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managers, counselors, placement, etc. together
and
3. working with the ES training staff to re-evaluate training needs and

problems, to develop new materials and techniques.

1. Office basis - case conference training technique

A training technique which has proven useful is the use of the 'case conference"
approach as a teaching method. Our plans call for one day a month in each of
the seven offices (2 Minneapolis, 2 St. Paul, 2 Duluth, and 1 Hopkins) in which
approximately 15 - 18 ES staff members would participate in a morning session,
and a different 15 - 18 in the afternoon. In this way over one half of an
entire staff could participate without completely disrupting office operations.
It is not necessary to involve the total staff, for attitudes and values are
contagious, and creation of a favorable climate for HRD programming will "catch

on" if this teaching method succeeds as we anticipate.

Our plans call for an on-site visit, perhaps a full day or more in length,

by Training Center staff, interviewing, observing, talking with clients and

staff alike, in advance of the '"case conference". In the remaining sessions,
carefully selected cases would be used to present problems, road blocks to
success, alternative solutions; etc. Teaching thus is accomplished in pragmatic
style, with useful concepts drawn out of the dramatically illustrative problem

by the faculty and trainees in dialogue.

This plan would call primarily for use of one staff person, augmented by a
second, non-regular staff supplement (probably not always the same person).

(We are thinking particularly of seeking competence from outside in formal
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organization knowledge, a deficit in our "in-house'" resources). Sevén working
days per month, plus observation time and preparation of plans for the training
sessions would occupy a substantial part of one full time staff person, and
part of the back-up person requested.

2. Next, the Training Center staff would recommend a different seminar series,
based on the type of job performed--that is, staff divided by type of function

within the organization. It became clear in the residential phase of this

program that counselors, placement persons, office managers, etc. would have

liked to confer together around problems of translating concepts to their

specific tasks. This was rarely possible in the short period available and an
often expressed desire on the part of many trainees. Some three to five such
sessions monthly, mainly in the Twin Cities area (with out-state persons

coming in) would be arranged, with fairly extensive reading materials assigned

for the interim periods. The major staff persons would work on these seminars

also with supﬁlemental staff used to fill in the variety of specialties required,
while working concurrently with the total Training Center staff.

3. Proceeding concurrently with the two above phases, complementary to both,

we propose use of Training Center staff as consultants to the ES training personnel
in the attempt to be of assistance in continually improving the on-going in-
service program, particularly, of course, in areas dealing with the disadvantaged
population of HRD's focus. In a sense we are talking about "training the trainees'--
though perhaps more accurately we would be attempting to aid ES in utliizing

fully the training resources that this University and the community around us

have to offer. Training Center experiences and know-how are valuable, we feel,

and we are most eager to share whatever competence we have in any way possible.

ES training staff therefore must be fully involved throughout, in planning and

executing of programs outlined above, and surely have indicated eagerness to do
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INTRODUCTION

During September and October, 1967 follow-up interviews were held with selected
MSES trainees who had attended the June, 1967 HRD Institute conducted by the
Training Center. Forty-three of the original fifty-eight trainees were interviewed.

Those trainees who were not interviewed in the follow-up effort were excluded

because of time and travel limitations (e.q., Districts 2,3,L, and 5) or because

they were not available for interviews due to ammual leave, sickness, or other

types of absences.

The following analysis shows those trained and interviewed by organizational unit
and job type. The questions asked these trainees during the follow-up and their
responses are included in this report. Since the interviewer assured each inter-
viewee that his responses would be completely confidential, the following analysis

does not allow identification of any individual's comments.




SCHEDULE OF THOSE MSES PERSONNEL TRAINED AT ARDEN HILLS

HRD INSTITUTE AND THOSE INTERVIEWED IN THE FOLLOW-UP EVALUATION

ORGANTIZATIONAL SUPERVISORS COUNSELORS INTERVIEWERS
UNIT. TND INT IND IND INT

Minneapolis HRD
Minneapolis IO
Minneapolis YOC
St. Paul H#RD
St. Paul IO

St. Paul YOC
Hopkins HRD
Metro Area Office
Duluth HRD
Duluth IO
District IT
District IIT
District IV
District V
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Totals

Total Trained - 58
Total Interviewed -~ L3

TND ~ Trained
INT - Interviewed




TRAINING CENTER STAFF: June, 1967
Mr. Bruce McBeath
Miss Catherine Wojcik
Mrs. Barbara Knudson
Mrs. Esther Wattenberg
Miss Ada Deer

TRAINING PROGRAM FOR MINNESOTA
EMPLOYMENT SECURITY PERSONNEL

Daily Schedule

Sunday, June 11, 1967 - Highway Training Center

8 p.m. Brief Orientation and Welcome

Film: Superfluous People

Discussion: Professor Thomas Walz
School of Social Work
University of Minnesota

Monday, June 12, 1967 - Highway Training Center

8:30 a.m. Orientation to Training Program

9 - 11 a.m. Area of Communications

Speaker: Professor George Shapiro
Speech, Communications & Theatre Arts
University of Minnesota

Discussion

Luncheon Speaker: Mr. Vernon Bloom
Community Services Consultant
Hennepin County Economic Opportunity
) Progrem ..

"How Do You Deliver Services More
Effectively”

Orientation to Citizens Community Centers and Settlement
Agencies' strategies.

Field experience
Orientation to CCCs & settlement agencies to discuss
strategies used to meet community needs.

Community Specialists: Jim Hickman - Northside Settlem:
Services - 1120
Oliver Ave. No. M

Bob Andre - Eastside Neighbor
Service - 1929 N,
2nd St. Mpls.




Dinner

7:30 p.m.

Jim Mosley - Northside Citizens
Community Center
1147 Dupont Ave. No.

Iric Nathanson - Pillsbury Citizens
Service, Inc. - 320
16th Ave. So. Mpls.

Highway Training Center

Visits in homes of poverty residents for coffee and
discussion.

Mrs. Darlene Courneya Mrs. Ruby Riney
1018 4th Ave. No. 1609 Penn Ave. No.
Minneapolis Minneapolis

Mr. & Mrs. Robert Effertz Mr. & Mrs. Robert Turpin
1027 4th Ave. No. 1837 Aldrich Ave. No.
Minneapolis Minneapolis

Tuesday, June 13, 1967 - Highway Training Center

9 - 10:30 a.m.

10:30 - noon

Lunch

All afternoon

Dinner

Speaker: Professor John Flagler, Director
Labor Education Service
University of Minnesota
"A Look At Employment’

Discussion of Title V

Mr. Ronald Auger, Representative
Ramsey County

Slide presentation of Title V

Speaker: Dr. Norman Kagan
Dept. of Counsellor Education
Michigan State University

Will present video tape of actual counselling
sessions and discuss these with audience.

Highway Training Center

FREE EVENING

Wednesday, June 14, 1967

9 a.m. - Lunch

Field Work Assignment:

Northside Opportunity Center
Corner of Logan & Plymouth Aves. No. Mpls.
Miss Joann Wangsness and Miss Karen Karkula

Lunch with Panelists - Highway Training Center
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Panel chaired by Mrs. Esther Wattenberg
"How Institutions Fail Us"
Panelists: Mrs. Helen Starkweather

Mr. Robert Edgren

Mr. Donald Pryor

Small group discussions and coffee break

3:30 - 5 p.m. Film: Battle At Newburgh

Discussion following relating the outlook of people in
poverty to the community in general.

Dinner .
6:30 - 8 p.m. Sociodrama

8:30 - Short "reflection and discussion’ session

Thursday, June 15, 1967 - Highway Training Center

9 - 10 a.m. Minority Groups

Speaker: Professor John Brantner
Clinical Psychology
University of Minnesota

"The Nature of Prejudice"

10:30 - noon Speaker: Mrs. Josie Johnson, Acting Director
Minneapolis Urban League

"Special Problems of the Negro'
Speaker: Miss Ada Deer, Coordinator

Indian Affairs Center

University of Minnesota

""Special Problems of the Indian"
Discussion

Lunch with Speakers

1:30 - 3 p.m. Panel on "Strategies Used By Minority Groups to Achieve
Opportunity"

Panelists: Reverend Stanley King, Director of T.C.0.I.C.
Mr. Gerald Vizenor, Director of American
Indiaa Employment and Guidance Center
Reverend Raymond Baines, Director of United
Church Committee on Indian Work

3:30 - 4:30 p.m. Small group "free discussion sessions” with Training
Center staff.
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Dinner Highway Training Center
6:30 - 7:30 p.m. T-groups - "Inter-Personal Relations and Communications"
7:30 - Panel of Ex-Offenders

Moderator: Mr. John Stewart
- Department of Corrections

Friday, June 16, 1967 - Highway Training Center

9 - Lunch v HRD Orientation
Employment Security Staff

Trainee Panel

Overview of social policy and the tationale behind the
poverty programs.

Speaker: Professor Thomas Walz
Summary

(Mention of follow-up seminars)
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ALL ORGANIZATIONAL UNITS COMBINED - ALL J0OB TYPES COMBINED

Question Number One
"Now that some time has passed since you attended the Arden Hills IRD Con-
ference in June, in what ways would you say the training you received was
helpful or not helpful?"

"Training was
Helpful" comments:

(a) about individual presentations : Numbers of Comments

Flagler's presentation 1L
Josie Jolnson's presentation .
Shapiro's presentation

Rev. King's presentation
Kagan's presentation and ideas
Walz!' presentation

Brantner's presentation

Ada Deer's presentation

Syl Davis! presentation
Wattenberg's presentation

‘l—'l—-‘t\)f\)wo\o\\o\o

U
w

about the entire training program

Liked most of the speakers

Training provided insight, sensitivity, enlightenment

Was a good introduction to HRD; made me- aware of
HRD problems; made me aware of problems of utiliza-
tion

Entire program excellent; over-all effort was good;
wonderful, valuable program

Chance to learn away from office pressures

Conference made point to serve and accept applicant:

Got the message of poverty

Made me aware of social problems

IFJF’RJ£7Ch = ~

N
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about specific parts of the training program

Poverty home visit; exposure to actual poverty;
exposure to attitudes of disadvantaged and minority
people ' 18
Panel of ex-offenders 17
After-hours "bull sessions"; chance to share expe-
riences with others in MSES
Role-playing; sociodrama; involvement of trainees
Learning about other organizations
Films
Trip to the North Side




(c) about specific parts of the training program (continued)
Mumber of Comments

Food was good

Good theory presented

Information on Title V good

Exposure to realistic vocational training
Am convinced that some old "die-hards" really changed
ILiked McBeath

Learned more about Negro and Indian cultures

Total nuamber of "training was helpful" comments

"Training was
(2) Not helpful" comments:

(a) about the poverty home visit

Home visit not typical case of poverty; thought
people were "coached"

Encountered “rabble rousers" at home visit

Needed a formal group leader at home visit

The neighborhood group overpowered trainees

Too many trainees overpowered host

Home visit was like "putting animals on display"

Home visit hosts unwilling to acknowledge MSES
problems

about criticism

Criticism of MSES was unfair; trainers were too criti-
cal of MSES; there was untrue criticism of MSES; North
Side too critical of MSES; criticism of MSES was
destructive 26
When MSES defended itself, it was told it was being
"defensive"; staff was biased; no opportunity for
rebuttal by MSES; no opportunity to challenge Walz l

—————

30
about training staff

Staff uninformed about- MSES

Trainers naive about disadvantaged
Advancement of "personal" theory by trainers
Too much profanity

Pryor was "mad at the world"

Rev. King dominated the panel
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(d) about program arrangements and design Number of Comments

Tone of introductory memo; little advance notice

Physical arrangements; uncomfortable; nothing
to write on

Promise of mileage reimbursement not kept

Program should have been concerned about others
besides the poverty group

Training more appropriate for placement interviewers;
state office should have attended; "levels" should :
not have been mixed

Had to "give up" my Sunday

Evening classes were unnecessary

Daily sessions were too long

Employers should have been represented

Program could have been condensed

about program inadequacies

No answers were provided; no practical application;
needed more realistic training; purpose of training
questionable; too academic and theoretical; irrelevant;
nothing new 16

Kagan's presentation was poor; too much emphasis on
technique; too much profanity; impractical;
irrelevant

Panel of ex-offenders not worthwhile

Field trips unproductive and poorly planned

Sociodrama was not effective

Films were poor

Tgnored MSES obligation to employers

Needed more from Kagan

More discussion on counseling

Clinical part poor

Needed more emphasis on handicapped

Not enough emphasis on Indian problems

Needed more about emotional and social readjustments
of ez~offendaers

Needed more emphasis on older worker

Needed some "angry young rebels"

Needed more time for evaluation of HRD and its
relation to MSES

- Wattenberg's presentation was poor

Ada Deer's presentation was poor

Panel of MSES representatives was poor

Criticism of welfare departments was unrealistic;
welfare people should have been represented

8
L
2
3
2
1
1
1
1
1
1
1
1
1
1
1
1
1

=
\O




Number of Comments

(f) miscellaneous

Didn't like attitude of disadvantaged, i.e., "You
handle my problems".

Trainers ridiculed productivity as a goal

So many MSES people have had steady pay checks

for so long that they can't be sympathetic with
the disadvantaged

Didn't like the excuses MSES people made for the
way they customarily do things

Total number of "not helpful" comments

Total number of comments in response to Question Number One

Question Number Two
"Do you understand the HRD program?"

(i.e., how it relates to your job, how it operates procedurally, what it
means as a goal,)

Comments:

(a) A new name for an old program, but more emphasis
and more staff - an expansion of "Special
Services."

(b) HRD is a broad attack on underemployment
(¢) I understand both its concept and its mechanics
(d) T understand its concept, but not its mechanics

(e) I know what H2D is supposed to be doing, but I doubt
that it is working or will work

(f) I understand both its concept and its mechanics, but
top directives are somewhat confusing

(g) It means applicant-orientation instead of employer-
orientation

(h) Tt means increased staff to handle individual problems
(i) It is a new program because it reaches out farther

(3) Tt means "help anyone who comes into the office"
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(k) It means "If you can't place a person, send him _
to HRD" ) 1

Number of Comments

(1) HRD is a concept, not a program 1
(m) HRD is simply a special function of MSES 1

(n) I understand the concept but don't agree that
it's being done in the right way.

(o) I don't understand it at all; no one really under-
stands it

Total Number of Comments in Response to Question Number Two

Questions Number Three and Four
#3 "What problems have you encountered with HRD, and/or what problems do you see
with HRD?"

#L "In what areas do you feel you need to know more about HRD?"

(1) Comments about employer-relations problems: | Number of Comments

Need more employer contact; need to "sell" employers;
HRD can be sold to employers; employer relations
‘need to be improved

Employers may get the idea that the MSES places only
marginal people; HRD should be an internal label ‘:: .
because of its possible impact on the employer

There is a conflict between HRD and employer relations,
especially if HRD does not really improve employability

I expect employer resistance to HRD; employers already are
"staying away" because of HRD

Too many MSES representatives will contact the employer

The employer's point-of-view is ignored in HRD; MSES must
send him the ''best available man"

MSES is not supposed to be a welfare agency

MSES is a referral agency, not a placement agency; it is
dependent upon the employer

To be effective, we must have good employer relations

There is too much concern with the "quota'
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Number of Comments

Comments about employer-relations problems (continued)

There are exaggerated attitudes of sensitivity to the
employer, although funding is not tied so closely
to placements now

Comments about MSES "Image':

Need mofe bublic relations; too many employers and
applicants don't know that MSES exists; image of
MSES needs to be improved

Comments about the feasibility of HRD:

(a) Impossibility of placing the "hard-cors"

There are too many "unemployables"; too many that
we can't place; too many 'chronic failures"; simply
can't place some people; some people are happy to
be unemployed; applicants need frankness about their
chances of success - we shouldn't "string them
along"s; HRD won't get at the "hard-core" unemployed 13

Motivation of applicants

How do you motivate those without work values?;
"You help the disadvantaged get a job, and they
won't meet you half-way - theyqulibs" schools today
are too lenient - work attitudes are not being
taught; lack of personal responsibility and
initiative among applicants; too much "hand-holding"
destroys individual intiative; how far do you go in
helping a disadvantaged person?; HRD will destroy
individual initiative. 1L

Lack of jobs

Who will hire the disadvantaged?; will a job be there
when training ends? 3

Too much emphasis on the disadvantaged

More attention is needed for all applicants, not just
the poor; HRD concentrates too much on poverty -
there is underutilization elsewhere; how to deal
with these presently employed above the poverty
level who want to improve and "move up"?; the Govern-
ment is just pulling people off jobs to fill slightly
better jobs in order to fill quotas.




Nunmber of Comments

(e) Problems with training

MDTA funding and slotting is a problem; present
specifications for trainees are too rigid - as
are HRD specifications; how can we make HRD
work?

' Outreach

Outreach isn't working; too many other agencies
have outreach; prison outreach is questionable,
not working

Duplication of effort

Too many agencies (public and private) are trying
to do the same thing

Miscellaneous

HRD does place people, but do they stay placed?;
there is too much cynicism in the MSES about the
hard-core unemployed; my daily problem is "what
is the appropriate help for this particular
client?"t

Comments about Internal Problems
(Attitudes, Habits, Counseling, Skills, Organization)

(a) Concerning attitudes and habits

Need for MSES to get rid of its old habits; some
persons in MSES don't accept HRD; how do we get
our own people to accept HRD?; some persons don't
want to become "applicant-centered"; unwillingness
of MSES people to change; lack of cooperation
within MSES over HRD; "old-timers" in MSES are
too rigid to change; too much red tape; working
at MSES is boring 1L

(b) Concerning the role of counseling

Too much emphasis on counseling; too much counseling
for the sake of counseling; counseling and testing
have become an end in themselves - placement should
be the goal; we have too many counselors; we need
less counseling and more training; the reason so
many disadvantaged persons don't go to public
agencies like the MSES is that they get only coun-
seling and they want and need jobs; new counselors
don't know about jobs; counselors don't know the
available tools; new counselors try to impose their
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Number of Comments

(b) Concerning the role of counseling (continued)

own values on applicants - they don't understand
blue-collar values. 1L

(c) Concerning skills and organizational effectiveness

Counselors should not do placement; HRD simply
"passes the buck™ back to the regular inter-
viewer - HRD should do its own placement; we don't
know how to implement HRD; there is duplication
of effort between YOC, IQ HRD; the "blind are
leading the blind" in YOC; HRD should not be a
separate unit; separate offices for St. Paul
and Minneapolis doesn't make sense; entire
agency should be HRD; neighborhood workers are
not "part of the team" as they should bej; poor
commnications within MSES; labels like HRD
cause communication problems - internal and
external; too much specialization within MSES;
spec1allzatlon breeds destructive competition; -
too much identification with one's own unit; need
better relationships between interviewers and
counselors; one person should handle an applicant
all the way through; there is friction between wel<
fare departments and MSES; HRD counselors are
away taking classes too much - this is bad for
their clients; there are too many new, untrained,
inexperienced personnel in MSES; we need to train
interviewers in HRD; we should train new employees
in the entire MSES opera’olon° unrealistic job
specs within MSES area barrier

Totalzcomments about Internal Problems -
(Attitudes, Habits, Counseling, Skill, Organization)

(5) Comments about Internal Problems - Needs

(a) Not equipped to handle job adjustment problems; need
more help on mental illness; need a clinical psycho-
logist on the staff; how to deal with a person whose
skills are o.k., but who is emotionally disturbed;
need more help on alcoholism.

(b) Need expert advice to give employers about applicants
with diabetes and epilepsy; need medical advice for
placement of handicapped; how to combat negative
employer attitudes about diabetics and epileptics;
handicapped and older workers get too little
attention in HRD; would like training about handi-
capped, but that's not my specialty at MSES

(c) Need more information about coordination with other
organizations; need to know more about available
programs; Jjust what will public policy allow us
to do?; what are other agencies doing?
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Number of Comments

How to place those with police records; placing
ex-offenders requires special knowledge (e.q.,
parole regulations) and most of our people don't
know this.

How to get more information from employers and
applicants; how to get personal background infor-
mation from youth

Need expert information on Second-Injury cases under
Workman's Compensation; training needed concerning
.- such cases,

Need more information on counseling effectiveness;
what can we do best?

We have good ideas, but need more staff; need more
staff to give more attention to individuals

Need more information on outreach

Need to know how to deal with minority group mem-
bers; need statistics on minority groups to know
if they're getting a "fair shake", but this is
illegal

(k) We need a good technique for behavior modification

(1) We need to know how to combat informal group pres-
sures against minority group members at work

(m) We need to know when special MSES or MDTA training
programs begin and end and the number of slots

Total number of comments about Internal Problems - Needs

Total number of comments in response to Questions Number -
Three and Four
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NOTE: In the course of interviewing, a number of persons made.suggéstions
which did not seem to f£it into the foregoing analysis and which

seemed worthy of separate listing.

Suggestions Received Number of Suggestions

(a) Have employers represented in future training
sessions

(b) Give others in MSES this training - they need it
badly; provide a shorter version of this course
for regular line personnel

(¢) We need more staff members who know jobs and who

can talk to employers; hire some ex-business men
for MSES

Give those on the "firing line" some say about HRD
training

Develop closer cooperation with welfare agencies;
relationships with other agencies should be
improved and strengthened

Additional training is needed in problem-solving,
especially case conferences

We need clarification of HRD - who's responsible
for what?

We should evaluate what we're doing

We should use Kagan's method of counseling

We need to design a pre-placement orientation about
work for some of our anplicants

Use actual cases from MSES where our people really
"goofed" as a training device

We need to get more information about new jobs
suitable for the handicapped

In future training, would like to hear from a Negro
who has been employed in a "trying" situation - we
could learn from such a person

We need to be reminded periodically of the "total
picture"
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Number of Suggestions
Neighborhood workers should be included in future
training because (1) they want to be heard, and
(2) they know what is going on in the streets

Set up meetings with personnel people of local
companies to get "Plans for Progress" more
operational

We should investigate Chicago's "Jobs Now"
program

Why should the MSES insist on college graduates
for counselors - they get bored.

We need a special seminar on how to help the "hard-
core" unemployed

Some sort of government public works is needed
We should explore and discuss local welfare programs
We shoulduseDr. Heneman in future sessions

We should discuss school text-books that are in-
sulting to minority group members

(x) We need to learn to be frank with those we cannot
help

(y) HRD should not be a separate office

(z) U.C. should be separated geographically from E.S.

(Zl) Need more flexibility of training programs. Need more
educational institutions to adopt the "units of
training" concept. Would like to be able to (1) let
the trainee choose his own training (even if we
think it's unrealistic); (2) if he fails, step in
and help him find a new direction and new training

(z2) Iuture training should be specialized - i.e., separate
training for supervisors, interviewers, counselors

(z3) See what can be done to make CAMPS effective at the
operational level

Total number of suggestions received

Total number of comments and suggestions received through
interviewing




During October, 1967, Dick Woods of the University of Minnesota Training Center
for Community Programs interviewed L3 of the 58 Minnesota State Employment Ser-
vice persomnel who attended the June Human Resources Development Training Insti-
tute at Arden Hills, Because of time and travel limitations, most of the out-
state participants weren't included in this follow-up survey and, of course,
some people were ill, on leave, or otherwise unavailable for interview.

Bach participant interviewed was asked four questions:

1. Now that some time has passed since you attended the Arden Hills HRD
Conference in June, in what ways would you say the training you received
was helpful or not helpful?

Do you understand HRD? (i.e., how it relates to your job, what its
purpose is, how it operates)

What problems have you encountered with HRD?

In what areas (if any) do you feel you need to know more about HRD?

A brief summary of the interview results follows:

First, question number 1 brought forth comments about "helpful" parts of the
training institute and about those parts seen as "not helpful". Concerning the
helpful parts of the program, about LOZ of those interviewed felt that the home
visit and other exposure to poverty and to the attitudes of the disadvantaged

- were helpful. The same proportion (LO%) thought the panel of ex-offenders was
stimilating and useful. Almost 33% of those interviewed thought Professor Flagler's
presentation was good, and about 20% thought the presentation of Josie Johnson

was very worthwhile, Another 20% particularly liked the presentation of Profes-
sor Shapiro. Slightly less than 15% of the participants found the presentation

of Reverend King and the presentation of Professor Kagan to be helpful.

Some of those interviewed spoke of the program as a whole. These were persons
who said they liked most of the speakers; found the program provided insight,
sensitivity or enlightenment; thought that the Institute was a good introduction
to HRD; and in other ways indicated that the entire program was good and had a
valuable effect. These persons represented about 60% of those interviewed.

Concerning the parts of the program which were viewed as being '"not helpful',

about 60% of those interviewed thought that the home visit to a "poverty" family
did not represent a typical case of poverty (in retrospect, those of us at the
Training Center agree; here was a case of too much haste on our part in making
arrangements). Another 60% of those interviewed felt that criticisms of the MSES
were too frequent, unfair, untrue, or "destructive", Slightly less than LO% of
those interviewed said that the Institute was not practical, realistic, or relevant;
that it provided no answers; or that the purpose of such training was questionable.
About 257 said that the training staff did not know enough about the MSES. About
187 said they thought that Professor Kagan's presentation was poor, in bad taste,
or impractical. Another 16% did not like the brusque tone of the introductory
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Surmary of Interview Results
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memo to the conference and the fact that little advance notice was given.

There were, of course, many other comments made about the Institute's helpfulness
or lack of it, but these were the most frequent ones.

Second, question number 2 sought reactions about the nature of HRD., 23% of those
interviewed said that HRD is a new name for an old program ("special services'),
and that it simply means more emphasis and staff. About 167 saw HRD as a broad
attack on all kinds of underemployment. About 1L% of those interviewed simply
stated that they understood both the concept and the mechanics of HRD. Almost
12% said they understood the HRD concept, but not its mechanics. The remainder
gave a wide variety of answers to this question, ranging from "It means if you
can't place a person, send him to HRD", to "No one really understands HRD".

Questions number 3 and number L elicited a wide variety of responses as well as

a great many responses. Fully 72% had something to say about employer relations.
They saw a need for more employer contact, a need to "sell" the employer, a con-
cern that the employer might view the MSES as handling only marginal employees

due to HRD, a concern about there being an inherent conflict between HRD and
employer relations, and a concern that too many different MSES representatives
might contact a single employer.

By contrast, less than 10% of those interviewed specifically saw a need for better
public relations or improvement of the MSES "image".

30% of those interviewed were concerned about the success of HRD because they felt
there were too many "unemployables" - too many persons that the MSES simply
could not help. Some of these participants thought that such applicants need
"frankness" about their chances of success, instead of having their hopes raised
by the HRD approach, then shattered by experience. About 32% of those interviewed
voiced concern about being unable to motivate applicants without work values; they
were concerned about the lack of personal responsibility and initiative among
applicants; and some of these respondents even indicated that they feared HRD would
contribute to the destruction of individual initiative. 23% of the respondents
expressed frustration over the lack of training opportunities for those who might
benefit from the HRD program. MDTA funding and slotting was seen as a problem
here, and specifications for trainees were believed to be too rigid. Slightly

less than 10% felt that HRD concentrates too much on the poverty group; they wanted
more attention for all applicants who are underutilized.

’
3

In response to questions 3 and L, those interviewed cited a variety of internal
problems which they thought had a bearing on HRD., About 32% saw a need to get rid
of old habits; to bring about a change in the thinking and cooperativeness of

MSES personnel towards more support of HRD. Another 32% questioned the role of
counseling in MSES and the abilities of counselors. They thought that counseling
was receiving more emphasis than placement, which they believed to be of prime
importance; they indicated that many counselors did not know enough about jobs,
the tools available to them, and the values of blue-collar workers.




Page 3
Summary of Interview Results
October 30, 1967

A large group of those interviewed (about 62%) mentioned a wide variety of inter-
nal problems having to do with skills of MSES people and the effectiveness of the
MSES organization. They thought that counselors should or should not do place-
ment; they found internal mechanics to be a problem - especially duplication of
efforts between YOC, IO, and HRD; they thought there were too many new, untrained,
inexperienced personnel in the MSES; they thought that there were internal
commnications problems; they felt there was too much specialization and identifi-
cation with one's own unit within the MSES; they said that specialization breeds
destructive competition; and they saw specific training needs, such as the need:
to train all interviewers in HRD.

Another group of responseé to questions 3 and L had to do with needs felt by respon-
dents. About 16% wanted more help for applicants' job adjustment problems; they
saw a need for the services of an expert clinical psychologist. Approximately 18%
voiced a need for special help or training for handicapped and the older worker.
About 11% wanted to lmow more about other agencies, and how to coordinate MSES
activities with other organizations. Smaller proportions of respondents voicgd
needs for help, training, or assistance with problems of ex-offenders, interview
improvement, Workman's Compensation, counseling effectiveness, outreach, and infor-
mal group pressures against the minority group member at work.

Finally, this series of interviews drew out some specific suggestions from those
who attended the HRD Institute. These valuable suggestions included:

additional training in problem-solving, perhaps using the case conference
approach

inclusion of employer representatives in future training sessions

give training similar to the Arden Hills Institute to others in MSES, per-
haps in condensed form

recruit more persons for the MSES who know jobs and can talk to the oy
employer; perhaps recruit some ex-businessmen

give those on the "firing line" some say about HRD training

develop and strengthen closer cooperation and relationships with other
agencies, especially welfare agencies

develop a pre-placement orientation about work for those who have no job
experience

use actual cases from MSES files where ES people really "goofed" as a
training device

future training should be specialized, i.e., separate training for super-
visors, interviewers and counselors.




HRD SELF-QUIZ

This quiz is for your use only. You will not be asked to turn it in
to anyone. Take a few minutes now and answer the questions belaow.
On Friday morning we will provide you with the correct answers.

Priority of referral on job orders received by the Employment
Service is given by law to:

Minority group members

Negroes

Handicapped persons

Veterans -

Older applicant

Tn order for a claimant to have a valid Minnesota unemployment compensation
claim, he must have earned at least what amount in his base period from
covered employment?

(a) 9520

(b) %670

(c) $1,000

(a) 8720

(e) $570

What technique is used by the Employment Service to get the information
necessary for D.0.T. Classification? '
(a) Factor analysis
(b) Interviewing
(c) Job Slotting
(d) Employer visit
(e) GUAQTIB.

The L.0.S.T.U. is used in the local office for the purpose of:
(a) Routing correspondence
(b) Persuading employers to adopt.more realistic hiring standards
(¢) Training
(d) TFile maintenance
(e) Testing applicants

The Commissioner of the Mimnesota Department of Employment Security

Starkey
Ievander
Brown
Goodwin
Vavoulis

It must be recognized that the HRD Program is aimed at gaining employment
for all who are:
Minority group members
Handicapped
"Unemployable"
) Past 55
(e) Willing to work




(2)

For E.S. reporting purposes, a "youth" is considered to be any applicant
under the age of:
a) 18
(b) 16
(c) 22
(a) 20
(e) 21

Communication within an organization is a most important consideration.
Often, although its material is unofficial, the weekly Employment
Security Bulletin is a most valuable socurce of information within
the M.S.E.S. This Employment Security Bulletin is commonly called the:
E,S. Directory
Green Sheet
E.S. Memo
Weekly Labor Review
U.Ce Memo

In general, the HRD Program comprises four major functions: developing
job opportunities, providing job market information, improving
employability, and:
counseling

(b) testing

(c¢) accelerating retirement of older workers

(d) sending high-school dropouts back to school

(e) outreach

Concerning the improvement of employability, services normally

provided by the MSES include:
(a) 1legal aid
(b) physical examination and treatment
(c) testing
(d) wvocational rehabilitation
(e) assessment of mental health

Calling in and reinterviewing disadvantaged and chronically unemployed
or underemployed applicants in the active, inactive, or dead files
is a type of:

file clearance

apprentice training

unemployment survey

outreach

file maintenance

Which of the following statements correctly reflects the intent of HRD?

(a) ‘the employer should be left alone to determine job vacancy
requirements -

(b) HRD and Industrial Occupational staff members are to confront
each employer they belisve has unrealistic job vacancy standards
with the penalties provided by the Nelson Amendment.

(c) HRD affects laws and policies currently applying to service for
veterans
There is no reason to expect that employers will relax
unrealistic hiring standards in a tight labor market situation,
It is necessary for us to review our beliefs and preconceptions

about whom the employer will hire and not to mirror unrealistic
employer attitudes.




(3)

A1l American Indians:
Have always been legal citizens of the United States.
Have been legal citizens of the United States since 192l,
Have never been legal citizens of the United States.
Are not legal citizens of the United States now.
Are legal citizens of the United States, but are not allewed
to vote in local elections in most states.

Most Minnesota Indians are identified with which tribe?
Sioux
Apache
Chippewa
Cheyenne
Crow

1960 Census data, Indian population in Minnesota was between:
110,000 ~ 50,000
5,000 - 10,000
30,000 - 40,000
10,000 - 15,000
15,000 - 20,000

Current laws applying to Indians:

(a) prohibit individual ownership of land by Indians.

(b) Allow Indians to vote only after satisfactorily
completing a certain minimm amount of schooling.

(¢) prohibit the purchase of liquor by Indians.

(d) specifies law enforcement by local and state agencies,
~yather than by federal agencies

(e) none of the above

Those who ars counted as "poor" are most likely:
a) to have small families
(b) to be over age 65 and married
(c) to be unemployed
(d) to be dependents whose poverty cannot be erased .
by finding jobs for them,
(e) all of the above

To qualify for HRD services, an applicant must be:
(a) handicapped :

(b) a school dropout with less than a 12th grade education’
(¢) a member of a minority group

(d) any one of the above

(e)

none of the above




(L)

Local office interviewers are to identify as applicants requiring
intensive employability services (HRD services/) those individuals who are
having difficulty in obtaining employment which would fully utilize
their present abilities, i.e., applicants:

a) who are currently unemployed, and have been for 30 weeks or more
(b) who are currently unemployed, and have been for 15 weeks or more,

v . and who meet certain other criteria

(c) who are overemployed

(d) who have recently been laid off or have received notice of layoff
and whose skills are such that, in the opinion of the interviewer,
they have little chance of securing other employment in less
than 10 weeks without special assistance

(e) none of the above ‘

20. In applying the criteria for identifying applicants requiring HRD services,
the definition for underemployed is the same as that used:
for the MDTA program
for the MRLF
for the Iabor Force Participation Rate
for the Annual Report on the Labor Force
none of the above




ANSWERS TO HRD SELF-QUIZ

On June 2, 192l Congress enacted a law conferring American citizenship
upon all Indians born in the territorial limits of the United States.
Prior to that time citizenship had been conferred upon approximately
two-thirds of the Indians through treaty agreements, statutes, and
naturalization proceedings.

SCORING KEY:¢

19 - 20 Excellent. If our calculations are correct, you should be
named Commissioner, MSES, within six months.
Congratulations!

17 - 18 Very Good. Probably, you should have been chairman for one of
our sessions.

15 - 16 Good. You're on the right track towards becoming an
HRD expert.

10 - 1k Average. A little more study wouldn't hurt. Remember,
2 eilther way you look at it, an "average" is the
best of the worst, or the worst of the best.

5 - 10 Below
Average. You must be new here. All it takes is
time and effort - lots of it!

0 - 5 Poor Are you sure you attended the right conference?
You must have been as confused as the little
boy who dropped his chewing gum in the henhouse.

* Derived using the 3W method (Woods-Wojcik-Wattenberg) which employs the
latest, most sophisticated intuition.
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HUMAN RESOURCES DEVELOPMENT AND ITS IMPIEMENTATION
Guy Flanagan, Conference Chairman
Monday, December 11, 1967
11:00 A.M. - Check in at the Hotel Duluth
12:00 - 1:00 - Iunch in the English Room

“ Afternoon Session: Parlors A and B

THE BACKGROUND OF HUMAN RESOURCES DEVELOPMENT

1:00 - 2:00 - "The Changing Composition of the Work Force: Implications for
Human Resources Development"

Professor John J. Flagler, Iabor Education Service;
University of Minnesota, Minneapolis; Member,
Advisory Council, Minnesota State Employment Service

2:00 - 3:00 “Employment, Unemployment and the Iabor Market: Northern
Minnesota" ' ' .

John Boyer, Coordinator, Iaber Education
- University of Minnesota, Duluth

3:00 - 3:30 Coffee

b

3:30 -~ 4230 "What Is Human Rescurces Development?"

Robert Duncan, Persomnel Manager, Ordnance Division,
Honeywell, Inc., Minneapolis; Member, Advisory
Council, Minnesota State Employment Service

PEOPLE AND EMPLOYMENT: THE FOCUS OF HUMAN RESOURCES DEVEIOPMENT

L:30 - 5:30 - "People and Their:Employment Problems"

Professor Thomas Walz, School of Social Work, University
of Minnesota, Minneapolis

5:30 - 6:00 ~ Free discussion with sﬁaff and colleagues
6:00 - 7:00 =~ Dinner in the English Room

Evening Session: Parlors A and B

7:00 - 8:00 =~ Film: "Superfluous People"

8:00 - 8:30 -~ Discussion of Film

Professor Thomas Walz
James Wiebler, School of Social Work, University of Minnesota

8:30 -~ 9:00 - Field Work Assignments for Tuesday




"Casey grinned, 'Well, sir,' he went on, 'I begin gettin!
at things. Some a them fellas in the tank was drunks,
but mostly they was there 'cause they stole stuff; an?
mostly it was stuff they needed an' couldn' get no other
way. Ya see?! he asked.,"

"No!'y, said Tom.,"

"Well, they was nice fellas, ya see. What made 'em
bad was that they needed stuff., An' I begin to see, then,
I ain't got it worked out. Well, one day they give us
‘some beans that was sour, One fella started yellin! s an'

. nothin' happened. Then another fella yelled. Well, sir,
then we all got yellin'. And we all got on the same tone s
an' I tell ya, it jus' seemed like that tank bulged ant
give and swelled up. By God! Then somepin happened!
They-come a-runnin; and they give us some other stuff to
eat - give it to us, Ya see?'"

from THE GRAPES OF WRATH (1939)
by John Steinbeck




HUMAN RESOURCES DEVELOPMENT AND ITS IMPLEMENTATION
Guy Flanagan, Conference Chairman
Tuesday, December 12, 1967

Morning Session: Parlors A and B

PEOPLE AND EMPLOYMENT: THE FOCUS OF HUMAN RESOURCES DEVEIOPMENT

8:00 - 8:30 - Preparation for Field Work

Professor Thomas Walz
James Wiebler

8:30-11:30 Field Work

Visit to Casual Iabor Office
House~to-house Employment Survey
Visit to Poverty Homes :
Visit to Bars

11:30-12:30 Return to Hotel Duluth

12:00 - 1:00 - Iunch in the English Room
Afternoon Session: Parlors A and B
1:00 -~ 2:30 -~ Discussion of Field Work

Professor Thomas Walz
James Wiebler

2:30 - 3:00 Coffee
3:00 - 4:00 "Poverty and the Problems of the Disadvantaged"
Mrs. Esther Wattenberg, Assistant Director
Training Center for Community Programs
University of Minnesota, Minneapolis
L4:00 - 5:00 Panel of Persons with Employment Problems
Mrs. Esther Wattenberg, Chairman
Panel: Evans J, Houston, Harold Hansen, John R. Riley,
Joe Petite, Timothy Payne, Lana Iundholm
5:30 -~ 6:00 Free discussion period
6:00 - 7:00 Dinner in the English Room

7:00 -~ 7:30 Preparation for Wednesday tour




"But a man must move not only in the home
but in the world,"
"And is responsible not only to his own kind

but to strangers"

Aeschylus, THE ORESTEIA (L58 B.C.),
in an adaptation by John Lewin
of the Minnesota Theatre Company
called THE HOUSE OF ATREUS (1965)




HUMAN RESOURCES DEVELOPMENT AND ITS IMPLEMENTATION
Guy Flanagan, Conference Chairman
Wednesday, December 13, 1967

Morning Session: Parlors A and B

A TDOK AT A SPECIAL HUMAN RESOURCES DEVELOPMENT PROBLEM IN MINNESOTA

8:00 - 8:30 - Briefing in Parlors A and.B
8:30 - 10:30 - Bus Tour of Disadvantaged Neighborhoods in Duluth
10:30-11:30 ~ Discussion of Tour at the Central Neighborhood Community Center

Eugene Peacock, Community Services Coordinator
Central Neighborhood Community Center

Bill Diver, Community Specialist, Community Action Program
Fond du Iac Reservation, Cloquet

Sylvia Hill, Community Relations Specialist, Central
Neighborhood Community Center

Nora Hakala, Commnity Aide, Central Neighborhood
Community Center ‘

11:30-12:00 Return to the Hotel Duluth
12:00 - 1:00 - Iunch in the English Room
1:00 - 1:L45 "A National Overview of American Indians"
Ada Deer, Coordinator, Indian Affairs Center
Training Center for Community Programs
University of Minnesota, Minneapolis

"What Is Indian Culture?"

Tony Parades, Extension Specialist in Community
Development, Bemidji State College, Bemidji

Coffee
"American Indians and White People"
Arthur Harkins, Director Training Center for

Community Programs, University of Minnesota,
Minneapolis '

3:45 - 4:30 "The Positive Characteristics of People: The American Indian

Professor Dean Crawford, University of Minnesota, Duluth
L:30 - 5:30 Small Group Discussion of Indian Employment
Discussion Ieaders: Eugene Peacock, Clara Skoglund,
- Eugene Eckstein, Rollie Boldt, Arthur Harkins,
Ada Deer, Dean Crawford, Tony Parades
5:30 -~ 6:00 Free discussion period

6:00 - 7:00 Dinner in the English Room




"Tt seemed to me that descriptions of a way of life
on the abstract level of culture patterns left out
the very heart and soul of the phenomena we were
concerned with, namely, the individual human being.
In describing total cultural patterns there is an
almost inevitable neglect of the range of variation
in custom and in behavior which may lead all too
readily to overdrawn configurations that play up
differences between cultures and tend to ignore the
fundamental human similarities."

Oscar lewis in his introduction
to IA VIDA (1966)




HUMAN RESOURCES DEVELOPMENT AND ITS IMPLEMENTATION
Guy Flanagan, Conference Chairman
Thursday, December 1l, 1967

Morning Session: Parlors A and B

IMPIEMENTATION OF HUMAN RESCURCES DEVEIOPMENT: COMUNITY RESOURCES

8:00 - 8:30 - "The Community's Stake in Unemployment, Underutilization,
Poverty and the Problems of People'

Ben Boo, Mayor, City of Duluth
8:30 - 9:45 =~ Panel of Commnity Resocurce Representatives

Wallace Abbott, Chairman

Joe Ridinger, Director, Central Neighborhood Community
Center, Duluth

Dr. Swanson, Duluth Mental Hygiene Clinic

Robert Bergstrom, Director, Area Vocational Schools,
Duluth Public School System

John Rossman, Area Representative, Bureau of Apprenticeship.

and Training
9:45 ~ 10:00 - Coffee

10:00-11:15 - Panel of Community Resource Representatives

Owen W, Daly, Chairman

Robert Hock, Director, Community Action Agency

Iee Cook, Employment Officer, Economic Development
Administration

Thomas Gmendin, Work Experience and Training Project,
St. Louis County Welfare Department

Robert Zeleznikar, District Supervisor, St. Louis
County Welfare Department

11:15-12:00 - Small Group Discussions ef:Commmnity Resources;
Distribution of Commnity Resource Directories

12:00 - 1:00 - Tunch in the English Room

Afternoon Sessicn: Parlors A and B

IMPLEMENTATION OF HUMAN RESOURCES DEVELOPMENT: THE EMPLOYER AND HIRING STANDARDS
1:00 - 2:00 ~ "An Employer'!s View of Human Resources Development"

Henry Walter, Vice-President and Director of Manufacturing,
Conwed Corporation, Cloquet

2:00 -~ 3:15 -~ "The Personnel Manager's View of Human Resources Development"

John Boyer, Chairman

Franklyn W. Bair, Director of Personnel, Minnesota Power
and Light Company, Duluth

Ed Wenzel, Director of Personnel, Northwest Paper Company

William Bischoff, Personnel Manager, Reynolds Foods, Inc.,
Duluth




"Never confuse motion with action" - Ernest Hemingway




HUMAN RESOURCES DEVELOPMENT AND ITS IMPLEMENTATION
Guy Flanagan, Conference Chairman
Thursday and Friday, December 1l and 15, 1967
Afternoon Session: Parlors A and B (continued)

3:15 - 3:30 =~ Coffee

3:30 - L4L:00 =~ Small Group Discussions

IMPLEMENTATION OF HUMAN RESQURCES DEVELOPMENT: INTERVIEWING AND COUNSELING

4:00 - 5:30 =~ "Different Approaches to Interviewing and Counseling"

Robert Walker, Associate Director, Minneapolis
Rehabilitation Center, Inc., Minneapolis

5:30 - 6:00 - Discussion
6:00 - 7:00 =~ Dihner in the English Room
Evening Session: Parlors A and B
7:00 - 9:00 =~ Interviewing and Counseling Practicum
Robert Walker :
Jan Anderson, Program Development Specialist
Minneapolis Rehabilitation Center, Inc.,, Minneapolis
Morning Session: Friday, December 15 - Parlors A and B -

IMPTEMENTATION OF HUMAN RESOURCES DEVELOPMENT: INTERNAL ADJUSTMENTS

8:00 - 8:30 - Summation of Week's Training

8:30 - 10:00 - Open Discussion of Problems with Implementation of
Human Resources Development

Guy Flanagan, Chairman
10:00-10:15 - Coffee

10:15-11:15 -~ Open Discussion of Problems with Implementation of
Human Resources Development

Guy Flanagan, Chairman

11:15-12:00 - Summation: Where Do We Go From Here?

Panel of MSES Personnel




WALLACE ABBOTT
ROLLIE BOLDT
GERALD BRANDENHOFF
WILLTAM BOYER
LAWRENCE CHEETHAM
SYLVIA DAHL

OWEﬁ DALY

PAUL DOILAN

JAMES DOWNS

GENE ECKSTEIN

ROBERT FREDRICKSON

GARY GOHMAN
MARY ANN GONYEA
JOYCE GORDON
ROBERT GUSTAFSON
LORENA HANSON
JULIUS HOGA

MYRTLE JARVI

TRAINEES

NANCY JOHNSON
MIKE KEABLE
ERIAND KOSKI
DARREIL MATHIEU
RONAID McCOY
WILIARD McGRADY
BRUCE NETIAND
GEORGE NISIUS
PAUL OPSKAR
JAMES PATTON
STANIEY PAULSON
RONALD PEARSON
RUSSELL QUERNEMOEN
CHAUNCEY RIGGS
HOWARD SCHERZER
CIARA SKOGLUND
MAUREEN SMOOT
KENNETH STICKLER

AT, WASSERMAN




HUMAN RESOURCES DEVELOFMENT AND ITS IMPLEMENTATION
Tuesday, December 12, 1967

FIELD WORK ASSIGNMENTS

Bouse-to-House Employment Survey:

- 5th Ave. West to 1lth Ave., West - from waterfront to Skyline Blvd,

George Nisius,(Hibbing) and Joyce Gordon (Virginia)

- 5th Ave. West to Iake Ave., - from upper 5th St. to Skyline Blvd.

James Downs (Virginia) and Clara Skoglund (Duluth)
- Sth Ave, West to Iake Ave, - from waterfront to lower Sth St r.’
Lorena Hansen (Bemidji) and Owen Daly (Duluth)
— Iake Ave, to 5th Ave. East - from waterfront to lower 5th St.
William Boyer (Duluth) and Stanley Paulson (Duluth)
- Iake Ave, to 5th Ave., East -» from upper 5th St. to Skyline Blvd.
MaryAnn Gonyea (Duluth) and Robert Gustafson (St. Cloud)
5th Ave. East to 1hth Ave., East - from waterfront to lower 5th St.
Nancy Johnson (Duluth) and Gerald Brandenhoff (Duluth)
- S5th Ave. East to 1lth Ave, East - from upper 5th St. to Skyline Blvd,

Chauncey Riggs (Duluth) and Maureen Smoot (Duluth)

Home Visits:

Mr. & Mrs, Roy M, Peterson's home: Myrtle Jarvi, Ely
809 East 6th St. Russell Quernemoen, Fergus Falls
Wallace Abbott, Duluth YOC

Vivian Higgins' home: Julius Hoga, Duluth IO
LO3 East 9th St. Guy Flanagan, St. Paul
’ Erland Koski, Duluth YOC

Ella Strother's home: Willard McGrady, Duluth IO
12%; East Lth St, Ronald Pearson, Duluth YOC
Paul Dolan, Duluth HRD

Christine Pluef's home: Lawrence Cheetham, Duluth YOC
325 East 9th St, Sylvia Dahl, Duluth




Field Work Assignments
Page 2

Visit to Bars:

Kenneth Stickler (Mora) and Al Wasserman (Grand Rapids)

Gene Eckstein (Bemidji), Paul Opskar (Crookston), Bruce Netland (Moorhead)

Howard Scherzer (Moorhead) and James Patten (Alexandria)

Mike Keable (Iittle Falls) and Darrell Mathieu (Brainerd)

Visit to Casual Labor Office:

Ronald McCoy, Mora

Robert Frederickson, International Falls
Rollie Boldt, Moorhead

Gary Gohman, St. Cloud




TRAINING STAFF

From the Minnesota State Employment Service:

Guy Flanagan, Chief, Human Resources Development
Geoffrey Green, State Counseling Supervisor (consultant)
Francis Lynch, Manager, Duluth YOC, HRD

Roy H. Anderson, Manager, Duluth IO (consultant)

Wallace Abbott, Supervisor, Duluth YOC

O.William Daly, Interviewer, Duluth YOC

BEugene Eckstein, Indian Representative, Bemidji

Clara Skoglund, Indian Representative, Duluth

Rollie Boldt, Indian Representative, Moorhead

From the Training Center for Community Programs; University of Minnesota,
Minneapolis:

-

Arthur Harkins, Director

Esther Wattenberg, Assistant Director

Ada Deer, Coordinator, Indian Affairs Center

Richard G, Woods, Program Director

Catherine Wojcik, Administrative Assistant
From the University of Minnesota, Duluth:

Professor Dean Crawford, Secondary Education
John Boyer, Coordinator, Iabor Education Service

From Bemidji State College:

Tony Parades, Extension Specialist in Community Developmsnt

RESOURCE PEOPIE

N

From the University of Minnesota, Minneapolis:
Professor John J. Flagler, Labor Education Service
Professor Thomas Walz, School of Social Work
James Wiebler, School of Social Work

From the Minneapolis Rehabilitation Center, Inc.:

Robert Walker, Associate Director
Jan Anderson, Program Development Specialist

From Minneapolis:

Robert Duncan, Persommel Manager, Ordnance Division, Hensywell, Inc,




RESOURCE PEOPIE (continued)

From the Duluth Central Neighborhood Community Center:

Joe Ridinger, Director

Jordan B. Brown, Community Services Coordinator (consultant)
Eugene Peacock, Commnity Services Coordinator

Sylvia Hill, Community Relations Specialist

Nora Hakala, Community Aide

Duluth:

Ben Boo, Mayor

Franklyn W, Bair, Director of Personnel s Minnesota Power & ILight Company

William Bischoff, Personnel Manager, Reynolds Foods s Inc,

Robert Bergstrom, Director, Area Vocational Schools, Duluth Public Schools

lee Cook, Employment Officer, Economic Development Administration

Thomas Gmendin, Work Experience and Training Project, St. Louis County_
Welfare Department

Robert Hoch, Director, Commnity Action Agency

John Rossman, Area Representative, Bureau of Apprenticeship and Training

Dr. Swanson, Duluth Mental Hygiene Clinic

Robert Zelesnikar, District Supervisor, St. Louis County Welfare Department

Cloquet:

Bill Diver, Community Specialist, Community Action Program, Fond du Iac
Reservation

Ed Wenzel, Director of Personnel, Northwest Paper Company

Henry Walter, Vice-President and Director of Mamufacturing, Conwed Corporation




1.

2,

Interviewers

Date

Address

HOUSE-TO-HOUSE EMPLOYMENT SURVEY

Describe Family Unite

' If head of household is alone:
Husband unmariried widowed

Wife : divorced single with children
Children under 16 ~ 1 2 34L5678910 no children
Children over 16 - 1 2 3 L56 78910

Other members of household - Describe:

Describe Employment:

Husband Employed Unemployed Retired

If employed, occupation

employer

full time

part-time

If unemployed, number of months

does he want employment? yes no

type of employment desired

Employed Unsmployed- Retired

If employed, occupation

employer

full time

part-time

If unemployed, number of months

does she want employment? yes

type of employment desired




(2)

3. Has any member of family ever sought employment through the State Employment
Service? Yes No

If not, why not: Didn't know about it

Knew about it, bad reputation
Explain:

Other: (Explain):

L. How did family members now employed get their jobs? Through friend
Newspaper ad Private employment agency Walk~-in
Union Other news media

5. Does any member of family now working desire a "better job"? If so, what do
they mean by "better job"? occupation

more money?

more job security?

fewer (or more) hours? specify

Do any children over 16 work? Yes No

If so, specify occupation(s), employer(s),
number of hours per week worked belows:

7. Is any member of the family receiving welfare, public relief or AFDC payments?

Welfare Public Relief AFDC
0AA
Aid to Disadvantaged
Aid to the Blind

Other subsistenpe :

Are there any serious health problems in the family? Specify




BIBLIOGRAPHY OF MATERIALS USED AT HRD CONFERENCE IN DULUTH:
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Agricultural Extension Service, University of Minnesota. "Opportunities
in Minnesota for Occupational Training and Retraining." Extension
Service Pamphlet No., 226, Minneapolis, Minn.: Author, 1967.

Conwed Corporation. "We're Out of the Woods," 332 Minnesota Street
St. Paul, Minn.: Author, 1967.

"The Duluth Mental Hygiene Clinic." 1401 East First Street, Duluth, Minn,:
Author, 1966,

Duluth Public Schools. '"The New Duluth Area Institute of Technology."
Duluth, Minn,: Author, 1967,

'Kruger, Daniel and Saltzman, Arthur W. Developing Jobs for the Disadvantaged.
Michigan Economic Opportunity Office, 7310 Woodward Avenue
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"The New Indian Series." A 13-booklet series available from the Superinten-
dent of Documents, U.S, Government Printing Office, Washington, D.C.

Sun Life Insurance Company of Canada. "Technical Education May Be for You."
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South Opportunity Center, Minnesota State Employment Services. '"How to
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MSES TRAINING CONFERENCE EVAIUATION

In evaluating the HRD training conference your direct comments are a
most important indicator. Please relate your comments to the following
questions and feel free to add whatever other comments which you feel are
pertinent. Please feel free to write on the reverse side of this sheet
if necessary,

Sex: M F

1. How long have Yyou been with the State Employment Service?

3 - 5 years

———

—— 0~ 2 years
g - 10 years 10 + years
2. What position do you hold in the Employment Service?
Interviewer — Counsellor
Supervisor

In your opinion, what were the objectives of the HRD Training Institute?

How could the training have been more helpful to you with regard to
your position in the Employment Service?

In what other ways was the HRD orientational program helpful to you?

What criticisms do you have of the program--hew could it have been
more helpful to you?




HEALTH AND WELL -BEING:¢

Maternal and infant’ mortality rates have come to be recognized as two of the most
sensitive indicators of health status. Impressive reductions in both have occurred
in the United States, and virtually all other countries of the world, during this
century.

Maternal mortality began to decline in this country about 1930. Since then, it
has dropped from 67.3 (for each 10,000 live births) to 3 in 1965. This decline
has continued.

Infant mortality, in contrast, showed little decline after 1955, until 1966. In
1955 it was 26.L per 1,000 live births. In 1965 it was 24.7. In 1966 the esti-
mated rate was 23.4. Infant mortality varies as much as 50 per cent from one

state to another. It is twice as high for the nonwhite as for the white infant.

The over-all mortality rate in the United States has been consistently higher for
nonwhites than for whites. Maternal and infant mortality rates are perhaps the
most sensitive indicators of the gap in health status between whites and nonwhites.
Despite dramatic improvements for both population groups during this century, the
differentials in infant mortality appear to be changing very little.

The high infant mortality for nonwhites is associated with the relative absence
of medical care, lower educaticnal levels, poor housing, overcrowding, and low
family income. These, in turn, show marked variation from one region of the
country to another (Table 1).

In addition to higher maternal and infant mortality, the nonwhite population suffers
more from tuberculosis, influenza, pneumonia, measles, dysentery, hypertension,
and many other diseases than does the white population.

All of these differentials reflect a complex set of interrelated problems of
racial discrimination, poverty or wealth, educational levels, housing, stress from
social, cultural, physical, psychological, and biological influences, motivation,
and the availability and quality of medical care. They cannot be corrected until
the relationships of all of these factors are identified, understood, and dealt
with.

. o haiene ascea mane mamem - e

% Excerpted from Phillip R. lee, "Health and Well-Being", The Annals of the
American Academy of Political and Social Science, Volume 373, September,
1967, pp. 197-196.

Philip R. Iee, M.D., M.S., Washington, D.C., is Assistant Secretary for
Health and Scientific Affairs in the Department of Health, Education, and
Welfare (DHEW). Tn his present position he is particularly concerned with
health policies, legislation, and the coordination of the many health
programs in DHEJ. His concerns range from family planning to Medicare,
from the training of physicians' assistants to child health, from federal
support for basic biomedical research to the cost of drugs. He is a
former practicing physician, associated with the Palo Alto Medical Clinic.
He was a member of the clinical faculty of Stanford University School of
Medicine. He is a graduate of Stanford University (A.B., 19L5; M.D., 19L8)
and the University of Minnesota Graduate School (M.S., 1956).




TABLE 1--Range Of Values For Selected Indices For Nonwhites In
Census Divisions And United States Median For Whites
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DIRECTIONS: Below are a number of negative statements about HRD, First, read
each statement carefully. Then rank-order these statements; pick the s*batement
you think is the most important criticism of HRD and write "1" in the blank next
to that statement; then, pick the statement you think is the next most important
criticism of HRD and write "2" in the blank next to that statement; and so on

until you have assigned a rank number for each statement.

HRD won't work because it is poorly organized; too many different MSES
representatives will contact the employer and this will undermine employer
relations,

HRD won't work because we can't do the whole job ourselves; we need help
from other organizations and agencies and such cooperation is unlikely
or impossible.

HRD won't work because too many other agencies (public and private) are
trying to deal with parts of the total problem, and this causes duplica-
tion of effort, waste, and ineffectiveness.

HRD won't work because of employer resistance. The employer won't hire the

"unemployables", and he will see the MSES as a welfare agency trying to
place low-grade employees instead of an agency sending him the "best
qualified" man for the job. The result of HRD will be poorer employer
relations and fewer job listings from the employer.

HRD won't work becauss our own people don't beliéve it will work, and
they are unwilling to change their habits and attitudes in arder to
make it work. They simply won'!'t accept HRD,

HRD won't work because its concentration on help for the individual
will destroy individual initiative and responsibility, and this is
the most important factor contributing to employability.

HRD won't work because we don!'t have outside training resources and
other kinds of outside resources and help that are required.

HRD won't work because it concentrates on people whose employability we
really can't change. They are chronic failures lacking positive attitudes
toward work and a sense of personal responsibility and initiative, HRD
should concentrate on cases of underutilization where there is a greater
chance of success. After all, we will be judged by our superiors on the
basis of the number of successful referrals or placements we make.

HRD won't work because we don't have the staff or skills to deal effec-
tively with the problems of the "hard-core" unemployed and the under-
utilized., With so many new, untrained, inexperienced personnel at MSES,
the result will be counseling for the sake of counseling, not improve=
ment of employability.

Negative Questionnaire - Pooled’: Responses, Both Frouds
12-19-57 and 12-20-67 . 7
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TWIN CITIES SUPERVISORS' SUGGESTIONS

! TOR HRD TRAINING

(Obtained 12/19/6? and 12/20/67 and grouped aecording to training possibilities)

COUNSELOR — INTERVIEWER — SUPERVISOR CASE TRAINING

Number of Supervisors
responding

EMPLOYER RELATIONS

1

Responses

Training in counseling basics.

Involve line interviewers and counselers.

How to solve individual cases of "hard-core'
unemployment.

Group problem—solving en specific, not global,
problems.

Case studies.

Use internal (local staff) training only.

How to get cooperation between interviewers and
HRD.

Confrontation with counselers.

Correct internal communication problems - communication:

Involve employers.

Employer relations.

Employers' reactions te new age discrimination laws.

Control Tata Institute — how do they deal with
disadvantaged?

How to sell employers on youth with prison recerds,

APPLICANT—-ORIENTED TRAINING

Ask school teachers to report their experiences with
problem children.

Ask social werkers, case workers, other agencies to
tell about "hard-core" families.

Ask policemen patrolling target areas to relate
experiences.

Study motivation of HRD applicants - hew to teach
them, etc.

Indian problems; -

Handicapped problems.

Minority group relations -~ race relations.

Talks hy probation officers.

Identification of "hard-core" — sensitize HRD staff
and others.

Do actual eutreach as sensitivity training.

How to recruit "hard—core" for training.
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MISCELLANEQUS

Number of Supervisors
responding Responses

1 Teach reles of other agencies and how they relate

to HRD.

Use "brain-storming" techniques.

Training for new people about HRD concepts.

Training by USDL regional or national officials.

Training films,

Lectures,.

Have other agencies become familiar with MSES.

Tundamentals of all MSES functions.

Procedures to get the job done.

Discussion of problems with top brass present -~ top
hrass presentation.

Social security regulation.

DVR ~ relationship between DVR and MSES.

1-3 hour training package to train local placement
staff on HRD.

Fully reveal HRD program, goals, procadures to line
staff in I.O.s.

Lectures on poverty by an outstanding student.

New occupations.

. Invite top Washington officials to listen to our

NHHHPHEHENDE

programs, problems, responsibilities and obstacles.




DIRECTIONS: Below are a number of positive statements about HRD., First, read
each statement carefully. Then, rank-order these statements; pick the state-
ment you:think is the most important asset of HRD and write "1" in the blank
next to that statement; then pick the statemtnt you think is the next most impor-
tant asset of HRD and write "2" in the blank next to that statement; and so-on
until you have assigned a rank number for each statement.

HRD will work because the MSES is continually recruiting new, young
personnel whose attitudes, experiences, and educational backgrounds
will enable them to make it work. '

HRD will work because our society needs exactly this kind of program
designed to include rather than to exclude people.

HRD will work because eventually there will be a consolidation of
(or closer cooperation between) the various public and private
agencies attempting to solve related problems.

HRD will work because the MSES must re-structure itself towards a
goal of employment rather than a goal of serving the unemployed.

It must do so in order to have a positive "image", and in order
to survive, :

HRD will work because there is no basic conflict between it and
employer relations., The employer needs the MSES as much as the
MSES needs the employer. The modern employer realizes that
unemployed and underutilized people negatively affeet the
consumption of his product and the Gross National Product.

HRD will work because through training and re-training our own
people we will learn to help the disadvantaged help themselves.

HRD will work because all people have a need for self-esteem
and, despite their prior background and attitudes, they can be
shown that self-esteem is obtainable through employment.

HRD will work because it is a broad attack on underutilization
that is by no means confined to "impossible" cases.

HRD will work because eventually the social unrest we are currently
experiencing (e.g., Viet Nam debates, attacks on the "War

on Poverty", etc.) will resolve into a positive, constructive
national attitude toward the solution of human problems,

Positive Questionnaire - Pooled Responses, Both Groups
12-19-67 and 12-20-67




DIRECTIONS:

If you feel that the future of HRD is very closely related to one end
of the scale, you should place a check-mark as follows:

HRD will work X : i_:__ HRD won't work OR
HRD will work _:__ i__i__:X HRD won't work

If you feel that the future of HRD is guite closely related to one end
of the scale, you should place a check~mark as follows:

HRD will work _ : X: : — HRD won't work QR
HRD will work K HRD won't work

If you feel that the future of HRD is only slightly related to one end
of the scale, you should place a check-mark as follows:

HRD will work : :__ HRD won't work QR
HRD will work s X HRD won't work

If you are completely undecided about the future of HRD, you should
place a check-mark as follows:

HRD will work s e X HRD won't work

Now please complete the following:
I feel that:

2,82
HRD will work : _+8 R HRD won't work

. . . .
—— — e G .. wew—

Pooled respeanses, both Groups 12-19-67 and 12-20-67
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Training Center for Community Programs
University of Minnesota

SUMMARY OF HRD GROUP PROBLEM~SOLVING SESSIONS HELD FEBRUARY 14 and 15, 1968
IN FOUR METRO-AREA MSES OFFICES

BACKGROUND

As part of the follow-up HRD training for Arden Hills trainees, the Training
Center staff felt that an attempt at group problem-solving might prove to be a
productive means of exposing and correcting some of the internal conflicts
within the MSES which became apparent when the Arden Hills trainees were inten-
sively interviewed following their training during the summer of 1967. It
seemed evident to the staff that onerparticular conflict was operating to reduce
the effectiveness of HRD:

Interviewers and placement specialists indicated considerable skepticism
about the relevance of expanded counseling services under the new HRD
concept. They tended to feel that there was too much emphasis on
counseling for its own ‘sake and they indicated that they believed the
legitimate goal of placement was being thwarted by young, inexperienced
counselors who did not understand jobs, the job market, and the importance
of facilitating placement. On the other hand, counselors and HRD
specialists felt that interviewers and placement personnel simply were
unwilling to accept HRD, that they did not want to change and become
"applicant-centered'" (as opposed to "employer-centered"), and that they
tended to be short-sighted in their dealings with applicants, perferring
to make '"'quick and easy" placements rather than striving for optimum
long-range placement by utilizing HRD services. Part of this conflict
seemed to be a disparity between generations, with older, longer-service
placement personnel opposing (and perhaps feeling threatened by) young,
inexperienced (and perhaps idealistic) recent college graduates who
tended to identify themselves as professional counselors rather than as
MSES employees.

Specific comments received from Arden Hills trainees through follow-up
interviews which suggested this conflict include the following:

"There is a need for us to get rid of old habits."

""Some people here don't accept HRD"

"How can we get our own people to accept HRD?"

""Some persons don't want to become 'applicant-centered'."

"The 'old-timers' here are too rigid to change."

"There is too much cynicism here about the hard-core unemployed."
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"There is too much emphasis on counseling."

"There is too much counseling for the sake of counseling."

"Counseling and testing have become an end in themselves -- placement
should be the goal."

""We need less counseling and more training."

"New counselors don't know about jobs."

"Counselors don't know the tools available to them."

"Counselors should not do placement."
"HRD simply 'passes the buck' back to the regular interviewer -- HRD
should do its own placement,"
"We need to train interviewers in HRD."
"We should train new employees in the entire MSES operation."
"There is too much gpecialization here."
"Specialization breeds destructive competition."
"We need better relationships between interviewers and counselors."
Also, the Training Center staff felt that the magnitude of ES operations
in Minneapolis and St. Paul (large offices with several organizational sub-
divisions) served to impose "built-in" communications probiems which could
intensify existing operational conflicts such as the interviewer-counselor
conflict. Tinally, it seemed to the staff that, since HRD training had been
concentrated almost exclusively upon supervisory personnel in the Metro Area,

there was a need to involve some operating personnel in any attempt to solve

operational problems.

PROCEDURE

For these reasons, four half-day group problem-solving sessions were

arranged in four different locations within the Metro Area for February 14 and
15, 1968. In each session, one-half the total group was composed of interviewers
and placement supervisors (referred to in this report as Group A) and the
remaining one-half was composed of counselors and counseling or HRD supervisors
(referred to in this report as Group B). Twelve trainees weée to attend each
morning session and eight trainees were scheduled for each afternoon session.

The procedure used for each session was as follows:
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1. A nametag was given to each participant as he arrived. When the
entire group had assembled, the Program Director provided the
following introduction:

"For those of you who are new to these sessions, let me explain
why you are here. We at the Training Center of the University
have been providing a series of training sessions centered
around HRD for supervisory personnel. This session will be
concerned with problem~solving. You were asked to attend
because we thought that, by the nature of your job, you would
be able to make a worthwhile contribution to the solution of
problems.

""This session will be conducted by Mr. Leonard Hawes, our
communication specialist., Miss Cathy Wojcik and (name of
person varied) will assist you as your recording secretaries.
Their function will become clearer to you in just a little
while.

"I think this will be an enjoyable experience for you, but it
is somewhat more than a game. As you will see later on, what
you produce here will be used. 1In order for this session to
be a success, it is vital for each of you to contribute to the
group effort. So, please don't be shy, do speak your mind,
and I'm sure the resulting problem solutions will be more
useful ."

Next, the group was sub-divided into Groups A and B and were assigned
seperate meeting places. Mr. Hawes instructed each group separately
to list the difficulties, 'gripes', or complaints they had as a result
of working with specialists represented by the other group. The
trainees were instructed to concentrate upon problems arising from
counselors or interviewers in general, so that individual personalities
would not become an issue. The trainees were given a time limit and
were told to rank-order their complaints in terms of importance, so
that problem-solving attention could be devoted to the most important
problems if time became short. They also were asked to choose a
spokesman to list and explain the group's complaints when Groups A
and B re-assembled. The spokesman was instructed that his function
was simply to explain the problems perceived by his group; he was not
to be called upon to defend any of the problems his group produced.
The recording secretary was introduced to the group as one who could
help by listing the problems raised by the group and repeating back
.to the group any prior discussion needed for clarification of issues.
Mr. Hawes specifically told the group that the secretary was not
there to record comments identified by individual, but to ensure

that all of the group's viewpoints were recorded so that a summary
could be given to the group spokesman.
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When the groups had finished formulating the problems they felt to be
important, they were re-assembled in the original meeting place,

Each spokesman listed the problems his group had formulated and
answered questions of clarification. On at least two occasions,
attempts were made to engage the spokesman in a debate, but in those
instances the Program Director or Mr. Hawes urged the participants

to reserve these comments until the problem-solving phase of the
meeting.

The entire group briefly recessed for coffee once the problems had
been completely aired.

Following the coffee-break, the entire group was re-structured into
two groups, each composed one-half of counselors and HRD or counseling
supervisors and one-half of interviewers and placement supervisors.
Thus, each new group (referred to in this report as Groups C and D)
had balanced proportions of each type of specialist.

As introduction to this new re-structuring, the Program Director made
the following comments:

"Now we're going to re-group into two groups to find solutions

to these problems. Mr. Hawes will give you specific instructions,
but I want you to know that whatever solutions you agree are
workable and necessary will be forwarded to Mr. Caliguiri,

Mr. Kinvig and Mr. Conley for implementation. Unless there is
some reason which we don't understand that would prevent
implementation, your solutions will be endorsed, if necessary, _
by your top management. If one of your solutions is, for some
reason, unworkable, it will be up to one of these three officials
to explain to you the difficulty. Remember, this is your
opportunity to constructively and creatively alter the conditions
of your own work."

Mr. Hawes reinforced these general comments in his instructions to
Groups C and D. In each session, it appeared that there were more
problems than could be solved in the time available, so Mr. Hawes
suggested that the problem-solving groups concentrate on the most
important problems, that they alternate solving problems from the
interviewers' list and from the counselors' list, and/or that they
concentrate their attention on problems which they fzlt they could
solve, thus avoiding problems which might take an inordinate amount
of time. Once again, recording secretaries were assigned to each
group, and each group was instructed to choose a spokesman to present
solutions to the entire group when it was re-convened.

When the time allotted for problem-solving had expired, Groups C and D
were called together., Each group spokesman explained the solutions
recommended by his group, and there was some time for general discussion
with the reassurance that their problems and solutions would be
transmitted to their top management.
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There were three deviations from this procedure. After the first session,
it became clear that more time was needed for problem-solving, so the time
allotted for problem-formulation was reduced from 30 minutes to 20 minutes.
After the exﬁerience with two groups on February 14, it was decided that Mr. Hawes
should sit in with either Group A or Group B and with either Group C or Group D
to provide the minimal amount of direction which seemed necessary. Miss Wojcik
had informally provided such guidance with her groups in addition to her
recording secretary role on February 14 and she continued to do so on February 15.
Thus, on February 15, each group had a recording secretary and a Training Center
staff person for assistance. Finally, at the afternoon session on February 15,.
two of the trainees had not been notified of their meeting and were late for the
session, which caused some confusion and probably reduced the effectiveness of

the meeting.

PROBLEM FORMULATION AND SOLUTION

The following is a summary, in chronological sequence, of the four problem-
solving sessions held on February 14 and 15,

I. Wednesday A.M., February 14, session at the Minneapolis Local Office
from 9:00 to 11:45.

PARTICIPANTS

Group A* Group B

George Jaroscak Nancy Hendrickson
Mildred Boutelle Joe Kuznik
Robert Cone Marty Dockman
Etler Jepson Janis Jackson
Donald Notvig Dale Paulson
Fredith Alexander Ferdie Tyus

Lila Brimseth

*Due to an error in scheduling, one additional person attended this session.




Group C Group D

George Jaroscak Mildred Boutelle
Etler Epson Robert Comne
Fredith Alexander Donald Notvig
Nancy Hendrickson Joe Kuznik

Janis Jackson Marty Dockman
Ferdie Tyus - Dale Paulson

Lila Brimseth

A. Interviewers' Problems (Group A)

1.

There is lack of feedback from the counselor. Interviewers do
not know what happened in the interview, what action was taken
as a result of counseling, or what the plan of action is.
Interviewers do not feel that counseling produces a change in
the applicant. In this connection interviewers wonder why the
counseling insert was removed from the application card.

a. Group C Solution: Interviewers should indicate on the
application card what services they want or think are
appropriate for the applicant. Counselors should indicate
on the application card what happened during counseling.
Form 511 could be used as it is (but with more information
recorded on it) or Form 511 could be revised to include:

- date and interviewer's number
- why the applicant was sent to counseling
- what (in general) happened in counseling

Group D Solution: Counselors should provide information
helpful to placement by using Form 511 as it is or by
revising Form 511 (adding the insert). Interviewers and
placement people don't want information irrelevant to
placement., If the counselor can do no more for the applicant,
he should notify the interviewer of that fact.

Because of ''crash" training programs, counselors lack first-hand
knowledge of ES activities -- for example, what actual jobs are
like, the employment market in general, etc.

(no specific solution was offered by -either Group C or D)

The HRD operation reflects an informal, casual attitude which is
too "folksy". This results in a loss of '"dignity" insofar as
counselors are perceived. Some counselors are too young, and
many counselors reveal attitudes about employers which are
unrealistic.

a. Group C Solution: To achieve a more professional atmosphere,

expand the orientation program and provide more follow-up
orientation.

(no specific solution was offered by Group D)
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Time problems and related problems of coordination. Often, the
counseling interview is delayed for a week or so, resulting in
the loss of the applicant. There is also the problem of reten-
tion of applicants' cards during the period when the applicant
is visiting the ES.

a. Group C Solution: More facts are needed. Are we losing
applicants because of interview delays (counseling)? How
many? What kind? The group believed this happens only in
unusual cases, such as the case where an applicant requests
a certain counselor whose schedule is filled. There is a
need for self-evaluation for both counselors and interviewers,
concluded this group.

Group D Solution: Application-taking should be controlled
through a centralized intake unit in the Minneapolis office,
This would solve another problem, also -- the problem of
incomplete applications. The counseling schedule should be
reviewed. There is a need for more experienced personnel
and closer supervision.

Counselors' Problems (Group B)

1. Interviewers do not understand the services HRD is trying to
provide, especially counseling, selective placement and outreach.

- interviewers expect too much of counselors in terms of
change and employability. They also expect too much from
MDTA. Counselors are not "miracle workers'.
interviewers sometimes cause problems by "over-selling"
or "under-selling'" HRD to applicants.

Interviewers are fearful of placement by the HRD staff;
consequently, there is a sense of competition rather than
cooperation. In reality, the IO and HRD are not separate
entities.

Group C Solution: Interviewers should explain the counselor's
role more fully to the applicant. Re-orientation is needed
to understand the counselor's job, and there needs to be

more familiarity with all ES jobs on the part of everyone.
More time is needed for training and this is related to

Group A's Problem number 2. Guidelines and procedures are
needed to handle this problem. This group felt they could
produce such guidelines and procedures if the state office
would allow them the time and staff to do it. (Almost
parenthetically, this group noted that there was a need for
more flexibility in hiring. 'What is being done on staffing?”
they asked.)

Group D Solution: More training of ES personnel all the way
down the line on the scope of HRD is needed. It was sugges-
ted that such training, if effective, might help solve the
time-lag problem cited by Group A (Problem number 4).
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are problems in achieving free interchange of information.
Job orders are sometimes incomplete and/or obsolete.
Interviewers sometimes do not know their employers as
they are today.

Test scores need to be used more judicially. The inter-
viewer wants the entire GATB results, while the counselor
is reluctant to share any test information because he fears
the mis-use of tests. Testing itself is over-sold to
employers and the "cutting score' becomes the crucial
factor in too many hiring decisions.

Too many applications are incomplete. Some are not even
signed. '

Referrals to HRD are unclear to the applicant and to HRD.
Interviewers and counselors should not pre-judge what the
employer wants. This results in faulty information.

Group C Solution: (See Group C solution to Group A's
problem number one,)

b. Group D Solution: (See Group D Solution to Group A's problem
number one.)

There is a need for greater opportunity for interviewers to
develop through varied job experiences (e.g., more employer
visits, knowing office tools, major market firms, how to do
job development, etc.).

(No solution to this problem was attempted by either Group C
or Group D.)

(Note: A suggestion was made at this point that more group
problem-solving sessions are needed.)

II. Wednesday P.M,, February 14, session at the Minneapolis voC from 1:30
to 4:15,

PARTI CIPANTS

Group A Group B

Larry Siems Ken Harrington
Charles Lesher Tom Tremmel
Vern Seagren . Tom Schultz
Duane Henke Karin Karkula

Group C Group D

Charles Lesher Ken Harrington
Tom Schultz Tom Tremmel
Duane Henke Larry Siems
Karin Karkula Vern Seagren
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Interviewers' Problems (Group A):

1.

There is a lack of meaningful information regarding a plan of
action for each applicant from the counselor. Counselors don't
like to keep records.

a, Group C Solution: A plan of action in detail is needed from
the counselor for placement interviews. It is not necessary
to spell out problems in detail. This should be handled
through the supervisors of counselors to ensure follow-up.
There is need for the state office to coordinate and follow
through with supervisors.

Group D Solution: There is a problem of policy on what
information should be recorded on the application card. A
joint effort, involving both counselors and interviewers is
needed to make such decisions on a ''grass roots'" level.

Counselors are not available for '"demand" counseling.

a. Group C Solution: There should be no such thing as a
"waiting list" for counseling. Short, immediate counseling
should be available.

Group D Solution: The intake problem and the need for
"demand" counseling requires a re-evaluation of counselor
assignments. More staff is needed. Counselors should not
be assigned specific programs as such. Related here is
the problem of how to identify the HRD applicant.

There is lack of space on the application card. The counselor
should record relevant information regarding the plan of action.

(No specific solution was attempted by either Group A or
Group B).

The counselor takes up too much time. He ties up the applicant
too long.

a. Group C Solution: The counselor should be rotated through
the placement function. He needs more knowledge about
placement.

(No specific solution was attempted by Group D.)

There is a problem of job information. The counselor is not
exposed to jobs and does not know jobs and their requirements.

(See Group C solution to problem number 4. No specific
solution was attempted by Group D.)

There is an inter-office problem. The IO refers to the YOC only
the problem cases; this results in competition between the IO
and the YOC. o ' '
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. a. (No Group C Solution was offered.)

b. Group D Solution: Adequate steps should be taken to ensure
- a good representation of youth coming in. Additional
personnel are needed here. A fair representation of youth
is needed to acquire a better image with employers. There
is no established policy from the state office as to whom
the YOC should get in the way of applicants.

7. Too much specialization within the organization -- YOC versus
10, counselors versus interviewers -- means a lack of the team
approach.

a. Group C Solution: Change the hours open to the public to
8:00 a.m. - 4:00 p.m. The period of time from 4:00 - 5:00 p.m.
could be utilized for cleanup work, training, reading, and
group discussions. Proper utilization of this time would
be the responsibility of the supervisor. Some offices
already cut off intake at 3:30 p.m., because they don't have
time to provide services.

b. Group D Solution: Re-establishment of direct contact
. between HRD and YOC is essential. Personal egos and
adequacy of counselor training are the major problems here.

(r
[o ]
.

Concerning job development, we need to know which is more
important -- the employer or the counselee?

(No specific solution by either Group C or Group D was
offered).

B. Counselors' Problems (Group B).

1. The old "Establishment" attitude is a problem. There is lack
of understanding of counseling on the part of the placement
interviewer. Interviewers are "employer-oriented" rather than
"client-oriented". The interviewer lacks sympathy in his
approach to various groups. Often, he has a "screen out" rather
than a "screen in'" attitude towards applicants. There is a
communications gap between interviewers and counselors. A
policy decision needs to be made concerning how. much information
the interviewer may have from the counselor in order to make a
good placement,

a. Group C Solution: There is no such thing as complete
sympathy one way or another. The counselor must make a
determination about the appropriate course of action for a
counselee; thus, the counselor is really part of the
placement function.

(NOTE: Group C also had a general recommendation
concerning state office ~ local office relations.
Instead of merely informing an office to do something,
they felt the state office should provide guidelines
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on how to implement and coordinate programs. If the

state office does not wish to do so, the group suggested
letting the local office know this, so the local office
could do it. The group also felt there is a need to
define goals. '"Just what is our public responsibility?"
they asked. They felt that the state office only complains
when things go wrong. As a result, coordination and
communication are poor. The group also noted that

Hopkins needs telephones, and that the "chain of command"
is not always effective.)

b. Group D Solution: (No specific solution was attempted by
Group D.)

There is an inter-agency communication lag between IO and YOC.
Jobs get filled and closed out and all parties don't know
about it.

(No specific solufion was attempted by either Group C or
Group D.)

Placement people should understand that counselors can't take
applicants in a "demand" situation. The counselor wants
scheduled interviews; the placement people want counselors to.
take applicants now.

(No specific solution was attempted by either Group C or
Group D. However, the comment was made that perhaps
the YOC should not be separate from the I0.)

IIT. Thursday A.M,, February 15, session at the St. Paul YOC from

9:00 to 11:45,

Group A

Priscilla Utesch
Stan Steege
Ausma Giga

Neil O'Neill
John Ford

Roy Smevoll

Group C

Priscilla Utesch
Ausma Giga

Neil 0'Neill
Frank Boscivich
Pricilla Thurow
John Peckham

PARTICIPANTS

Group B

Frank Boscevich
Mike Stebbins
Priscilla Thurow
John Peckham
Robin Atkins
Gary Denault

Group D

Stan Steege
John Ford
Mike Stebbins
Rober Smevoll
Robin Atkins
Gary Denault
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. A. Interviewers' Problems (Group A):

Counseling information is not fed back to interviewers. The
. : interviewer needs to know what has been done and what the

applicant's problem is.

a.

Group C Solution: Additional comments are needed on the
application card. Smaller and more legible writing would
be helpful or perhaps a new form to accommodate needed
comments. More of a team approach is needed between
interviewers and counselors. Interviewers should use the
telephone more often.

HRD referrals and counseling should not be oversold. Interviewers
expect that counselors will do something with applicants --
something more than the interviewer does. Knowledge of what goes
on in counseling is related to job development.

(No specific solution was attempted by either Group C or Group D.)

All persons should try to stick to job order standards unless
changes are cleared with the employer.

(No specific solution was attempted by either Group C or Group D.)

Older applicants should be sent to an older counselor in HRD, not
a "young kid".

(No specific solution was attempted by either Group C or Group D,)

There is a problem of physical separation of HRD from the rest of
the office. When interviewers are in one end of the building and
counselors are in the other end, problems of communication and
coordination arise. '

a. Group C Solution: Meetings within units are needed for
review purposes.

(No specific solution was attempted by Group D.)

An important question needs to be answered: What is the real
difference between HRD and Special Services? What is the real
significance of HRD? ES people have been given no new tools to
use with HRD. Perhaps there is a training deficiency.

B. Counselors' Problems (Group B) :

1.

There are problems of communication and value differences.
Counseling is often used as a '"dumping ground" or it is not
used at all. Interviewers don't know what counselors do and
they expect too much. Interviewers are '"employer-oriented" and
feel they must satisfy the employer. Counselors are attuned to
the potential of applicants for the future. Special communica-
tion efforts are needed to prepare the applicant -- often, he
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doesn't know why he's being sent to counseling; special communi-
cation efforts also are needed to prepare the counselor. He
needs to know the reason the applicant is being sent to
counseling, and the counselor needs to feed back information

to the interviewer after counseling.

a. Group C Solution: Perhaps the title 'counselor" should be
changed. Often, applicants think they are being sent to a
psychiatrist. Re-orientation is needed about how to get
applicants to counseling. More experienced people are
needed for intake, but this would take a top management
decision.

Group D Solution: Organizational dyads or triads need to be
formed -- a team to work toward solution of applicants'
problems. Small group conferences also need to be formed,
involving both interviewers and counselors. These conferences
could attack specific cases, problem areas, and could be

used for training. The objectives would be to improve
service to applicants and to promote better understanding,
sensitivity, and cooperation., It also would be advisable to
initiate employer personnel department and ES counselor
exchange programs,

There are problems of test mis-use. Interviewers do not know
enough about testing, and consequently make '"stupid" decisions.

State office training in testing is inadequate.

a. Group C Solution: More training in testing is needed for
interviewers.

b. Group D Solution: Employ a university consultant to provide
staff training for interviewers in testing. Establish
group discussions between interviewers and counselors on use
of tests.

The Civil Service Pay Scale Differential between interviewers
and counselors is a source of conflict. (In this connection,
one participant noted that, by 1969, all counselors must have
the M,A. degree, while interviewers will only be required to
hold a B,A. degree.) . '

(No specific solution was attempted by either Group C or Group D,)

(Note: Group D made the following general suggestions: Meetings
could be held from 8:00 - 9:00 a.m. and/or 4:00 - 5:00 p.m.

As it is, time is being wasted, so this time could be utilized,
if only for a couple of days per week. Group D also voiced a
need for more information on new developments and programs, They
requested more information on "What our primary function is.'")
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IV. Thursday P.M.,, February 15, session at 333 Sibley from 1:30 to 4:15

PARTICIPANTS

Group A Group B

Arval Christensen Dick Shockley
Don Anderson Bob Parke
Tobey Lapakko Bob Peterson
Chester Johnson Roger Froelick

Group C Group D

Arval Christensen Tobey Lapakko
Don Anderson Bob Peterson
Dick Shockley Chester Johnson
Bob Parke Roger Froelick

A. Interviewers' Problems (Group A)

1. Counselors are not familiar with job market requirements.

(No specific solutions were attempted by either Group C or
Group D).

Test results are needed with the applicant's records. This
would save phone calls.

2. Group C Solution: Group C considered this problem to be
insignificant. No solution was attempted.

Group D Solution: Group D's response to the entire issue
of testing and test results was "We don't want an ivory
tower approach."

Housekeeping is poor. We need to be current on orders, and we
need to back orders.

a. Group C Solution: A better system of closing out orders
and getting them down quickly is needed. This should be
worked out between HRD and I0., More use of .the telephone
would help in the interim.

Group D Solution: This problem may be caused by poor
telephone service (not enough lines). Counselors may have
tried to call and have simply given up. A proper switch-
board is needed in the St. Paul I0. Group D suggested
finding out about California's central order taking system
by teletype.

More complete applications are needed.

(No specific solution was attempted by either Group C or Group D

b
except that one person suggested review of basic training.)
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B. Counselors' Problems (Group B)

1. Counseling is used as a "dumping ground". Too much is expected
of counselors.

a. Group C Solution: Supervisors should check all cards before
sending them to HRD or counseling.

b. Group D Solution: No specific solution was attempted.

Responsibilities of counselors are unclear to interviewers.

a. Group C Solution: The State Office should define the role
of counselors. The I0 should do placement, not HRD or
counselors.

Group D Solution: A closer working relationship is needed
between HRD and Placement. Case discussions are needed
during the latter part of the week, involving both counselors
and placement interviewers. One statement was, ""Nobody knows
what anybody else is doing -- we've grown too fast." Other
ideas were: (1) the interviewer could "sit in'" and see what
the counselor does, and the counselors could observe the
interviewer at work; (2) case conferences could be held
with several interviewers and counselors. No direction from
the state is needed here. Nordlund and the local office
manager could decide this. Sensitivity training with an
outside person as group leader would help solve problems.
Interviewers need better contact with employers.

There is a problem of overprotection of the employer.

(No specific solution was attempted by either Group C or Group D.)
The "Stigma of the Blue Sticker" is a problem.

(No specific solution was attempted by either Group C or Group D.)

There is a lack of information on the application card.

a. Group C Solution: There is a need to see the application
taker before the counselor. Interviewers may not spend
enough time with the applicant to determine the need for
counseling.

Group D Solution: There is a need to review basic training.
each person involved needs to answer the question, 'What
makes a good application card?"




STAFF_CONCLUSIONS

It seemed to the staff that several conflicts were operating at different
levels within the four groups involved. Some conflicts were specified rather
clearly by the groups, while other conflicts were implied rather than specified.
It seemed to the Training Center staff that interviewers and placement personnel
were bothered by HRD and counseling because it interfered with the rapid, orderly
process of getting individuals on jobs, and because the delay it caused brought
the risk of losing applicants and perhaps losing the favor of the employer.
Placement personnel seemed to be saying, in effect, that efficiency is the
standard by which they expected to be judged, and that the HRD operation simply
impeded efficiency while making no discernable contribution to the goal of
Placement. While funding may no longer be so closely tied to the number of
placements, it seems that many placement personnel do not know or do not believe
that it is so. Perhaps the need to know "how I'm doing" militates against the
relaxation of the efficiency standard, particularly since no alternative standard

seems to exist for placement people.

On the other hand, HRD personnel and counselors seem to be more concerned
about the quality of service offered by the MSES. Their standard of achievement
oxr success seems to be yhether the counselee has "'worked through ﬁis problems"
to the point where he is able to make an optimum decision about his future
vocational 1life, and this process is something which simply cannot be hurried.
The reluctance to share test information with placement people, the unwillingness

to specify counseling outcomes on records, the aversion to "demand" counseling -~

all these suggest that counselors simply do not accept the goals of placement

personnel, and may even find them threatening to the objectives of professional

counselors.
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Indeed, the conflict may originate structurally above the state level.
The "HRD Concept'", with its emphasis on attention to ind;vidual problems,
its attempt to focus services intensively upon those who need them most, and
its determination to reach out to those who might not seek out ES services
autonomously may truly conflict with the operation of a "labor exchange" designed
to facilitate the local labor market and satisfy employer requirements for

employees.

If this is an accurate assessment of the broader conflict surrounding HRD,

it may be difficult to formulate local solutions which will endure. Training

itself would seem to be an unlikely solution unless a new and different reward

structure or system is developed to reinforce the kinds of behavior required

by HRD.

It is not suggested here that the elimination of all conflict within the
MSES should be the objective; such an objective is probably impossible and perhaps '
unhealthy. What is suggested is that the dual objectives of serving the applicant
and serving the employer are becoming so divergent, so conflicting, that consider-
able stress and conflict may be unavoidable. To avoid an open rupture in the
organization, it may be necessary to choose one of the two goals and concentrate
most of the organization's energy in that direction. Tf HRD is truly to be the
"hew mission" of the Employment Service, it would seem vital to originate a new

and different reward structure to ensure performance compatible with that goal.

Although the resolution of this primary conflict may depend upon a commit-
tment to one course or the other at the USES level, it is possible that some

measures can be taken at the state or local level which will temporarily
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ameliorate organizational tensions and stresses. The suggestion that additional
time be freed for problem solving, training, and discussion among MSES staff

members probably is a very useful one.

The Training Center staff strongly recommends that each problem and each

solution be acknowledged by state staff personnel as soon as possible. Such

acknowledgements should be made to at least those individuals who were responsible
for formulating the problems and solutions, and the acknowledgements should
include appropriate comments about the implementation of solutions. Solutions
which can be implemented at the local office level should be so identified to the
problem-solving participants and to the local office manager, if his sanction is

considered to be necessary. Problems which require state office attention should

be similarly identified to the problem-solvers and a decision (including rationale

if it differs from the solution proposed) should be made as quickiy as possible
and communicated to the problem=-solvers and other persons who need to know about
it. Even in cases where no state action is required -- where participants
indicated they could take care of the matter themselves -- it would be wise, in
our opinion, to acknowledge the problem and its solution and state that the
problem will be left for solution and implementation in the hands of local office

personnel,

Also, it may be 'necessary to institute follow-up procedures to ensure that
solutions really are implemented. Only such careful procedures will change the
attitude of the participant who said to the Program Director,."You know, I kind
of enjoyed this session. We ought to have more of them. But, then, I suppose

nothing will really happen as a result of them."




RESULTS OF HRD PROBLEM-SOLVING SESSIONS

Sufficient copies of May 10.1968 interoffice correspondence
(MSES) to local office staff from Assistant Commissioner A.P.
Caliguiri were not available. The subject of this memo was the result
of HRD Problem-solving sessions. Problem statements, solutions

from groups which engaged in problem-solving, and comments from

the State Office were included in the memo.
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