. If hiring a new one, we
wouldntt hire one over 40.,”

C. Comparison With Younger Yorkers

The concensus 18 clesrly, from the Dartnell Survey, that the
older worker is as good--or batter--than a younger worker.
Frentice-Hall surveyed a cross section of concerns ranging in size
from 100 to 50,000 amployees. The overwhelming majorlty thought
that older workers ars supsrlior to their junlors in such things
as loyalty to smployer, turn-over, dependabllity, etce Other
areas asuch as quality oflwark in clericsl Jobs, and morals, also
showed that a majorlty of amploysrs prafarraed the older workar.
Une important area prefers the younger workesr, and that was in
rospoct to the volume of manmal work, However, 1t was found that
most personnal men bslieve that ths quality of manmual work by the

older worier was 83 good or better than that of the younger graug?

0 , ,
P=H1 Survay, Peraonnel and Practices Raport, PE31, p. 298
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The author includes Table IX, copyrighted in 1956 by
Prontico-Hall to 1llustrats emnloyer oninion of older ﬁurkara
comparaed with youngsr workers in frportant Job characteristics.
This Table does show Iavorabla ratings for the older workar, and

gspeclially of thsir ablility to mest job raquiramentsysl

51
Sae Table IX, ». 54
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TABLE IX

P-I SURVEY OF JOB CHARACTSRISTION OF QLDER Wﬁﬁﬁﬁﬂﬁga
Compared to Younger “orkers
Seme Less Greater

1. Werk volume (clerical JoD)eevsss A 123 28%
2. tork volume (manual JOD)essssses 3B 53 g
3. VYiork quality (clerical jobjsseee 45 3 82
4, Vorlk quality (mamual Job}esasvese 50 9 41
5« Gotting along with othors sesses 62 13 25
s Absenteelsm (due to 1llness) ... &1 35 g
7+ Absenteelism {ﬁ@llbﬂl‘ﬂtﬁ sessenes 17 79 4
B8« Accldents {on the 30?9} sanseanne 44 46 10
9. Tecovery time {on-the- job

Indurlesd) cevesvennsnscvaronsoes o2 14 54
10, Loatoness evveovensasnssvssssssvs OO . 68 2
1l TUPNOVOY sasemvvasnnssssssncneas 15 84 1
12+ Company 1oyalty secenssnsstancesse OF 2 68
130 HOralo secceorsesssressvnrasvnss o0 9 55
14, Acceptance of now 14688 seeveses 46 49 5
15, Submitting 2ugrestion® cesssnsee 49 35 15
16+« Geaneral dopmxdability vessesnrne L4 O 76
17. Heed for 8!1])@1"?’1310!1 sesnvansnse 42 38 20

Source; Pvagtiea-ﬂnll. Porsonnel and Practicesa Repopt,
Py B3 ‘
S5ize of sample not indleated.

e
=4 Survey, Personnsl and Practices Report, P281, p. 287




CHAPTER VI
SUBNARY AND CCHCLUSIONR

Tmployment practices have seemingly falled to adjust to
alarming population changes. Individuals who find themselves
unsmployed as they grow older are in an ever-mors unfavorable
position.

The population is aging noticeably. Between 1900 and 1855,
while the total population had doubled, the number 45-64 tripled,
Those who had reached the age of 56 gquadrupled. York-life ex-
pectancy has decressed, while 1llfe expectancy has increased.
3tudies show that by 1575 we may have an increase to 29 percent
in the age group of over-45ts, This 13 compared with the 18 per-
cant of the U, 3« populatlon in 198565,

Soclety 1tself has creatad unnacessary discrimination
agéinat this age group. This prejudice has no factual baasis or
moral justification as the studies cilted prove. Too much
emphasis has been placed on youth. Perhaps thils is due to the
dynamic naturs of our national development with 1ts pioneering
traditions,

Infavorable goneralizations and bellefs have been accepted
by employers and have been causing restrictive policles and
practices in hiring the older employse, principally because of
AzO .

Older workers can be a bigger asset than meny companies

55
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realize., Milllons are being used now, but more millios are
available and are being overlooked. Nisoconceptions on the part of
management concerning abssnteslsm, greater accident rates, less
productivity, and that they harbor old~Tfashioned ideas are com-
pletely disputed., They have bsen found to be as good as, or
better than their junlors. They are absent lesa, have fewer acci-
dents, produce at comparable levels at least until the late
fiftiess They havs boen found to retain youthful, foward-looking
attitudes,

The author would not argue that older workers do not have
certain limitations. Physical strength, of course, decrsnses with
sge, Hand-in«hand with thia, 12 the decrease in speed., However,
it must be rememzberad that some jobs require neither. Careful
selection and placement 1s the anawer,

The older worker has bsen and continusa to be aware that he
is discriminated against. This ia obvious by the crosa-sasction
of 71 men thet responded to the questiomnalre of the author.
Inions hawa‘bawn awars of the slituation and have and are contimu~
ing to make agresments with managemant which bar discrimination
againat the older workers,

Management has the primary function of eliminating d4diserim-
ination, To improve the use of forty-plus workers thers are

three basic steps which they might follow:
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(1) Hire on the basis of ability without regard to age - -
Traditional sge 1limits must be set aslda, and a complete new look
mast be taken of hiring policies and practices. The guestlion must
be asked, "Are they realistic under today's conditions?” Finding
anough peonls to £1ll growing job needs lan't possible today with-
out nmores adequate uge of Amarlca's older workers.

Avolding maximum hiring ages in advertising, job speciflica-
tions, and in placing orders with smploymant agencies must be
sought., These arbltrary agse limits cheat employers out of excel-
lent prospects bafore they even see thom.

Phyaical specifications mmat it the actual reguirements of
the job. A study of sach job should be made for a more precise
aszsessment of physical specificationsz, Hany times a Samson 1s not
neaded,

(2) Haks better use of older workers slready on the payroll-

Reassign any middle-aged or older workers who can be more useful
or effective at another job. This cen be to suparviaory and other
jobs requiring judgment, knowledge and experlence; %o jobs requirs
ing custom or quality work; Jobs in which they train new employ ses
jobs off the production line;} part~time Jobs or work on a more
desirable shift, or to inspection work or other light jobs. The
amployer would do well %o realige that some unions have made
studies of older worker problama and might be able to mke some

valuable suggestions.
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(3 ¥Hold on to older workers who are able snd willing to

work. oon't retire peopls pramaburely - -~ « An adjus tment of re-~

tirement and pensaion plans should be mande to keep workers past
the traditional retirement level. Plans mast not be s0 reatric-
tive, liew policies must provide for part-time as well as fulle
tims work,

Hedical check-ups should be used as a measurs of physical
fitnass, Thls would be the major factor in decliding whether a
worker can continue or wheother 1t 18 necessary to reduce his work-
ing schednle.

Unions should be consulted and will usually agres with re-
ducing work schedules of selected older worlkers.

Training programs and group discussions f{or older people will
prapare them for retirement, and in some cases will inelude part-
time worlk.

The older worker himself must roalize the poison of a nega-
tive attitude on his part. He must overcome any idea that he is
worthlesa. As mentlioned previously by the author, meny people are
thelr own worst enemies when it comes to employment. "A man 1is
as old as he faeels,” is perhaps 2 good criteria for this age
bracket %o follow and practice. Desire to work 18 not enouzh, the
older worker must be made to reallize that he must sell himsel!l to

amployers.




59

It 48 obviocus that diseri-ination is more vpredominant in
eortaln £lelds of wori than in others, A more adequate study 1s
needed to supply the mmswars as to why the older warker ls not
more active 1n thoese areas, Idmitations of older workers and job
limitations as suggesbtoed by the author certainly camot be
applicablae or prohibitive to employment in all Jobs which show

utilization of the older worker as very low.
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APPUNDIA I

January 14, 1959

Doar e,

You have baen chosen to be a part of a very Important sur-
vey! The enclos ed questionnaire is ons to whiech we hope you will
give your immediste and careful consideration.

The Kane Service is in the type of business where the utili-
gation of a man who 1s over 45 years-of-age has proved most
affactive. However, unfortunately, this attitude 1s spparently
not shared by many employera,

I am working on my thesis at Loyola University in “hicago,
and hope %0 recelive my Naster's Degres in June, 1959. In order
to obtain accurate information for this theais-~I must rely upon
you, my co-workers,

This quesationnaire is belng sent to one hundred (100) of our
smployeas who came into our employ after reaching the age of 45,
In this thesis, I wish to test the point that the older workesr ia
a desirable employee, I shall also try to find out 1if most em-
ployers do realize this, as svidenced by thelr willingness to hirg
a man who has reached thia apge bracket,

If you 2it down RIGHT HOW and complete this questionnaire--
then mall i¢ immediately~wyou are taking a step in helping me to
determine whether or not thare is dlaerimination againat the olden
worker,

Plesse {ind enclosed a stamped, self-addressed envelops to
roturn this guestionnaire., RUEMTMERL A1l information will be kept
strictly confidentinl and yowr name will not be used in any way.

If you have sny quesations about completing the questionnaire,
please fael fraee to csl)l me at HChawk 4-8181,

3incerely youra,
THS KANS SERVICH

Charles M. %iltfang
Assiatant Parsormel Maneger
Cii~a

net 1
83
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SUISTIONNALIRE

NAME HOME ADDRESS
TELEPHONS NUMBER UCCUPATION
SRPLOYED BY NUMBER OF YTARS “MPLOYED

R R PRCTI T LI PRV I SR SUR T SAP T PR
PRI LG RIS DT S L X ¥

Ylease remember that anv information supplied on this
questionnaire will be held strictly confidential and that your
name will not be used in any way,

Zuestion 1, %“hat 13 your age?

P estion 2., What i3 your longeat pertod of employment before com-
ng to The Xans Service?
A, Yhat Company?

B, %®hat job?

Cs How many years wors you amployed at thls company?

question 3, At vhat age d4id you leave your longest place of
SMpPLO yment

Qnestlon 4, Numdber reasons for 1sav1n% your longest pericd gr
employment. Number first cholce as "1"--~sscond cholce as "2", etc)
until you have axhsusted the reasons which apply to you.

Ae Self-batterment finanelally

B. Work too difficult ___

Ce Did not enjoy work

Ds Yo chance for advancement

e Dld not like boas

Ps Did not like co-workers _

@« Working conditions poor

He Other Heasons (1list as briefly as possible)

PLEASE TUAN TO PAGY TwO
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uestion 5, 'hat is your shortast period of employment? (Before
coming t6 The Tsne Service).

Ae Vhat Company?

Bs Vour job?

C+ How many years (or months) wore you employed by this
company?

Question 8. YWhy did you leave this company? (Check one, or as
many reasons as apply to youj.

A. #ages too low
Be Justified lay-off

C. Pired {if you choeck this space, plense list below
reasons for termination).

e Other reasons: (list as briefly as possalble)

Juestion 7. Do you balleve that complete satisfaction from a job
slems irom: (Humbor reasons: Number first cholce as "1"--mecond
choice as "2", etc., until you have exhausted the suggested
TARBONS ) .

A. How much money one a#rna

Be Iiow many hours one has to work per week
Ce A group of friondly psople to work with
’a A boss who "stiecks up” for his men

Ze Good company banefits __ __

F. Other reasons (list as briafly as possible)

PLAAGE TURK O PAGE THREE
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Juestion 8, Do you think that wost employers prefer to hire young
er men? (Check one): Yes Xo

uestion 8, If you answered "yes" to the above nuestion, please
answer this question. “Voung maen are preferred by emplovers (men
under 45) bscauss: (Mumber ressons: Number your first cholce as
"M Mewgscond cholces as "2", atc., until vou have exhanated the
sugiested reasons),

A. Thelr health 1s probably better

B. They are not experiencsd and therefore do not have to be
pald as mch

A

Cs Younger men thess days are more educated and have more to
offer a company in this respect

De Younger men seam to bs able te lesrn a Job mare gulckly
and the training parliod is not so costly

Z. Other Reasons: (liat as briefly as possible)

cuestion 10, If you anawered "no® to Juestion 8 please answer thk
quastion. Ags has no bearing on whoether s man 1s hired--1t is
mainly based upon: (Humbor reasons: Humber first cholee as "1%-w
sacond cholee a3 "2", ato., until vou have sxhauvsted the sugpeszted
rsasons).

Ae Hia abllity

B. Appearancs

Ce Health

De Past work record

Ze Honasty and Integrity __
Pe  Zducation

3+ Othapr iiesascna (1ist as briefly as possible)

PLOASE TURH T0Q FAGTY POUR
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;;;‘t3
Juestion 11, Do you conalder yourself as rellable and efficilent
a worker as vou were st 75 years-of-aza? (Check one)

A. Just as rolliable
B. More rallable
Ce "meationable

{If you checked “Hore Reilable" or "Huestionable” - pleass list
below as brlefly as peasible your reasona:)

fuestion 12, “ho de¢ you think is most prejudiced agalnst the
"over-45" employee? (Mumbar choices: number firat cholce ag "1"~e
second cholece as 8", etc., until you have exhausted the sugrest-

ed rhotices).

A. Younger employeaes C+ Boasses
R. Top exscutives ; D. Hiddle management

e Cther Factors (list briefly)

Zpestion 13. Please lilat brisfly below the reason or raeasons that
you belleve the individnal or individuals that you checksd in
‘mastion 712 were prejudiced arninst hiring the older worker (over

45):

uestion 14, Liast briafiy your parsonal reasons as to why you
ﬁai!ﬁve the worker who 1s orer 45 vears-of-age 1s a valuable asset
to any company.

%%aabian 15, Tist the last job you had before reaching the age of

Company

Position

PLEAST TURN TO PAGT PIVE
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Page Flve

How Long Vers You “mployed!

Reasan For Lesving

‘mastion 18, Idst balow gnything alse which you fesl prevanted
your obtainmant of omployment after you reached the age of 45

RS EET SR E A 4
Thank you most sincerely for your cooperatloni
THT KAWRR SERVICH

Charles !f, Wiltfang
Assistant Persommol HMmmager
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