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Introduction

On February 25, 2009, the Committees on Aging, Civil Service and Labor, Higher Education and Small Business will hold a joint hearing to examine the effect of the aging of the nation’s population upon the labor market and existing workforce development programs aimed at retraining older adults in an effort to defer retirement.  Invited to testify are representatives from New York City Department of the Aging (DFTA), the Department of Citywide Administrative Services (DCAS), trade unions and other interested parties.  
I. Aging Workforce
Currently, the United States is experiencing a demographic change due to longevity of Americans and the “baby boomer” generation reaching traditional retirement age.  Every seven seconds, a baby boomer turns 60.
  By 2030, 71.5 million Americans will be age 65 and older, making up approximately 20% of the population.
 The aging of the nation’s population will have a significant impact on society, in particular the labor market, including possible labor and skill shortages.
 

According the U.S. Department of Labor, Bureau of Labor Statistics, between 1977 and 2007, employment of workers 65 and over increased 101%, compared to a much smaller increase of 59% for total employment (16 and over).
 The number of employed men 65 and over rose 75%, but employment of women 65 and older increased by nearly twice as much, climbing 147%.
 While the number of employed people age 75 and over is relatively small (0.8 percent of the employed in 2007), this group had the most dramatic gain, increasing 172% between 1977 and 2007.
 Although the total labor force is projected to increase by 8.5 % by 2016, the number of workers age 16-24 is projected to decline, while the number of workers age 25-54 will rise only slightly.
 In comparison, workers age 55-64 are expected to climb by 36.5%.
 Further, it is projected that workers between the ages of 65 and 74 and those aged 75 will grow by more than 80 percent, accounting for 6.1% of the total labor force by 2016.
  

Consistent with national trends, the aging of New York State’s population will substantially affect certain occupations and industries within the State. As mature workers retire in large numbers from key industries including State government, educational services, health services, public administration, the nonprofit sector and some manufacturing jobs, industries may face labor force gaps, significant knowledge gaps as well as gaps in succession and transition planning.
 By 2015, workers age 55 and older will comprise 20% of the State’s overall labor market.
  However, the “traditional” working age population, ages 16 – 64, will decline by 6.5% during the next two decades.
  The 55-64 age group is the only cohort that is expected to experience growth over the next 20 years increasing by 145,000 while the 35-54 age group will decrease by more than 630,000, leaving a workforce shortage in the coming years.
 These demographic shifts are reflected in the ratio of working age adults to individuals aged 65 and older, which currently stands at 5:1 and is projected to decrease to 3:1 by 2030.
 
II. Opportunities and Barriers 
Older workers are making decisions about how they would like to spend their retirement years. Their decisions often depend on their financial security, health status, and attitudes toward work and leisure, among other factors.
  Many older workers wish to maintain their connections to the world of “work” even after they formally “retire.”  They wish to do so for a variety of reasons, including the need to build and maintain financial security and the desire to stay productive and socially engaged.
 Some older Americans plan to continue working full-time, but most say they wish to work fewer hours through more flexible work arrangements, while taking on new challenges.
 Capitalizing on the positive attitudes and expectations of older workers regarding their desires for continued participation in the workforce, employers can minimize job vacancies, retain important skills and knowledge, and remain competitive and productive.
 Such a response will place older workers in a position to increase their personal retirement savings and realize the tangible and intangible benefits that result from their continued participation in the workforce.
 Older workers offer competitive advantages to employers because many possess management and organizational skills that can be used in a variety of industries and occupations.
 Older workers bring several qualities that make them ideal employees, such as knowledge, experience, and productive work habits.

Despite the advantages older workers offer and the labor and skill shortages caused by demographic changes, older workers continue to face challenges in the labor market.
 Some of the barriers experienced by older workers include difficulties in keeping pace with changing skill requirements and technology, lack of flexibility in work schedules, insufficient training opportunities, physical requirements for certain kinds of work, laws and regulations that encourage complete retirement at earlier ages, and actual or perceived age discrimination in the workplace by employers and co-workers.
 In addition, older persons of communities of color may face racial and ethnic discrimination, in addition to the barriers they may face as older workers.
  Those who have limited English proficiency or disabilities that may require special accommodations from employers face additional barriers.
 Re-connecting with the job market may be difficult for persons who have not worked for years and decide to reenter the job market, perhaps following the death of a spouse or a divorce.
 Dislocated workers (those affected by large-scale layoffs or plant closings) face a particularly difficult time in obtaining new employment if they have obsolete skills and live in a geographic area that has a declining number of jobs.

Several states, local workforce agencies, community colleges and advocates for older adults have begun campaigns to dispel misconceptions about older workers and educate employers about the benefits of hiring and retraining such workers.
  In February 2005, former governor Janet Napolitano launched the Arizona Mature Workforce Initiative (MWI).
  This initiative is designed to raise visibility, awareness, appreciation of and employment opportunities for mature workers, while addressing labor force shortages in the business sector.
  
The MWI also aims to provide mature workers with new points of access to training that will allow them to remain competitive in the job market and to provide them connections to employers who value their experience.  The ultimate goal of MWI is to ensure meaningful employment opportunities for mature workers and provide businesses with the ability to address at least some of the impact of an aging workforce by developing a healthy exchange of ideas and dialogue among the mature workforce, business and industry, government, and local communities.

III. Higher Education Opportunities for Older Workers 

Many older adults, particularly baby boomers, are returning to school to advance their careers or pursue new ones, especially in this current economic environment.
 Recent reports have shown that the student body population near or at retirement age is rapidly increasing in colleges and universities nationwide. According to a report by the American Council on Education, currently older adults are more likely to be served by community colleges than are students under the age of twenty-five.
 In fact, half of the college-going adults aged 50 and over attend community colleges, compared with only 33% of students under the age of 25.
 Although the numbers are significantly smaller, adults age 50 and older are also more likely to attend private, for-profit institutions (7%) than their age 25 and younger counterparts (2%).
  

To address this issue, community colleges across the nation are leading efforts to develop job training opportunities for older workers to meet local labor market needs.  Such colleges are recruiting workers age 45 and older, creating educational and vocational training programs tailored to older peoples’ learning styles, and offering student advisor and supportive services for older students.
 They often collaborate with local and state workforce agencies and workforce investment boards for funding, labor market information, and mutual referrals.
  The Plus 50 Initiative is a three-year grant funded by Atlantic Philanthropies and sponsored by the Association of American Community Colleges (AACC).  Fifteen community colleges across the nation will initiate programs for adults age 50 and older that offer options for older adults to learn for learning’s sake, complete training or re-training for new careers, or gain additional skills for community service.
 

Kingsborough Community College of the City University of New York (CUNY), has a highly recognized program for older adults called “My Turn,” which is a free education program open to New York State residents age 60 and older. My Turn offers over 400 courses ranging from arts and music to computers and health education.  The program does not require any educational prerequisites.
 More than 2,000 students are enrolled in the My Turn program each academic year.
  Academic counseling and other support services are available throughout each semester.
 

IV. Challenges to Accessing Higher Education
Funding is a critical issue for older adults attempting to return to higher education.  Although there are some in the workforce that may benefit from tuition reimbursement, countless others do not have the necessary information, strategies, or resources.  Tuition waiver policies vary from state to state and by institution. Despite efforts to target older adults for training and education services, higher learning institutions are faced the following challenges
:

· Learning about older adults’ educational needs and expectations.

· Adapting existing programs and services to better accommodate older adults.

· Having effective outreach strategies to attract older adults, especially those that have never had a postsecondary education.  

· Providing financial assistance.

A study by the American Council on Education, recommended promoting classes through churches, community centers and senior centers.  The study also found that financing models such as lifelong learning accounts and scholarships can be used to create reliable funding streams for older adult education.  In addition, career management and other services can be adapted to help move older adults into higher education and the workplace more efficiently.

V. Public Sector Workforce Programs
A. The Workforce Investment Act

The primary vehicle for funding and developing workforce programs in New York City is the federal Workforce Investment Act (WIA).
 The Act provides funding to programs that offer employment and training services for adults, dislocated and youth workers. It also mandates the presence of “One-Stop” (“Workforce 1” Centers in the City) delivery systems, which provides access to various employment programs to those seeking employment or job training, at one location.  

New York City currently has seven one-stop centers, run by the Department of Small Business Services (SBS), with two located in Queens and four located in the remaining four boroughs.
 Successful workforce development systems have integrated services, such as personalized career counseling, resume writing workshops and job interviewing workshops,
 and have made these services available not just at One-Stop centers but also at satellite sites to further facilitate access.  
WIA State and Local Workforce Investment Boards (“SWIB” and “LWIB”), are required to develop comprehensive plans for the implementation of their respective workforce development activities.  At the State level, the SWIB assists the Governor in designing a Statewide plan, while the business-led LWIBs focus on strategic planning, policy development and oversight.  The LWIB must then submit a local WIA implementation plan (“Plan”) to the Governor for approval, which details how the new WIA policy will be implemented and monitored.  WIA mandates that the Chief Elected Officer of a local area (the Mayor in the City’s case) appoints the members of the local boards in accordance with guidelines established by the SWIB.
 The majority of the members appointed to the LWIBs must be from the business community, often Chief Executive Officers or Chief Operating Officers, while the remaining members must represent labor, economic development organizations, community-based organizations and the “One-Stop” partner providers.
 

B. Senior Community Service Employment Program (SCSEP)
Title V of the Older Americans Act of 1965
 established a community service employment program for seniors to promote part-time community service opportunities for unemployed, low-income persons who are 55 years or older and who have poor employment prospects; foster individual economic self-sufficiency; and increase the number of persons who may enjoy the benefits of unsubsidized employment in both the public and private sectors.

The Senior Community Service Employment Program (SCSEP) is the primary program funded by Title V. SCSEP provides part-time work in community services, and aims to place eligible participants in at least 30% of such available unsubsidized jobs.
 Program participants work an average of 20 hours per week and are paid at the highest of federal, State or local minimum wage, or the prevailing wage.
 Program participants must be age 55 or over and have a family income of no more than 25% over the federal poverty level.
 Priority is given to persons over 60, veterans, and qualified spouses of veterans, and preferences are given to minority, limited English-speaking, and American Indian individuals.

SCSEP provides over 45 million community service hours to public and non-profit agencies, and job placements in various establishments such as day-care centers, senior centers, schools and hospitals.
 The SCSEP program also offers older workers Individual Employment Plan (IEP) development, training, wages and fringe benefits and access to local One-Stop Career Centers.

DFTA’s Senior Employment Services (SES) Unit is funded by Title V to assist New York City residents 55 years and older who are seeking work opportunities.
  SES workshops offer classroom training, job search techniques and assistance with part and full-time job placements. SES programs offer employment contact and placement assistance for low to moderate-income older adults.
 Training programs include beginner and intermediate computer skills, customer service skills, and hands-on experience at non-profit agencies or government agencies.
 In addition to the different training workshops, DFTA offers job preparation workshops, which prepare participants with necessary skills for effective resume writing and the techniques for successful job interviews to be competitive in the current labor market.
 

One-Stop centers and SCSEP sites provide valuable training to older workers. However, both are limited in their ability to reach the senior population.
 OneStop centers provide job training and job search assistance to all workers regardless of income, but have not traditionally focused on programming for older adults.
 Conversely, SCSEP sites restrict employment and training services to low-income individuals age 55 and older.
  In an effort to better target this population, the U.S. Department of Labor (DOL) has recently developed a curriculum for One-Stop Centers to train older worker specialists, so these specialists can better understand the employment barriers that many older adults face.
   

C. Department of Labor Older Worker Demonstration Grant

DOL and the Employment and Training Administration (ETA) recently announced the availability of approximately $10 million in funds for Older Worker Demonstration Grants.
 The grants, funded as part of the High Growth Job Training Initiative (HGJTI), are intended to address the workforce challenges faced by older adults.
 HGJTI encourages the development of employment and training strategies, by increasing skills to keep pace with technological and organizational change, connecting older workers to jobs in high growth, industries.

HGJTI grants will be awarded to qualified legal entities that represent the local workforce investment system (SBS in the case of the City).  Applicants must include projected outcomes to be achieved during the life of the grant.
  Those awarded HGJTI grants are expected to partner with national, state, or local aging organizations, such as SCSEP grantees, as well educational institutions, employers and business associations, such as chambers of commerce.
 Through these partnerships, the grantees must address one or more of the following focus areas regarding older adult workers: 1) developing innovative training techniques; 2) facilitating self employment for older workers; 3) improving career pathways; 4) incorporating career awareness and outreach programs into training sessions; 5) building education and training capacity for older workers at educational institutions; and 6) developing training strategies for disadvantaged older worker populations.

The HGJTI grants intend to create systemic solutions to address workforce challenges for older adults and contribute to the long-term talent development and economic growth in the regional economy.
 Grantees are expected to demonstrate specific outcomes during the life of the grant that indicate progress in addressing the identified older adult workforce challenges.  Grant recipients must track and quarterly report to DOL training outcomes, reporting the employment rate, employment retention rate and average earnings of those whom the grantees have trained.
 
VI. Strategies to Address the Aging Workforce

The U.S. Department of Labor Taskforce on the Aging of the American Workforce has identified several strategies to address issues related to the aging of the nation’s workforce. Such strategies include:

Legal and Regulatory Issues

· Furthering policy exploration of legal and regulatory issues by an interagency group

· Researching specific issues to determine whether changes are needed to current laws and regulations
Expanding Knowledge on Older Workers

· Coordinating research and demonstrations to expand knowledge about the most effective strategies for serving older workers

· Adding questions to a supplement to the Current Population Survey regarding older workers’ participation in the labor force

· Conducting a special tabulation of census data on older workers designed to match workforce investment areas

Outreach and Education Efforts

· Developing a blueprint for coordinated public awareness and outreach activities regarding older workers

· Educating employers and workers on opportunities (such as flexible retirement programs) and requirements (such as age discrimination laws) under current laws

· Developing training materials for human resource professionals on how to best respond to an older workforce

Facilitating Self-Employment for Older Workers

· Replicating Project GATE (a demonstration project that assists individuals in creating or expanding their own businesses) 
· Utilizing the Small Business Administration’s (SBA’s) web site to provide targeted information on SBA programs and services for older entrepreneurs

· Encouraging access and referrals to SBA resources at One-Stop Career Centers

Flexible Work Arrangements and Customized Employment for Older Workers

· Promoting accommodations to both recruit and retain older workers with disabilities or limitations through the Job Accommodation Network

· Providing information on best practices, strategies, and policies for promoting telework

· Promoting workplace flexibility for the Federal workforce by having Taskforce agencies model best practices
Tools and Technical Assistance to Support Older Worker Employment

· Disseminating products from the High Growth Job Training Initiative relevant to older workers, developing a resource guide on available and potential work supports available to older workers 
· Developing an Online Coach that walks older workers and workforce professionals through employment Web resources,
· Creating an inventory of labor market intermediaries serving older workers (e.g., senior job banks)

· Exploring the possibility of increasing the employment focus of Aging and Disability Resource Centers and enhancing collaboration with One-Stop Career Centers
Retirement and Financial Literacy Education
· Making educational resources on retirement and financial literacy available to older workers in One-Stop Career Centers, local Social Security Administration offices, aging service providers, and other appropriate venues
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