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Dear Reader, 

Securing and sustaining competitive employment is one of the primary means by which individuals attain economic self-sufficiency and independence and how state’s enjoy continued prosperity. 

In spite of the fact that Massachusetts is still emerging from the recession, research suggests that many key industries in Massachusetts will begin to suffer severe labor shortages as early as 2013.  In addition, there will be significant losses of mature and experienced workers in the health care, education, information technology, professional services, and government sectors as the baby boomer generation transitions into retirement.
 These two projections pose a significant risk to the Massachusetts economy unless employers and policymakers plan for our state’s demographic realities by implementing policies that can strengthen the labor force attachment of older workers (age 55+). 

This report focuses on concrete steps that can be taken at the state and local levels, as well as recommendations for employers and individuals, to increase the employment levels of older adults. The recommendations include strategies that will: 

1. highlight the resources of One Stop Career Center for mature adults;

2. boost enrollment in community college credit courses by mature adults;

3. encourage employers to adopt personnel practices that will appeal to and retain older workers; and

4. spur individuals to proactively upgrade their work skills throughout their careers.

The policies recommended herein are intended to ensure that the skills, experience and productivity of older workers are harnessed throughout the economic recovery and beyond.  To achieve this more “mature worker friendly” system will take time and is a multi-faceted endeavor.  The recommendations in this report will help insure that Massachusetts has skilled workers for the workforce and that the Commonwealth will maintain sustained economic growth for the foreseeable future. 
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1.   Establish an Older Worker Employment Taskforce to coordinate the implementation and evaluation of strategies that will increase the rate of employment of older workers and extend older worker engagement in the workforce.

	2.   Highlight the resources of One-Stop Career Center Services for Older Workers

2A.     Distribute information through EOEA networks on existing resources designed for older workers at One-Stop Career Centers.

2B.    Establish protocols for systematically sharing best practices, workshop curriculum, etc. for assisting older workers between all the Career Centers. 
	3.   Improve Community Colleges’ Training of Older Workers

3A.         Create and test the capacity to serve older adults in credit courses at community colleges, via use of more flexible course schedules and stackable degrees and other practices. Use the successful pilot approach developed at Middlesex Community College Academy of Health Professions as a model for other schools.
3B.         Establish certificate and degree programs that are closely linked to labor market demand and include older adult students in the student profile.
3C.         Replicate best practices identified through a national initiative for accommodating the learning styles and schedules of older workers. 

	4.   Encourage Employers to Take Action to Prepare for an Older Workforce 

4A.
Implement flexible personnel policies and practices in the workplace.
4B.
Develop Older Worker Talent Recruitment and Retention plans. 

4C.
Facilitate employee access to college savings plans, such as the 529 plans, and arrange and/or offer training opportunities to incumbent employees.

4D.
Consider adjustments to pension plans that will permit a phased retirement for qualified employees and/or remove disincentives for continued employment.
	5.  Spur Individuals to Upgrade Their Work Skills Throughout Their Career


Build an Economic Security Education and Outreach Coalition with the Executive Offices of Elder Affairs, Executive Office of Labor and Workforce Development, Workforce Investment Boards and Career Centers, the Department of Higher Education (with Community Colleges and State Universities), the Massachusetts Educational Financing Authority (MEFA),  the Treasurer, and the Massachusetts Financial Education Coalition (MFEC) to improve and coordinate their respective outreach and referral activities. Outreach messages to include: 

· Everyone needs to upgrade their work skills throughout their career
· Visit a Career Center for personal career development assistance

· Explore job training programs at colleges and certificate training providers 
· Learn about ways to save and pay for job training options, including 529 plans, tuition assistance from employers, on the job training opportunities, plus many others. Contact MEFA for more information. 
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Introduction

Background 
Securing and sustaining competitive employment is one of the primary means by which individuals attain economic self-sufficiency and independence. Access to employment opportunities is vital to individual self-sufficiency, a core goal of the Executive Office of Elder Affairs, Executive Office of Labor and Workforce Development, Executive Office of Health and Human Services and the Governor. As the Massachusetts population ages, older workers will comprise a larger share of the labor force. Between 2010 and 2030, 100 percent of the growth in the Massachusetts labor force will come from workers who are 55 years of age or older 
. If Massachusetts is to have the workers to fill critical jobs and thus maintain its economic edge, it is crucial that stakeholders in the public and private sectors take steps to strengthen the labor force attachment of older workers. 

The aging of the labor force throughout the US and other developed countries, and its impact on economic productivity has been a topic of study for economists worldwide. In Massachusetts, the population is aging rapidly due to several factors, including improved health, increasing longevity, declining fertility, and the out-migration of younger residents.  Nationally, concerns have been raised about labor shortages, skills gaps, and knowledge loss as the Boomer generation transitions into retirement; many of these concerns are applicable to the knowledge-based economy in Massachusetts.  As older workers transition into retirement, there will be fewer workers to meet the labor demands of local employers due to decreasing fertility and the leveling of the female labor force participation rate. The result is that the Massachusetts economy will rely heavily on the continued engagement and productivity of older workers in future decades. At the same time, many older workers will need and/or want to extend their work careers. 

The Policy Task Force talked with many systems practitioners and reviewed many potential policies from academic research, professional literature, and policy papers.   There are many issues to be addressed to improve opportunities for older workers and job seekers, and by extension the continued prosperity of the Commonwealth. This report is not intended as an exhaustive list of policies, but instead highlights policies for which there has been some support in the past, hold promise for improving employment, and can be implemented at the state and local level.  These investments will contribute to the future strength of the Massachusetts economy, as older workers will soon become the sole source of labor force growth within the Commonwealth. 

Demographic Trends and the Need for Action
Due to current social, economic and demographic factors, it appears there is a developing trend toward delayed retirement. It is well established that:

· The decline in defined benefit pensions and the rise of defined contribution plans has shifted the primary responsibility for ensuring financial security in retirement from the employer to the individual
. 
· Participation in defined contribution plans is low, and savings are generally inadequate, leaving retirees vulnerable to the financial risks of longevity (i.e. outliving their resources) and inflation
. 

· The “Great Recession” of 2008 and 2009 has diminished many Boomers’ retirement savings, forcing them to re-evaluate their timeline for retirement.  Also, improvements in health and longevity are requiring older people to finance a greater number of years in retirement
.

· The shift to a knowledge economy has reduced the physical demands of many jobs, allowing many people to continue working to older ages
. 

· Finally, the decline in employer-provided retiree health coverage has been a primary factor in the decision of when to retire, as individuals must work until age 65 and become eligible for Medicare before they can consider leaving their jobs
.

Although Boomer retirements have been delayed by this recession, it is critical for employers to plan for ways to retain mature talent, upgrade the skills of their older workers, and adjust to the eventual retirement of older workers.  Older workers must keep their skills current and plan for their eventual exit from the workforce. Policymakers within the Commonwealth have a role in developing strategies that assist both employers and workers in the effort to maintain a skilled workforce in the Commonwealth.  

In spite of the fact that Massachusetts is still emerging from the recession, research suggests that many key industries in Massachusetts will begin to suffer severe labor shortages as early as 2013.
  In addition, a recent report suggests there will be significant losses of mature and experienced workers in the Health Care, Education, Information Technology, Professional Services, and Government sectors as the Boomer generation transitions into retirement
 (Bluestone & Melnick, 2010). These two projections pose a significant risk to the Massachusetts economy unless employers and policymakers plan for these transitions by implementing policies that can strengthen the labor force attachment of older workers, particularly Boomers. The Commonwealth of Massachusetts has an interest in ensuring that businesses have the workforce necessary to grow. Likewise, the Commonwealth is also committed to strategies that will help ensure that retired individuals have adequate financial resources to support themselves throughout their lifetime.  
There are three core premises for why the Commonwealth needs to develop workforce strategies focused upon older workers:

1. The Massachusetts economy depends on a skilled labor force: Employers need a skilled labor supply to continue to grow in Massachusetts. Labor shortages in key industry sectors would result in employers expanding in or moving to other states or countries that are better equipped to meet their labor demands, which would have an obvious detrimental impact on State revenues. Thriving business increases State revenues from corporate, income, and sales taxes. 

2. Financially secure retirees are less reliant on state services:   If retirees cannot support themselves, the state provides income through supplements such as Supplemental Security Income and health care through MassHealth, as well as support for housing, food assistance, fuel assistance, long term services and through many other state services. Helping individuals improve their financial security in retirement through maintaining their labor force attachment in late career is a win-win for older workers and the Massachusetts budget. 
3. People who work are better consumers:  Research shows that an individual’s economic consumption is reduced in retirement, which is attributed to no longer having work related expenses, as well as having a more limited income. Therefore, the longer older adults work, the greater the positive economic impact for the Commonwealth.
The Challenge
Strengthening the labor force attachment of older workers is a complex issue, particularly in light of the recession. Many older people (55+) in Massachusetts are employed and are fully productive. For these individuals, the challenge is providing incentives to continue working. Other older workers are employed, but they may be at risk because their skills are no longer at the cutting edge or their industry and occupational sector is in decline. For them, the need is to upgrade skills to retain their jobs, to advance in their careers and/or to regain competitiveness by changing jobs. Other older workers find themselves without jobs. These individuals need strategies that will help them to find new jobs and often adjust to lower levels of compensation.

Below is an outline of the steps the Commonwealth could take to increase the level of involvement of businesses, universities, and local and state government in older adult workforce development planning, and, as a result, increase both the percentage of older workers employed in the labor force and the number of years they stay engaged in the workforce.    The reasons for older workers to stay in the workforce or to leave it are many and varied.  No one policy will set the correct balance because employers and employees vary in their needs and situations, but a balanced approach of incentives and supports could help those workers seeking to continue working beyond the normative retirement age as well as help employers needing to recruit and maintain an effective and productive workforce.

Interventions Targeted to Components Involved in Workforce Development 
The policy options presented are targeted toward the One-Stop Career Center network, Community Colleges, employers, and individuals. The issues are complex, and no one policy will solve the problem in its entirety. A concerted effort by employers, workforce development agencies, colleges and universities, training vendors, unions and state and local government working toward the same objectives is needed. This report focuses on concrete steps that can be taken at the state and local levels, as well as recommendations for employers and individuals (informed and aided by organizations that conduct outreach to individuals). 

The statewide network of One-Stop Career Centers is a key player in the delivery of career development, job search, job training and placement services to Massachusetts citizens. One-Stop Career Centers are federally-legislated, publicly-funded providers of comprehensive employment services with a responsibility to serve all job seekers. The services provided by Career Centers include employment counseling, workshops designed to assist in job searching, access to an internet-based employment opportunity listing, services for employers seeking qualified labor, and short-term training. (Note: Most of the training is conducted by education and training providers through vouchers/Individual Training Account funds, not directly by the Career Centers.) Older workers represent a large and growing population that use and benefit from the services offered by Career Centers.  
Although many Career Centers in Massachusetts report that they are sensitive to the special needs of older job seekers, there is wide variation in the programs and services available to support older workers. For example, some Career Centers offer specialized workshops on the job search process tailored to older workers, but this program is not available in all Career Centers across the state.  A 2008 study of Career Centers by the United States Government Accountability Office (GAO, 2008) found that Career Centers typically were providing multiple services to older workers but USDOL federal reporting does not require Career Centers to track performance outcomes for an older worker cohort. The recommendations in this report would build upon the strengths of the current system by promoting the services provided to older job seekers through the One-Stop Career Center network. In FY10, the Career Centers served over 34,000 job seekers who were over the age of 55.  As a result, the Career Centers have developed specialized workshops focused on mature workers covering issues ranging from developing resumes and job search techniques in a technology-driven hiring market, social networking tools, basic computer classes, and job search techniques focused on “using age to your advantage” along with other activities. 
The Community College system is a primary stakeholder in the overall strategy to strengthen the labor force attachment of older workers. All workers must maintain skills to meet the demands of the constantly changing workplace. This challenge is particularly important for older workers because of the passage of time since their last formal education. Identifying good jobs leading to economic self-sufficiency requires basic education and ongoing occupational training. Community colleges are providers of high-quality education and training services for workers with diverse educational backgrounds.   Community colleges have a long tradition of welcoming the non-traditional students and are known for providing creative programming that meets evolving community and employer needs. The recommendations in this report build on this tradition and are focused on enhancing the availability of degree and certificate programs that are focused, flexible, and designed to meet the needs of older learners as well as labor market demand.

Next, Massachusetts employers should consider more flexible Human Resources policies and practices that support older workers in continuing to work. There are several interventions that employers could institute to make their workplace friendlier to older workers, including: offering flexible work options such as variations in start and quit times or telecommuting; offering part-time and phased retirement options; recognizing the need for and providing ongoing opportunities for skills training; learning how to manage an intergenerational workforce; and developing pathways for intergenerational knowledge transfer. Finally, some employers have false, negative perceptions of older workers: e.g. that they are more inflexible and less able to learn new skills compared to younger employees. It is important for employers to dispel myths and develop flexible personnel policies and practices that will support the full participation of older workers. 

Finally, educating older workers to understand both the financial, physical and mental health benefits of continued work, as well as the need to keep one’s skills current throughout one’s entire career, is necessary. Employed older workers often face two powerful disincentives to continued work: society’s normative expectation that one should retire at or prior to age 65; and, a need to balance work with family caregiving responsibilities or other interests.    

In addition, the minority who have an employer-sponsored defined benefit plan may have incentives to retire relatively early because of the provisions of the plan.  These disincentives, further detailed below, can limit the supply of skilled older workers to meet the demands of local employers.  Although there is not currently a shortage of workers seeking jobs in the current business cycle, looking to the future it is projected that the supply of skilled workers will become a key factor in maintaining the economic viability of the Commonwealth. 

· A key disincentive affecting older workers is the normative expectation that one will retire sometime in their early to mid-60s, if not sooner.  Although the Normal Retirement Age to receive full Social Security benefits is gradually being raised to age 67, many Boomers are still opting for early retirement and are initiating benefits at age 62. In large numbers, Boomers are opting for early retirement during this recession after months of unemployment because being retired is a more socially acceptable option than being unemployed
. 

· Many older workers, particularly those eligible for defined benefit pension coverage, face financial incentives to retire at younger ages.  Employers typically have used their defined benefit plans to provide early retirement incentives by providing enhanced benefits for taking early retirement.  The design of these pension plans results in diminishing benefit accruals for continuing to work beyond reaching normal retirement and is therefore a strong incentive to retire. The incentive to retire is even stronger for employees who are offered retiree health benefits prior to eligibility for Medicare. 

· Another disincentive to the employment for older workers is their need or preference for additional work flexibility. Many older workers state that they would like to continue working throughout their 60s and perhaps longer, but they are seeking positions that offer maximum flexibility
. Older workers may prefer to work part-time, or to telecommute a few days per week. They may need additional time off for family caregiving responsibilities. The lack of flexibility built into most full-time jobs is a serious barrier to many older people continuing to work. Research suggests that many people who retire from their career job get a part-time job elsewhere that meets their needs for flexibility. 

· Finally, a barrier for some adults seeking employment is a need to update their job search skills. The process of finding a job has changed quite a bit in recent years, as more and more employers post jobs online only, and require electronic submission of resumes. This process can be overwhelming to any unemployed person who has not conducted a job search in several years. 
Recommended Policies

Recommendation 1:  Establish an Older Worker Employment Taskforce 
1A.
Establish an Older Worker Employment Taskforce to coordinate the implementation of strategies that will increase the rate of employment of older workers and extend older worker engagement in the workforce. 

Recommendation 2: Highlight the Resources of One-Stop Career Center Services for Older Workers
2A.  
Distribute information through EOEA networks on existing resources designed for older workers at One-Stop Career Centers.

2B.   
Establish protocols for systematically sharing best practices, workshop curriculum, etc. for assisting older workers between all the Career Centers. 

Recommendation 3:  Improve Community Colleges’ Training of Older Workers

3A.       Create and test the capacity to serve older adults in credit courses at community colleges, via use of more flexible course schedules, stackable degrees (e.g. recognize the common creditable elements earned in one course so as to accelerate acquisition of the next certificate on a career ladder) and other practices. Use the successful pilot approach developed at Middlesex Community College’s Academy of Health Professions as a model for other schools.

3B 
Include older adult students in the student profiles when developing certificate and degree programs that are closely linked to labor market demand. 

3C.      
Replicate best practices identified through the American Association of Community Colleges 50 Plus Initiative, a national initiative for accommodating the learning styles and schedules of older workers.

Recommendation 4:   Encourage Employers to Take Action to Prepare for an Older Workforce 

4A.
Implement flexible personnel policies and practices in the workplace.
4B.
Develop Older Worker Talent Recruitment and Retention plans. 

4C.
Facilitate employee access to college savings plans, such as the 529 plans, and arrange and/or offer training opportunities to incumbent employees.

4D.
Consider adjustments to pension plans that will permit a phased retirement for qualified employees and/or remove disincentives for continued employment.

Recommendation 5:  Spur Individuals to Upgrade Their Work Skills throughout Their Career

5A.
Build an Economic Security Education and Outreach Coalition with the Executive Office of Elder Affairs, Executive Office of Labor and Workforce Development, the Career Centers, Workforce Investment Boards (WIBs) the Department of Higher Education (DHE) (community colleges and state universities), the Massachusetts Education Financing Authority(MEFA), the Treasurer and the Massachusetts Financial Education Coalition (MFEC) to improve and coordinate their respective outreach and referral activities. Common messages might be: 
· Everyone needs to keep upgrading their work skills throughout their career.

· Visit a Career Center for labor market demand information, personal career development assistance, and information about training programs.

· Visit a community college to explore your career options and their college programming. 

· Develop a financial plan for your future lifestyle needs. 

· There are myriad ways to save and pay for education, including 529 plans, tuition assistance from employers, plus many others. Contact MEFA for help and information.
Closing
The policies recommended herein are intended to ensure that the skills, experience and productivity of older workers are harnessed throughout the recovery and beyond.  The challenge of changing these systems to be more “mature worker friendly” is a many-faceted endeavor that will take some time to achieve the desired impact.  As the Massachusetts economic recovery continues, demand for workers will rise.  Massachusetts must be prepared with skilled workers to fill the demand.

Recommendation 1:  Establish an Older Worker Employment Taskforce 

1A. 
Establish an Older Worker Employment Taskforce to coordinate the implementation of strategies that will increase the rate of employment of older workers in Massachusetts and extend older worker engagement in the workforce.  

The Older Worker Employment Taskforce should be comprised of leaders from business associations, local Workforce Investment Boards, community colleges, training vendors, One Stop Career Centers, Chambers of Commerce, labor unions, advocates, the Massachusetts Education Finance Authority, the Executive Office of Elder Affairs, the Executive Office of Labor and Workforce Development, and the Legislature.  The priority objective of this Taskforce is to develop public policy support for extending the work-life of Massachusetts’ aging workforce and coordinating and monitoring the implementation of the strategies recommended herein.
Due to a variety of factors, current retirement and employment policies do not provide strong incentives for continuing work by older workers, e.g., lack of coordination between working and pensions, lack of robust retraining programs, ageist myths about older workers, and employers not having specific strategies or HR policies focused upon recruiting, retraining and retaining older workers.  Moreover, since the enactment of the Workforce Investment Act (WIA), WIA stakeholders have not been encouraged to target enhancements in their service delivery to particular age groups. At the same time, it has been observed that some WIA performance outcome measures (e.g. assigning a greater value to full time placements over part time placements and earnings) result indirectly in older job seekers not receiving as much attention as other job seekers.  
To respond to the aging demographics of the workforce, the Older Worker Employment Taskforce would be responsible for coordinating the development, implementation, and monitoring of work plans affiliated with Recommendations 2-5 herein for highlighting employment services at the One Stop Career Centers and enhancing educational programming and access for older workers (age 50+) at Community Colleges and State Universities. In addition, the taskforce would be responsible for coordinating an initiative that would encourage employers to make Older Worker Talent Retention and Succession Plans that would adjust their personnel practices to support, encourage and retain older workers. Finally, the Taskforce would be also be responsible for ensuring the success of an outreach coalition formed by multiple organizations with the mission of encouraging older workers to proactively map their careers and related skills training needs. 

Implementing these strategic plans will help ensure that older workers across the state have: equitable and consistent access to more tailored older worker workforce development services; employer support for making transitions to flexible schedules, phased retirement, new roles within their current employer’s business, or new careers; knowledge of the need to proactively and continuously update their career skills; and, an understanding of the public and private funding options for meeting their individual career counseling and skills training needs.

2. Highlight the resources of One-Stop Career Center Services for Older Workers

2A.
 Distribute information through Elder Affairs’ networks on existing resources designed for older workers at One-Stop Career Centers.
Older workers experience significantly lengthier durations of unemployment than younger workers.  Customized approaches to job searches are critical to their success in becoming re-employed.  Support services for older workers are especially important because they represent a large and growing portion of the Massachusetts workforce. 

One-Stop Career Centers are federally-legislated, publicly-funded providers of comprehensive employment services with a responsibility to serve all job seekers. The services provided by Career Centers include employment counseling, workshops designed to assist in job searching, access to an internet-based employment opportunity listing, and short-term training. Career Centers have a special responsibility to serve those who receive unemployment compensation.  
Mature workers are known to constitute a substantial proportion of those who use Career Center services. According to the Department of Labor and Workforce Development’s management information system (MOSES), more than one-third (37%) of Career Center users are older workers. (Twenty percent of Career Center clients statewide are 45 to 54 years of age, and 17% percent are over 55 years of age.)   Most Career Centers report sensitivity to the special needs of older workers. Many offer a workshop designed to offer special assistance job search assistance to older customers. 
Career Centers typically report data on performance outcomes for the federal funding streams that are integrated through each Career Center.  Performance data include job placement, job retention, wages, educational attainment, and customer satisfaction rates.  However, One-Stop Career Centers are not required to track older workers as a sub-population of the universe of customers; thus, regular reports are not produced on this sub-population.  Likewise, a 2008 study of Career Centers by the United States General Accountability Office (GAO, 2008) found that Career Centers typically were providing multiple services to older workers but performance outcomes are not reported by this population group (Performance outcomes are reported through 17 different measures for three main populations including low-income adults, youth and dislocated workers meeting WIA eligibility criteria).

Nationally, the importance of employment services for older workers is receiving increased attention. There is no shortage of ideas about employment services that might be beneficial for older workers. Particularly notable is the U.S. Department of Labor’s Aging Worker Initiative that has made $1 million grants to 10 organizations to assist older workers who are seeking re-employment after being laid off. Two of the grantees are in New England (Maine and Vermont).

2B.
  Establish protocols for systematically sharing best practices, workshop curriculum, etc. for assisting older workers between all the Career Centers. 

Each Career Center operates under the auspices of a local Workforce Investment Board (WIB). Massachusetts has 37 Career Centers and 16 Workforce Investment Boards; each local WIB has at least one Career Center.  By design, WIBs operate on a highly decentralized basis. WIBs enjoy a good deal of discretion in establishing their priorities and making use of their federal funding. The decentralized system reflects recognition by policy makers of local variation in workforce characteristics and employment opportunities (Social Policy Research Associates, 2004). 

EOEA and EOLWD could convene Workforce Investment Boards and One Stop Career Centers to develop a formal learning community in which they share promising practices and challenges with one another and collectively expand the body of knowledge about best practices for serving older adults with the full One Stop Career Center Network. The group could establish a systematic way of exchanging protocols and best practices. The strategies to be used might include web-based publications, workshops, and customized technical assistance. 
Recommendation 3:  Improve Community Colleges’ Training of Older Workers

3A.   Create and test the capacity to serve older adults in credit courses at community colleges, via use of more flexible course schedules and stackable degrees and other practices. Use the successful pilot approach developed at Middlesex Community College as a model for other schools.

Two years ago, Innovative Post Secondary Education Models (IPSEM) grants were given to support several post secondary institutions in Massachusetts in developing and testing models for accelerating the acquisition of degrees and certificates.  The grants were funded through the Workforce Competitiveness Trust Fund. The Middlesex Community College (MCC) Academy of Health Professions pilot – a new educational model of providing stackable certificates over an accelerated timeframe - was tremendously successful.  Their pilot approach should be replicated at other community colleges. 
MCC developed a new innovative educational model with the following features: 

· Career counseling was integrated with education and academic skill development so students could explore career paths to determine which profession best matches their interests and abilities; 

· Alternative course scheduling was provided, including: part time, evening and weekends, and 8 week versus 15 week courses; 

· Student supports were provided, including:  case management, tutoring and learning communities; and, 

· Stackable certificate programs were offered, empowering students to gain employment with the first level certificate while working to gain higher level certificates and related compensation gains. For example, in the first level, students choose to study the Nursing Assistant or Medical Receptionist curriculum.  Upon completion of these certificates, students can continue to the next level of instruction for Phlebotomist or Medical Secretary.  

MCC found the flexible learning schedules better met student needs as well as workforce needs. They and the other pilot site grantees have agreed to provide curricula and program materials for dissemination to other Massachusetts' post secondary institutions.  
3B.
 Include older adult students in the student profiles when developing certificate and degree programs that are closely linked to labor market demand. 

Two major initiatives of the Patrick Administration are to develop certificate and degree programs in the public college systems that are more closely linked to labor market demand.  It will be important to implement these initiatives mindful of the state’s workforce demographics:  older workers age 55+ will be the sole source of labor pool growth in Massachusetts over the next 20 years, to 2030.  Educators will need to include older adults in student profiles. 

The first major initiative is the Regional Workforce Strategies Initiative of the Executive Office of Labor and Workforce Development.  The Regional Workforce Strategies Initiative directs local WIBs to begin building collaborations between their career centers, community colleges and business in targeted and high growth industries, including life sciences, the creative economy, information technology, clean energy, financial services and manufacturing. These regional plans are focused upon closing the skills gap. 

The second major initiative is the Board of Higher Education’s Vision Project which has established 5 educational and 2 research outcomes for the state’s community colleges, state universities and UMASS system.  The community colleges, state colleges and university educate approximately half of Massachusetts’s high school graduates who attend college. Further, the graduates of the State’s public institutions are more likely to remain the state and become part of Massachusetts’ workforce and communities than are graduates of private colleges. Clearly, public colleges will play a central role in educating older returning students seeking to acquire degrees or upgrade their skills.
 

One of the 5 educational outcomes is:  “Alignment of degree production with key areas of workforce need”. The metrics proposed for this goal include:  1) degrees and certificates produced in key occupational areas, with national comparisons; 2) degrees and certificates conferred in key occupational areas, compared to forecasted growth in Massachusetts; 3) student persistence and degree completion in key occupational areas, with disaggregation by student population groups; and, 4) the employment status, and/or continuing education, of graduates.  

It is recommended these two initiatives be carried forward cognizant of the state’s aging workforce demographics to ensure that older adults are included in student profiles used in planning and evaluation activities. 
3C.
  Replicate best practices identified through the American Association of Community College’s (AACC) 50 Plus Initiative for accommodating the learning styles and schedules of older workers in the way courses are delivered at community colleges. 
Some older workers face the need to change fields. Others must upgrade workforce skills to remain competitive. Older workers can benefit from educational programs but may need special supports to excel in community colleges. The American Association of Community Colleges (AACC) Plus 50 Initiative
, a three-year initiative launched in June 2008 and funded by Atlantic Philanthropies, was created to support a pilot group of two-year institutions to develop or expand campus programs that engage 50 plus learners.  In addition to supporting the sites, the AACC’s role has been to produce and disseminate knowledge that other community colleges can use to develop their own 50 Plus programs. 

Cape Cod Community College (CCCC) in Barnstable, Massachusetts, was designated by the American Association of Community Colleges to be one of five mentor colleges representing community colleges across the country.  At CCCC, activities under the “Plus 50 and Returning Adult” umbrella have been leveraged with additional funding from Civic Ventures and the Lumina Foundation.  Further, CCCC joined with the other Plus 50 Colleges to develop Standards of Excellence for Plus 50 programs.
  

The aim of this recommendation is to call attention to the best practices and standards of excellence, developed by the 50 Plus Initiative and successfully used by CCCC, and encourage their incorporation into the teaching practices of the state universities and community college networks in Massachusetts. 

The program components at CCCC include the following:  

· An Advisory Committee with broad representation from the employer community and the region’s workforce development and training agency, academic and student affairs personnel, and institutional research departments.

· Professional development training for faculty, staff, and employers on the unique needs of older adult learners. 

· Advising college faculty and staff how to create, reframe, or refine programs and coursework to meet the interests and needs of the Plus-50 learner, including using the experience and expertise of workforce development staff to design successful course delivery strategies. 

· Flexible course delivery strategies, including:  accelerated classes; flexible scheduling; tailored services; academic and career advising; technology skill-building; refresher math and English; outreach and recruitment; and workforce training in high demand, high growth industries in the Cape Cod region (e.g. healthcare, human services and early childhood education).

· Coordination of community awareness activities with other organizations that support Plu-50 objectives.

· Reaching out to plus 50 learners who have acquired some academic credit to promote certificate and degree completion and/or transfer to a four-year institution.

· Providing targeted student support services, including: a “Plus 50 or Returning Adult” student career and academic advisor; learning support specialists; peer tutors and peer mentors; workshops in refresher math and English for targeted students; and, information technology fluency training.

· Monitoring and evaluating the effectiveness of program outcomes.

· Helping Plus 50 learners transition to paid positions in new “encore” careers. 
For more information, see the article authored by 3 staff members of the CCCC Plus 50 Initiative about how to sustain a program to meet the needs of returning and older adult students on a college campus.
  

Community colleges would need financial resources to help them implement these practices. 

Recommendation 4:   Encourage Employers to Take Action to Prepare for an Older Workforce
4A.
Implement flexible personnel policies and practices in the workplace. 
The business case to expand workplace flexibility is substantial and compelling
. A key goal of the Administration’s Older Worker Employment Taskforce would be to implement a communications strategy focused upon showcasing the business imperative for workplace flexibility to private companies and non-profit organizations in Massachusetts and provide links to both 1) the research that documents the positive business outcomes that flexibility can generate and 2) tools for effectively implementing broad-based flexibility in the workplace. 
Workplace flexibility strategies have been shown to boost all three of the following:  

1. talent retention;

2. employee commitment to the organization; and 

3. employee productivity. 

Flexible workforce arrangements include many approaches, both formal and informal, that support work/life roles for employees of all ages.  In particular, phased retirement and part time roles may be effective for extending work lives of employees, assisting in knowledge transfer, and reducing costly staff turnover.
A list of reports and educational materials about workplace flexibility
 along with links to technical resources for how to implement flexible workplace practices are re-printed in the Appendix. 

4B.
Develop an Older Worker Talent Recruitment and Retention Plan 
Renew Commonwealth Corporation’s issuance of small planning grants to employers to develop older worker talent recruitment and retention programs and to share those plans and lessons learned with other employers.  The grants should seek to include small and medium-sized employers and employers that may not be early adopters of workforce development innovations.  The planning grants should fund the design of strategies intended to support the recruitment, retention and engagement of older workers.  

In 2008, in response to demographic analysis documenting that in Massachusetts, between 2010 and 2030, all of the growth in the Massachusetts working age population will come from workers who are 55 years of age or older, Commonwealth Corporation and the Workforce Competitiveness Trust Fund Advisory Committee committed $350,000 from the Workforce Competitiveness Trust Fund to pilot older worker retention planning efforts by seven employers.  Through a public procurement process, those employers and their partners were awarded grants of $50,000 each.  Three projects were in health care, 2 in manufacturing and 2 in higher education.  

The Commonwealth Corporation could be directed to develop for dissemination information that will encourage other employers to develop their own plans and to continue to build a learning community of employers that are focused on retaining older workers. The Commonwealth Corporation would use the findings from the employer-grantees to raise the visibility of issues associated with an aging workforce, underscore the value of engaging employees in the planning process, and showcase promising models for older worker retention.  
Lessons Learned From the 2008 Older Worker Retention Planning Pilot Grants

In 2008, the projects engaged business leaders and older workers in a process of projecting the impact that impending retirement would have on business, identifying critical factors in retaining older workers, transferring knowledge and ensuring smooth succession.  

The Older Worker Talent Recruitment and Retention Plans developed as a result of that initial grant cycle included: 

1.  A demographic analysis of the workforce which may focus on the entire workforce or a targeted occupation, division or department of the employer. 

2. Engagement of older workers and managers in the identification of factors that impact older worker recruitment, retention, safety, productivity and generational diversity and knowledge transfer.

3. A description of strategies, programs and benefits proposed as a result of the planning along with a timeline and budget for implementing the strategies.

Some of the lessons learned through these projects included:

1. Projects acquired critical information relative to the retirement planning of their staff, e.g. some employers learned they could face a steep rise in retirement in the next five to ten years.  

2. As older workers’  delay their plans for retirement, they identify  a common set of needs and concerns:  

a. Flexible scheduling –working fewer hours, seasonal schedules, phased retirement, and telecommuting.  

b. Physical challenges –lifting, being on their feet for several hours at a time or other ergonomic issues.  

c. Training & Development – this is an issue particularly related to learning new technology and instructional methods that work well for adult learners.

d. Benefits planning –health care benefits and the impact of part-time schedules on their retirement benefits.

3. As employers undertook a review of their HR practices and policies and gathered real time information about their particular workforce, they were able to identify critical demographic trends and gather feedback from managers and older workers that helped them to understand retention and retirement issues more specifically. As a result, they were able to adopt new personnel policies tailored to match their workforce issues.

4. Older workers appreciated being asked about their retirement plans.  Many older workers are delaying retirement and have concerns relative to working well into their sixties or seventies.  Engaging workers provided important insight, guided priority-setting and demonstrated the organization’s commitment to retaining older workers.

It is important for the Commonwealth and employers within the Commonwealth to understand the challenges associated with the aging workforce, do long range workforce planning to ensure sustained operations and growth, create a workplace culture conducive to raising and addressing older worker retention issues, address generational diversity issues and ensure effective knowledge transfer and succession planning.  A relatively small investment by the Commonwealth to support the development of Older Worker Talent Retention Plans would result in investments by employers in training, organizational development and work re-design that would ensure that the Commonwealth can continue to maximize the skills and knowledge of Massachusetts’ aging workforce while preparing a pipeline of skilled workers to fill critical vacancies as retirements rise in the next decade.

4C. 
Facilitate employee access to college savings plans, such as the 529 plans, and arrange and/or offer training opportunities to incumbent employees.

Workplace productivity is positively affected by employees acquiring new and relevant job skills training throughout their careers.  Now, more than ever, the knowledge-based economy requires up-to-date skills, recognized credentials and postsecondary degrees that meet labor market demands. The high cost of re-training, however, results in limited career advancement opportunities for many low and middle income employees. 

The state already encourages employers to arrange for and/or offer training opportunities to their incumbent employees via the Workforce Competitiveness Trust Fund. It is recommended the state also undertake efforts to encourage employers to facilitate access to other education savings plans, like 529 plans, and to consider supporting other avenues (such as tuition reimbursement) for financing skills acquisition by their employees.  

College savings plans (529s) are not just for kids – they are one way to help adult workers get the training they need to sustain their competitiveness and advance.  An adult may start a 529 savings plan for herself (and be both the owner and beneficiary of the account), or for a child or grandchild, or all three.  Once the account is set up, any individual, including an employer, may make separate contributions to the savings plan.  

A 529 plan is a tax advantaged investment plan (that does carry investment risk) that helps people save for higher education expenses, including tuition, fees, books, supplies, equipment and, for students who are attending a least half time, also room and board.  The contributions, typically made with after-tax income via a payroll direct deposit, grow tax free in the investment account. While contributions to the plan are not deductible, there is no income limit for the contributors. 

4D. 
Encourage employers to consider adjustments to pension plans that would permit phased retirements for qualified employees and/or remove disincentives for continued employment. 
Private pension plans, regulated at the federal level, can include a variety of options in the design of the plan that have the effect of encouraging or discouraging individuals from extending their work tenure.  An example that encourages extending one’s engagement with work is the availability of phased retirement options.  Recently federal law was changed to allow pension distributions prior to separation from employment, allowing a worker to reduce their hours of employment but maintain their income by making up the loss of wages with pension benefits. 
   

The Commonwealth can play a role in informing employers of new provisions allowed under federal law that would encourage workers to remain longer on the job. Publicizing these changes could be part of a larger campaign by the state to encourage employers to review and modify their personnel policies and practices to eliminate disincentives to continued employment.

Recommendation 5:  Spur Individuals to Upgrade Their Work Skills throughout Their Career

5.
Build an Economic Security Education and Outreach Coalition with the Executive Offices of Elder Affairs, Executive Office of Labor and Workforce Development, Workforce Investment Boards and Career Centers, the Department of Higher Education (with Community Colleges and State Universities), the Massachusetts Educational Financing Authority (MEFA),  the Treasurer, and the Massachusetts Financial Education Coalition (MFEC) to improve and coordinate their respective outreach and referral activities. 
Helping individuals and families develop assets is one of the most effective ways to achieve economic stability.  However, workforce data shows that jobs that pay the wages needed for asset building require a minimum of either an associate’s degree or long term vocational training.  In June 2009, the Massachusetts Asset Development Commission reported that, while Massachusetts has the highest proportion of college graduates per resident in the nation, still 40% of the state’s total workforce lacks any post-secondary education. Further, the percentage of the state’s working age adults enrolled part time in education or training programs after high school has declined by 24% during this past decade, compared with the early 1990s. 
 

To counter this trend, it is recommended the state build an Economic Security Education and Outreach Coalition with the EOEA, EOLWD (Career Centers), DHE (colleges), MEFA, the Treasurer (MFEC) and other interested parties to improve and coordinate their respective outreach and referral activities. The Economic Security Outreach Coalition would collaborate on outreach targeting, cross referrals, and developing systems to accommodate increased consumer inquiries. 
The core messaging might be: 

· Everyone needs to keep mapping their career path and upgrading their work skills throughout their career. 

· Everyone needs to develop a financial plan that projects their future lifestyle needs and related income and savings requirements. Go to MassSaves.org for help and information.

· Adults should consider acquiring certificates, 2-year and 4-year degrees because of the likelihood for greater financial gains by earning these credentials.  

· You may visit a community college, state university, private college or other training institutions to explore your career options and their relevant educational programming. 

· You may visit a Career Center to get labor market demand information, personal career development and mapping assistance, and information about training programs and providers.
· There are myriad ways to save and pay for education, including 529 plans, tuition assistance from employers, plus many others. Contact MEFA for help and information. 

For example, MEFA personnel, along with staff from community colleges, conduct outreach to families via places of employment, high schools, and other venues. Each year, MEFA staff convenes hundreds of training events (400-500) to educate adults on how to pay for college.  MEFA staff speak to all the ways to pay for college such as savings, student loans, scholarships, penalty-free withdrawals from IRAs, no interest installment payment plans, etc. as well as ways to reduce the cost of college such as tax credits, student loan interest deductions, tuition and fees deductions, work study, etc.  Currently, MEFA seminars stress a “cradle to commencement” time period for college savings strategies and the beneficiary most prominently profiled is children.  In the future, MEFA intends to modify their messaging so as to encourage adults to think about using savings accounts for themselves as a way to ensure their workplace skills are up to date “from high school commencement through career”. 

Likewise, other partners in the Economic Security Education and Outreach Coalition could modify their current messaging and outreach activities to emphasize the link between acquiring occupational skills and education throughout one’s adult lifetime to maintain one’s competitive position in the workforce. 
Conclusion
The policies recommended in this report are intended to ensure that the skills, experience and productivity of older workers are harnessed throughout the recovery and beyond.  The challenge of changing these systems to be more “mature worker friendly” is a many-faceted endeavor.  It is critical that the Boomer population understands how extending their careers can positively impact their financial security in old age. Boomers will need to be encouraged to proactively continue acquiring new career skills and extend their work lives.  There is much that can be done to inform and encourage employers to adopt more flexible HR policies to retain talented employees or recruit new older workers. Coordinated outreach campaigns along these lines would be particularly helpful in this regard. In addition, there are steps the Commonwealth and its workforce development organizations can take to highlight the services provided at Career Centers and change Community College practices to be more “older worker inclusive”. 
Although this report is not intended as an exhaustive list of policies, it highlights policies for which there has been some support in the past, hold promise for improving employment, and can be implemented by various entities throughout the Commonwealth. These investments will contribute to the future strength of the Massachusetts economy, as older workers constitute the sole source of labor force growth within the Commonwealth. 

Appendix

Reports and Educational Materials about Workplace Flexibility  

and  

Technical Resources for How to Implement Flexible Workplace Practices
Source: Technical Resources: How to Implement Flexible Workplace Practices in my Business, Corporate Voices for Working Families, 2010
Reports and Educational Materials about Workplace Flexibility: 
Guide to Bold New Ideas for Making Work Work, Families and Work Institute, Eby, S., Galinsky, E., & Peer, S, 2009.  http://familiesandwork.org/site/research/reports/2009boldideas.pdf

Innovative Workplace Flexibility Options for Hourly Workers,

Corporate Voices for Working Families, May 2009.

http://www.corporatevoices.org/system/files/CVWF%20report-FINAL.pdf

Mastering the Art of a Flexible Culture, Sandy Burud, FlexPaths, LLC, October 2009.

http://flexemployer.com/pdf/mastering_the_art_of_a_flexible_culture_final.pdf

Public Policy Platform on Flexible Work Arrangements, Workplace Flexibility 2010,

Georgetown Law. http://workplaceflexibility2010.org/images/uploads/reports/report_1.pdf

The Three Faces of Work-Family Conflict: The Poor, the Professionals, and the Missing Middle, Center for American Progress, January 2010.

http://www.americanprogress.org/issues/2010/01/three_faces_report.html

Work-Life Balance and the Economics of Workplace Flexibility, report by the Council of Economic Advisors, March 2010.

http://www.whitehouse.gov/files/documents/100331-cea-economics-workplace-flexibility.pdf

Workplace Flexibility: Findings from the Age & Generations Study, The Sloan Center for Aging and Work at Boston College, Pitt-Catsouphes, M., Matz-Costa, C., and Besen, E. http://agingandwork. bc.edu/documents/IB19_WorkFlex_2009-02-04.pdf

Making Workplaces Work: Employer Best Practices in Kentucky, Institute for Workplace Innovation, University of Kentucky, Jennifer E. Swanberg, 2007. http://www.uky.edu/Centers/iwin/workplace_research/BestPractices07.pdf

Creating a Culture of Flexibility, Boston College, Center for Work and Family. http://www.bc.edu/centers/cwf/research/publications/metaelements/pdf/BCCWFFlexibilityEBS.pdf

Measuring the Impact of Workplace Flexibility. Boston College, Center for Work and Family. http://www.bc.edu/centers/cwf/research/publications/metaelements/pdf/BCCWF_Flex_Impact_Final_Report.pdf
Massachusetts’ Older Worker Retention Pilots and Lessons Learned, Commonwealth Corporation, 2011
http://www.commcorp.org/areas/int.cfm?ID=12&sub=159
Technical Resources for How to Implement Flexible Workplace Practices:
Workplace Flexibility Toolkits for Hourly Employees and Managers,

Corporate Voices for Working Families, 2010

http://www.corporatevoices.org/publication-toolkits/tips-managers-employees

WFD Consulting

http://www.wfd.com/publications/fws.html

Work-Life and Human Capital Solutions

http://www.wfcresources.com/Work-lifeClearinghouse/Work-lifeTools.htm
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