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MR.
:  All right.  This is great.  So I’m going to take away the poll and I will introduce Kim Vitelli, who is the chief, Division of National Programs, Tools and Technical Assistance, ETA Office of Workforce Investment.  
Kim?  

KIM VITELLI:  Thanks and welcome everyone.  I’m Kim Vitelli of the U.S. Department of Labor, Employment and Training Administration.  We’re lucky to be co-hosting today’s webinar with the National Governors Association, the National Association of State Workforce Agencies, and the National Association of Workforce Boards.  

We’re all very excited to discuss ways that the public workforce investment system can serve older workers.  And when we think about who older workers are, that poll can be illuminating, as we see that there’s lots of different ways to think about who older workers are.  And actually, what we’re talking about here today is all of those populations.  As you know, the public workforce investment is a universal access system and aims to serve people with a broad range of experiences and a broad age range.  

Older workers are important to the Department of Labor for several reasons.  They bring experience and institutional knowledge and can serve as role models for younger workers.  They also experience disability and long-term unemployment in greater numbers than their younger colleagues, and they might have different learning styles or service needs, which means we might need to adapt our traditional services and offer older workers more flexibly designed services.  

We’ve been engaged on this issue for some time.  In 2005, ETA issued an older worker protocol, which you can see in the webinar room today at the bottom right of the screen, to describe ways in which states, local areas, workforce boards and community organizations could take steps to better serve older workers.  

In 2009, ETA issued 10 aging worker initiative grants to create model skill development and employment services for older workers and to build the capacity of the workforce system to serve older individuals.  

The 2013 evaluation of this three-year grant is also available in the webinar room.  We’ll point it out at the end of the webinar.  And it included conclusions like how important it was to attend to the supportive service needs of older workers, the importance of wraparound case management and hiring knowledgeable staff members.  

Go to the next slide.  We’re here today to talk further about why the entire workforce system should pay attention to the needs of older workers and to give examples of how a local area has done just that.  You can ask our presenters questions at the end of their presentation, and we have questions for you too in our discussion.  

This is just the beginning, we hope, of a continuing conversation on how the workforce system can serve older workers, which will culminate in an updated older worker protocol.  

So let’s get started.  I’d like to introduce now Martin Simon, NGA’s program director.  

MARTIN SIMON:  Good afternoon and welcome on behalf of the National Governors Association.  We’re very pleased to be co-hosting this important webinar.  I just want to start by sharing a few data points that shape this issue and why it’s important to governors and states.  

In the year 2000, three states had 15 percent or more of their population made up of adults 65 years or older.  By 2020, the number of states with 15 percent or more older workers is projected to climb to 43 states.  And increasingly there’s a number of states that have even larger percentages of older workers.  

When we look at the workforce, by 2016, just two short years from now, older workers nationwide will account for approximately 23 percent of the workforce, almost a quarter of the workforce.  

The recent reception – recession had a significant impact on older workers.  Almost 15 percent of long-term unemployed workers today and 18 percent of discouraged workers are 50 – age 55 and above.  On average, older workers remain unemployed longer than younger workers.  

And then in year 2000, there were 4.5 working adults to support every nonworking older adult age 65 and older.  By the year 2020, this is expected to shrink to 3.3 working adults to support every nonworking adult.  It’s going to have significant impact on entitlement programs like Medicare, Medicaid and Social Security, which is a big concern to states.  

I just want to share a few things from a project that NGA conducted during – from 2007 to 2010.  We worked with teams from 14 states to develop and implement strategies to increase the engagement of older adults in work.  At the time we started the project, an increasing number of governors were initiating efforts to encourage older workers to stay in the workforce.  This was in response to increasing skill shortages, boomer retirements, and projected labor and skill shortages.  

Then the economic downturn hit and turned this all around and it had a dramatic impact on the employment of older workers.  In just one year from November 2008 to November 2009, there was a 54 percent increase in the number of unemployed workers age 55 and older.  And it’s been an uphill climb to fill that gap since.  At the time, state budgets plummeted and governors’ priorities shifted to other priorities.  

It’s now 2014 and while we still see the residual effects of the recession in the unemployment as well as the employment numbers and slow economic growth, most state budgets are stable again and governors and states are increasingly concerned about the long-term unemployed and older workers who tend to experience more barriers to reemployment than younger workers.  

Many are the same barriers that states focused on six years ago during the project I referred to.  Some are beyond the scope of the workforce system to address.  Others aren’t.  

A few of the key barriers identified by these states that affect the employment of older workers today include a misperception about older workers.  Older workers are often incorrectly perceived to be inflexible, adverse (sic\averse) to change, and resist learning.  Even though the research doesn’t support this, many older workers report that their age was a factor in their being laid off or not getting hired.  

Another barrier is there are fewer work opportunities specifically for older workers.  Most organizations have not designed work opportunities to maximize the skills of older workers.  Also, employers may be less willing to invest in training older workers, even though research shows that older workers tend to be more loyal than younger workers.  

And then, there’s insufficient connections to information on work, education, and training.  The lack of accurate and accessible – easily accessible information can be a major barrier for older workers.  

Older workers experienced these barriers before the recession and they still are after the recession.  I look forward to the discussion on how the workforce system can address these barriers and others and increase employment opportunities for older workers.  Thank you.  

MS. VITELLI:  Thank you, Martin.  
We’re also joined today by Terri Bergman, the director of research and programs at the National Association of Workforce Boards.  Terri?  

TERRI BERGMAN:  Yes.  I want to welcome everybody on behalf of the National Association of Workforce Boards.  As a member of AARP myself and a regular reader of the magazine, I can tell you that the last of the baby boomers will be turning 50 this year.  And as that baby boomer population ages, everybody knows the population in the United States becomes proportionately older.  And these older workers either cannot or do not want to retire.  I think there’s a pretty large percentage who have not saved any money for retirement all – at all.  Some have saved, but they lost a great amount of it in the recession.  And some have saved, but are living longer and they – I’m sorry – and they don’t have enough money.  

And as I said, there are people who just like to get up in the morning every day and go to the office or go to whatever their place of work is like.  The Workforce Investment Boards and American Job Centers really need to be able to serve these people and serve these people and help them find and keep employment.  And I’m looking forward to hearing the presentation today and I hope that it will provide some really good ideas on how the WIBs and American Job Centers can do that.  

MS. VITELLI:  Thanks, Terri.  
Lastly, we’re joined by Yvette Chocolaad, director of employment and training at the National Association of State Workforce Agencies.  
Welcome, Yvette.  

YVETTE CHOCOLAAD:  Thank you and good afternoon to everyone.  Thank you to the Department of Labor for allowing NASWA to co-host the webinar.  NASWA represents state workforce agencies in all 50 states, D.C., and several territories.  And as staff liaison to the Employment and Training Committee, I look forward to hearing about practices and innovations at the local level today and ways that states can support them.  

Briefly, here are a few issues I wanted to share that are on our agenda at NASWA as we consider the issue of older workers and unemployment.  And this is from our perspective, sitting between our federal and local partners.  

First, a lot of the discussion today will focus on tailored services and local innovations, but to do these things to scale we face a significant funding challenge in many states and localities.  Funding for these services has declined by half in real terms, despite high demand, despite the fact that most workforce system customers will receive only these services and not training, and despite the fact that these services have a proven high return on investment.  

The second challenge is we need to think systematically, and that means worrying about systems in addition to services.  It is not enough to have special services on the ground if we are not getting jobseekers linked to services early in the unemployment spells or at all.  Most older workers who become unemployed receive UI, and as Martin said, they’re also more likely than young workers to have a long spell of unemployment.  So by failing to connect them to the workforce development system and its services from the beginning of the UI claim, we miss an important opportunity to prevent long-term unemployment and not just address it.  

So in addition to advocating for flexible funding for core services, NASWA is working with Congress in hopes of securing funding for a large scale and permanent reemployment services program that would allow states and their local partners to engage UI claimants as jobseekers from the beginning of their claim.  

To our member states, reemployment services for UI claimants are not just another tool in the toolbox, but are the way they would like to do business, systematically and with greater efficiency and impact.  

The last quick point I’ll make is that we would all benefit from more research on what job search strategies and tools are most effective and for whom.  A more robust evidence base would also help provide justification for additional funding.  

Thank you again to the Department of Labor for their partnership and letting us participate and learn today.  

MS. VITELLI:  Thanks, Yvette.  So we now have a terrific opportunity and being able to hear both why it’s so important to focus on the services for older workers, as well as experiences in a local area on how they’ve done just that.  I’m so pleased to introduce Lori Strauss, program manager for the AARP Foundation, as well as Kelly Folks, the assistant division manager from Arapahoe/Douglas Works! in Colorado.  
I believe we’re starting with you, Lori.  

LORI STRAUSS:  Thank you, Kim.  Yes, I work at the AARP Foundation and the foundation is a charitable arm of AARP.  And we focus on struggling Americans 50-plus and helping them win back opportunity.  And our reemployment work has really been focused on how do we help build the capacity of the public workforce system and the community college to serve this population better.  

As I go through the presentation, I’ll just say next slide and we’ll move the slides through.  

I’m going to start by talking about the changing landscape of work.  The landscape of the workplace constantly evolves.  It reflects our society in regards to gender and race, but also age.  The numbers on the screen represent the ages of the individuals pictured.  How often do you think about the workplace in those terms?  

Our workplace has shifted to reflect America’s varying ages.  Next slide.  

In fact, for the first time in history, all four generations are working together in the workplace, side by side.  So a 20-year-old new hire can find themselves working next to colleagues who are 30 or even 40 years older than they are.  The four generations that we talk about are described as the World War II generation, baby boomers, generation Xers, and millennials.  Next slide.  

I’ll talk about two of these generations and their characteristics just a bit.  So the World War II generation are people who are 67 years old or older.  They were born prior to 1946 and they compose about 5 percent of the current workforce.  They’re considered conservative individuals with strong work ethics, discipline and stability.  

On the next slide, you see the next generation, of baby boomers, who were born between ’46 and 1964.  That means that they’re 49 to 66 years old and, as Terri mentioned, the last group is moving to the 50-plus age group very soon.  

Currently, this generation is the largest population in the workforce.  Baby boomers see themselves as visionaries who have strong team orientations and have revolutionized the meaning of retirement.  In both generations, we see characteristics like strong customer service skills and a work ethic which are valued by employers.  Next slide.  

So I’ve talked about boomers and the World War II generation, but I’d like to throw one more angle into the older worker conversation by asking you this true-or-false question.  Do you think that Age Discrimination starts at age 55 or something else?  And the answer is false.  Age Discrimination in Employment Act actually forbids age discrimination against people who are 40 and older.  

Now, think about that for a second.  Now we’re talking about a band, an age segment that’s pretty broad and really could help us expand our definition – personal definitions of older workers.  Next slide, please.  

So here’s a look back at 2010.  Again, this is a visual reflection of what Martin and Yvette and Terri have mentioned in their remarks: 2010, the age distribution for people 45 and older – gosh, it was over – right about 40 percent.  Next slide, please.  And has been growing.  

Now, we look forward at the projected labor force participation rates.  And again, Martin mentioned this in his remarks, but here’s just a visual.  In every age group, there’s – we’re expecting to see a higher percentage of people over age 55 participate in the workforce in the next 10 years.  Next slide, please.  

And so that’s one side of the coin is we have people who want and need to maintain their position in the workforce over a longer period.  So we also have this other situation that’s happening, which is the duration of unemployment by age is significantly different.  And you can see here that over the last two years, people who are 55 and older have remained out of the workforce, unemployed for longer than their younger worker counterparts.  Next slide, please.  

We’re here today as members, supporters, and partners of the American Workforce Investment System to think differently about how we engage and support both employers and older workers at the national and community levels.  Next slide.  

Here’s a view – again, back in 2010, but it’s a view of median age by state.  So you can see.  Certain states right now are – have significantly large populations of people who are 40 and older.  And then the next slide shows you a view at the county level.  And so here, you can see there are certain counties that have median ages of 50 or more.  But again, as Martin mentioned, this trend is going to continue as this larger group of older workers are moving through the system.  Next slide, please.  

And here are some other additional statistics to consider.  In December, the unemployment rate for workers 55 and older was 5.1 percent.  And that’s 1.7 million people.  In December, the average duration of unemployment was 45.8 weeks and that’s compared to 35 weeks for those 54 and younger.  

Forty-six percent of older workers were long-term unemployed – that’s unemployed for 27 weeks or more; and 1.45 million older non-labor force participants, people who are not engaged in the workforce, said they wanted a job.  That’s in the group of people who were 55 and older.  

And then another important number to look at is that the number of discouraged older workers was up to 272,000.  And we can compare that to before the recession, when the number was 53,000.  Next slide, please.  

So what can we do?  As you know, workforce boards serve two customers: employers and job candidates.  On the employers’ side, we’ve seen workforce boards convene employers who are struggling to find and retain employees with the right soft skills.  And then on the next slide, we’ve seen that they also educate those employers about the value of older workers, that they bring – who bring strong customer service skills, loyalty, and work ethic to the workplace.  

In Oregon, for example, Royal Caribbean wanted their call center to be staffed by older workers.  And the workforce board helped make that happen.  

But they also and you also are noticing that this group is bringing a unique set of challenges.  We’re finding that they’re less familiar with current job search strategies than younger populations, that they have technology skills gaps, they lack access to and sometimes bring a fear of training and education programs that can help them improve their skills for in-demand positions.  

They also experience a lack of confidence and sometimes a pretty significant level of frustration and despair about losing employment, often through no fault of their own, very late in their work career.  

And again, as Martin noted – Martin and others noted, they also are running into misperceptions that are held by employers about older workers.  

Now, I’m going to hand it over to my colleague, Kelly Folks, who is assistant division manager at Arapahoe/Douglas Works!  We’ve worked together on a couple of different projects and she’s going to be talking to you today about specific things that they’ve done in their workforce center to support and engage 50-plus workers.  

KELLY FOLKS:  Thank you, Lori.  If you could go back actually to the previous slide.  

Ultimately, Arapahoe/Douglas Works! believes that it is imperative, as Lori spoke about, to market the mature worker customer base as prime talent to business and industry.  They bring assets to the workplace the employers need, such as strong work ethic, reliability, good judgment, strong interpersonal and communications skills and a vast knowledge base, as all of you know.  

A multigenerational workforce brings value to the employers and the employees alike.  Developing strong relationships and educating the business and industry of the facts enhances the community and results in providing the highest rate of return on public investment.  Next slide, please.  

The Arapahoe/Douglas Works! Workforce Investment Board formed a mature workers task force in May of 2011.  The focus was to raise awareness in our business community about the value of the mature workers in the 21st century workforce.  Arapahoe/Douglas Works!  Workforce Investment Board focused on the mature workers because of the growing demographics in our region.  On average, we have, even in our more intensive programs, over 60 percent of the workers that come into the center are the older worker base.  

We have conducted several large hiring events customized to the mature workers, which include industry panel discussions for them, which informed them of the business hiring practices, culture, and what they look for in qualified candidates.  

So we take it a step further to have the businesses come in and speak with those job candidates, not just us speak to them.  We also market this demographic as the mature worker is in the prime of their workforce, so that’s where prime talent comes from.  We have learned that it is imperative to educate our business partners on the advantages to hiring the mature workers and I’ll provide some additional examples and resources later in the presentation regarding this.  Next slide, please.  

Principles that we have developed in conjunction with our WIB or our Workforce Investment Board to ensure we are able to position our mature workers as prime talent include providing them with high quality job referrals, education with business and industry to correct their misconceptions of hiring mature workers, providing skills training that is linked to available jobs through targeting the growth industries in our region, and focusing on finding the right fit for employers and the mature job candidate.  

In order to enhance the service delivery and ensure that these principles were met or are met on a daily basis, we developed a resource area.  This doesn’t need to be a separate resource center.  We took a training room and developed that to be a resource area specific to this mature worker candidate.  

And in that area, we provide specialized service delivery tailored to this customer base.  When developing the resource center, it was initially developed from a multi-regional discretionary grant through WIA funds that were received through the Colorado Department of Labor and Employment.  This was eight years ago, and at that time, it was named the 50 Plus and Fabulous Center.  The resource area offered at that time mature workers networking opportunity and concentrated on placing mature workers in part-time employment opportunities because that’s what the need was eight years ago.  

Since its inception, though, it has expanded in its service delivery, as we see more mature workers are coming in needing full-time positions versus part-time positions.  So it was renamed the generations that work through the WIB Mature Workers Task Force.  This was renamed to the definition of the – renamed due to the definition of the employer or jobseeker definition growing and expanding.  

Our Workforce Investment Board developed a tagline in addition to this, which is “a resource for prime talent.”  So you keep hearing me say “prime talent.”  What the Workforce Investment Board visioned (sic\envisioned) is selling the mature worker to business and industry as prime talent.  The advantages of hiring the mature worker due to the skill set and knowledge base that demographic affords the business and as an opportunity to sell the prime talent that we service each day, a variety of focus groups and studies were done and developed.  And examples of these studies include myths versus facts of hiring the mature worker with employers, market the skills and advantages of hiring a skilled employee, boosting the economy reports, age band reports, and then an overall focus group on summation.  Next slide, please.  

In educating the mature workers, we focus on messaging with them the – messaging them their strengths – I apologize – we focus on messaging with them the – what strengthens their confidence, reminding them that they are good providers and the backbone of our communities and that we have developed resources and assistance tailored to assisting them in this journey.  

Our resource and our services include several options probably similar to what all of you provide in that mature worker customer base receives – they have one-on-one assistance.  There’s computers specific to them.  They get assistance with cover letters, résumés, interviewing.  Basic computer classes are brought in, customized hiring events and job fairs specific to them, workshops tailored to the mature worker.  We have a networking group for them, reference materials specific to them and people – businesses that will hire them, job boards and job listings specific to them.  

We also do quite a few social media workshops with them, LinkedIn workshops and the Business and Community Resource.  We also bring in guest speakers.  We have ESL classes and a variety of assessment tools are also available to them.  

Our intensive level service delivery is more similar to that Workforce Investment Act scope of work.  And that includes one-on-one counseling, mock interviews recorded with the employers, and education and counseling in the emerging industries in the region, labor market information and trends, and the in-demand industries in the region, a variety of intensive level workshops; for example, one that’s called Look, which is looking at occupational options knowledgeably from laid off to living, those types of – and then again, more additional assessments.  They also can receive, obviously, training and OJT opportunities.

In order for this to be successful, we did have to bring in a diversified funding that was very important for it to continue past the initial grant.  And so some of the funding sources that we utilized are the AARP Foundation grant, our Wagner-Peyser funding, our Workforce Investment Act funding, Enhanced Dislocated Worker funding.  So basically what I’m getting at is we don’t just utilize one funding source.  We utilize federal, state, and local funding sources.  Next slide, please.  

Additional opportunities to ensure that we are successful when developing program that provides the menu of service delivery for our mature workers include integrating partnerships in the community that leverage resources.  An example of this is working with nonprofits that can provide resources with financial capability and emotional support services that our current funding can’t provide.  So an example of that would be housing assistance.  

Working with additional programs such as SCSEP is also an additional program we brought into the – to the center.  And what we found with that is it’s beyond just providing work experiences with the SCSEP program, but also providing a really – have a partnership with them and co-branding our events with them so that the customers receive the best support as possible.  

A-D Works! also has a team case management model to ensure that customers are receiving a multitude of services and resources to be successful.  And intensive services are staffed and worked by several workforce specialists to enhance the outcomes of the individuals.  

And last but not least, don’t forget to train your staff.  I know you all know this.  But really training staff on how to work with mature workers – it’s important.  As Lori alluded to and everyone else alluded to, there’s a huge age band in our resource center and our customers that come in, but there also is a huge band in our workers.  And so we found that we really want to make sure we provide them a toolbox that they have with a multitude of resources and knowledge so that they feel comfortable advising the mature worker customer base and business and industry.  And we provide them also with resources and studies that support selling the customer base as prime talent so that we are in alignment with our Workforce Investment Board.  

One place that all of you guys can go to get more additional information especially on the studies we’ve done that I named earlier would be www.adworks.org., and then there’s a “Generations in the Workplace” tab or “Generations at Work” tab on the top that you can click on and then from there, you can also click on “Workforce Outlook” which would also provide you all of those reports that our Workforce Investment Board had done regarding age bands and the different demographics of – and myths and facts of working with the older worker. 

MS. VITELLI:  Thanks Kelly, and to Lori.  And we’ll put the links that Kelly mentioned in the webinar room here for other people to reference.  And I think we mentioned it at the end too.  
So now is a time – if you and the audience have questions for any of our speakers, now is a good time to enter those into the chat room.  We’ll give you a minute or two to do that.  We’ll also – we have discussion questions for you as well, but first we’ll make sure that we field any questions that you have.  Go ahead and take a moment now to do that, and then we’ll give you some answers.  
We’ll give you just one more minute to enter in some questions.  

So let’s handle to the logistic questions first.  Someone asked if we can get access to or copies of this PowerPoint.  Yes, this will be – this webinar recording and the slide presentation will be available in the webinar room.  It usually takes a day or two for us to get the archived webinar up, but that will be available.  

Someone else asked, what’s the next step following today’s webinar?  I’m betting you’re asking about our next step in updating the older worker protocol, and you’re scooping my next comment, but it’s towards the end of the webinar I’ll be asking people if anyone is interested in joining us for comments on updating the older worker protocol, so if you physically send me an e-mail; I’ll make my e-mail address available at the end of the chat, but it’s vitelly.kimberly@dol.gov.  I’ll put that up on the – in the webinar room at the end.  And we’ll be convening a group to discuss the principles of the new, updated older worker protocol.  
Let’s get another few –

MR.
:  All right.  As we still wait, I can see a lot of the questions are rolling in, so we’re going to get to as many as we can.  Just keep typing in that chat window.  We’ll try to get to you as best as we can.  We still do have to go through some discussion questions.  But again, we’ll try to get to every answer – every question, every answer.

MS. VITELLI:  So Kelly, I see one about how did you incorporate SCSEP into the work of your agency?  Is that one that you can talk about?

MS. FOLKS:  Sure.  Ultimately, what we did is we have the local AARP representative on our Workforce Investment Board.  And so we met with her multiple times to figure out ways to bring SCSEP into A/D Works because what used to happen is we would have an MOU and then we wouldn’t necessarily do anything with that MOU.  And so moving forward as part of our Workforce Investment Board’s charge, it was to really look at how do we make sure we’re following through with the MOUs, not just having the mandatory ones in place, but really following through with them and making sure that we’re providing that service delivery.  

So it really just started with finding out from that board member who our local rep would be for SCSEP and then working with the SCSEP reps to put an MOU in place, which took a little bit of time but we – then once we got that, then we introduced that program into our Generations at Work Center.  And just as another option for older workers or mature workers to follow up with or be able to have, if they can – especially if they’re having trouble finding employment, and in our area our Workforce Investment Act funds – our county does not support work experiences because of the workers comp issue.  We only provide on-the-job training.  So SCSEP was another arm or resource we were then able to provide to the older workers to get that work experience model if we needed to. 

We have just started to incorporate in the last couple of months more of what I talked about of really seeing them beyond a work experience resource but also seeing how can we co-brand events with them and really work with the employers together as a partner so we’re not hitting up those same employers.  

But that’s ultimately how we started with that was just kind of the fine tuning those MOUs and making sure we were following through with what was in those.  

MS. STRAUSS:  I’d like to just add something else that Kelly has done with her team is train her staff so that they understand the basic eligibility requirements for SCSEP so that they don’t start feeling when they – when they get a lot people coming in, they don’t start feeling like they should just be pointing everybody to SCSEP, but they make really specific referrals into the program so that it’s a better fit for both sides.  And then they’re also able to keep people connected with the workforce center and keep them engaged in the activities that are available there as well.  

MS. VITELLI:  Lori, I’m wondering if you can also answer a question about the impact on insurance rates and medical costs.  How do you answer questions – Lori or Kelly, how do you answers from employers that had concerns about the costs of hiring older workers?

MS. STRAUSS:  You know, Kelly, I’m going to let you take that one if you don’t mind.

MS. FOLKS:  OK.  I was going to say I can speak a little bit – really when we did the research with our Workforce Investment Board Task Force, one of the main things we wanted to do with the task force – and one of the very first things we did was we compiled a focus group of employers and really talked about exactly what this question is:  What are the myths and facts of hiring a mature worker?  

And we brought them in in a very – in a way that they were not threatened; nothing would be taken back; what they shared, we wanted open sharing so that we could really learn.  And when we were going through that focus group, really what we found is that that – it really is a myth that they are more expensive with insurance rates or whatever.  

One of the examples that was brought up in that was you could have a Gen Xer or a millennial who gets pregnant and they have to be off on maternity leave, and the cost of having that baby could be just as expensive as a mature worker coming to work for you.  And so those are some of the examples is really using that myths and facts sheet and some the studies we found.  

So I would highly recommend going to the website that we talked about and going under workforce outlook and looking at those tools because that’s what has helped us is having those tools in writing to be able to go back and let the business see it really is a myth, not a fact that an older worker most of the time is just as expensive or could cost the same as a younger worker.

MS. VITELLI:  That’s really interesting, Kelly.  Thanks for all of the questions.  There’s actually been a whole bunch that came in towards the end here, many of which we want to be able to get to.  And we also have some questions for you.  We’re going to move to the part where we ask you questions.  And do check back when we upload the archives.  We’ll be able to answer some of the questions that you’ve put to us that we didn’t get to today because I recognize we only got to a handful there.  

I’m joined here by Martin Simon with NGA, who’s going to – who’s going to lead our discussion today.

MARTIN SIMON:  Folks, there’s – as Kim said, there’s a lot of good questions that came up for you.  But we know you’re the experts out there in the field also and so we want to pose a few questions for you.  And how would they respond?  Will they – will they be able to respond live?

MS. VITELLI:  Yes.  So you can go ahead and pose the question.  And we’re going to ask people to type in their response to Martin’s question.  And then we’ll be able to read out to you and you’ll be able to see from each other what you’re all – what you’re all typing.  So let’s go ahead with that first question.

MR. SIMON:  Well, let me start with the question that Kelly – an issue that Kelly brought up and many employers are concerned that older workers are not able to use new technology and are not current on knowledge in their field.  How do you eliminate this concern with employers and this employer bias for older workers who are prepared and then how do you help older workers get up to speed when these concerns are actually true?  So that’s a question out to you in the audience.  

MS. VITELLI:  Go ahead and just type your answer here and we’ll – and we’ll recap them.  

MR. SIMON:  We’re getting a number of different responses.  Let me try to pick up a few of these.  Here Maryland says, we offer computer and job search classes.

MS. VITELLI:  I see some about matching people up with peers.  

MR. SIMON:  Roza (ph) says, I market my talent as seasoned workers and outline their accomplishments. 

MS. VITELLI:  You’ve got some free workshops.  Partnerships with state colleges, good.

MR. SIMON:  Many colleges allow people over 60 to take classes for free.  Sell soft skills of older workers, which are considered a strength.  

MS. VITELLI:  An on-site Microsoft Office certified workshop, (so ?) some free workshops from Microsoft and partnerships with SCSEP. 

MR. SIMON:  Free computer workshops with certificates is another answer to this, so a lot of good responses coming in.

MS. VITELLI:  Fantastic.

MR. SIMON:  So there’s a wealth of possibilities out there.  
Let me throw another question out to you.  Some older mature workers are also potentially eligible for funds and resources from other systems such as vocational rehab, veterans.  Have you done any work to collaborate with vocational rehabilitation services and other agencies, particularly relevant for mature workers who may have disabilities?  

Any responses out there for work you’re doing in response to this question?  All your answers are going to be recorded, so don’t hesitate to provide an answer.  Or if you’re seeing lots of them up there, we still want to hear from you.  And as we get responses into this second question, we’ll just point out a few.  

Here’s one.  If you are veterans, we connect them to our DVOP and career adviser.  We have disability coordinators and voc rehab counselors.

MS. VITELLI:  It looks like – it looks like someone out there also directly delivers voc rehab services, which is useful.  

MR. SIMON:  One provides – hearing aids are provided to get or keep a job – for free in fact.  We refer to voc rehab when appropriate to the older worker and to DVOP, so a lot of referrals to different systems. 

MS. VITELLI:  Looks like there’s a SCSEP program that also is working with the voc rehab component together.  

MR. SIMON:  Locating in the same building so services are close by – another good example.  

MS. VITELLI:  It sounds like some people have brought together their state and local partners together for meetings and networking opportunities so they can share information.  And partnered with – looks like in Massachusetts partnering with rehab and veteran rehabilitation to help deliver computer skill training. 

MR. SIMON:  Someone else mentions a job club, running a job club on résumés, encouraging networking.

MS. VITELLI:  Community partners with wraparound services.  

MR. SIMON:  Again, another example of having the vocational rehabilitation representative in their offices working closely together with the other staff in the office.

MS. VITELLI:  We’re really lucky to have both so many people on the webinar today and so many active participants.  This is – this is really exciting for us.  If – as you can tell, there’s – as you can probably see yourself, there’s a whole lot of responses coming over and you’re probably to read as fast as we are.

MR. SIMON:  Providing free computer classes at the county library; another good example.

MS. VITELLI:  And supportive services through WIA.  Terrific.  Thanks everyone.

MR. SIMON:  Well, let’s go with one more question and then, you know, we’ll probably be running out of time.  
We heard a lot about the record high numbers of long-term unemployed workers today, and a large percentage of those are older workers.  Are there special services that you provide or that can be provided to these workers that will help them succeed in the labor market?  Again, we would like to hear your – or see your examples or ideas.  

MS. VITELLI:  And we’re going to – we’ve gotten so many good responses here and so many really rich responses.  Some of you have taken the time to really give us a lot of detail.  We’re going to – we’re going to compile these and make them available with the archive of the webinar as well.  I know you’re going to be interested and remembering what your colleagues said as well.

MR. SIMON:  We’re seeing a few of the responses coming in from the last question.  Tight labor markets yet, so this is still a challenge in some states.  Again, working with the community college, offering free classes for students over 50 was an example.  Job clubs is another example that responds to this concern.  

MS. VITELLI:  Using SCSEP to help some of the long-term unemployed, and also a comment that these are – these are all of our participants; lots of our participants are struggling with long-term unemployment.  

MR. SIMON:  One is offering a workshop on – that touches on the myths and stereotypes and gets to the realities of what older workers have to offer.  Great examples.  

MS. VITELLI:  Professional networking and mature worker job clubs which can also help the long-term unemployed.  That personal touch can be really important for the long-term unemployed.

MR. SIMON:  A couple of mobile units or large groups of GED classes, another example, and computer training.  Working with local business who are donating resources to pay for computer classes in the one-stop; another good example.  We’ll pick up a couple more of these and then wrap up this segment.  

MS. VITELLI:  Partnering with local businesses can be a really good way to stay connected and to help long-term unemployed.  Collaborating with job developers with other non-profits as well.  

MR. SIMON:  There’s a couple of questions mixed in here also that we’ll pick up.  I’m hearing local – seeing local libraries being a resource in your communities and tapping into that.  

MS. VITELLI:  Supportive employment.  

MR. SIMON:  Internships for older workers, giving them an opportunity to demonstrate their skills, another example.

MS. VITELLI:  Making sure that we’re matching older workers with disabilities with the resources that they need in order to move into the – into the workforce.  We’ve been joined in the room by our colleagues from the Office of Disability Employment Policy, who sponsors the Job Accommodations Network, so that’s a good resource for helping older workers with disabilities find the – find the right job set and be able to succeed in a workplace.  

Thank you.  You should – you should continue to feel free – feel free to continue entering in your responses to the questions that we’ve posed today.  

I want to let you know what’s going to happen next.  I might need Eric or Brian’s help in advancing to the next slide.  I’ll see if I can do it myself but if not – I want to move to that slide that shows the “Protocol for Serving Older Workers.”  Let’s see if I can get there.  Just to let you know what our next step it.  

So our next step is that we’re going to be starting to update the older worker protocol here at the department.  And I’d like to invite you to join us in that update process.  And the best way to do this, honestly, is just to let us know that you’re interested, and you can send me an e-mail at vitelli.kimberly – that’s V as in Victor, I-T-E-L-L-I dot Kimberly, K-I-M-B-E-R-L-Y @ dol.gov.  My contact information is also in our contact info slide at the end.  And let us know whether you’d like to be part of the conversation around updating the older worker protocol.  
This will probably be – consist of a few conference calls plus some e-mail feedback.  It’s just a way for us to get feedback from the – from the workforce system before we finalize the older worker protocol.  We’re excited to take that next step, and you’ll be hearing from us in the next two weeks on that once we get your contact information.  

Let me also point out that we have a couple of resources both here on this slide and these are available in the – in the webinar room, the existing “Protocol for Serving Older Workers,” a GAO report on “Unemployed Older Workers” that gives a really nice context for the people that we’re serving.  The Evaluation of the Aging Worker Initiative, which points out many of the successful strategies that those grantees used in order to serve older workers, and the resources that Kelly Folks mentioned earlier from the Arapahoe/Douglas Works! workforce outlook resources.  

The contact information for the speakers and presenters on today’s webinar are on your screen on the next two slides.  And with that, we’d like to conclude this very exciting, very rich webinar with a lot of information from you in the audience.  We’ll be pulling together both answers to the questions that you gave and compiling some of the resources that you gave us and put them in the archived webinar room.  

With that, I thank you for your time today.  And we look forward to seeing you on the next webinar on Workforce 3One.

(END)
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