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Executive Summary

The Forum on North Carolina’s Aging Workforce was held September 23-24, 2008 at the Brownstone Hotel in
Raleigh N.C. Approximately 100 persons attended, representing a range of public and private sector
organizations.

The Forum was organized by the Governor’s Advisory Council on Aging, UNC Institute on Aging, North
Carolina Department of Commerce-Workforce Development Board, North Carolina Division of Aging and
Adult Services, and AARP North Carolina. It was sponsored by the UNC Institute on Aging, GlaxoSmithKline,
Duke Energy, SAS, AARP North Carolina, North Carolina Coalition on Aging, North Carolina Senior Citizens
Association, North Carolina Health Care Facilities Association, National Association of Social Workers, and
North Carolina Association of Long Term Care Facilities.

The goals of the Forum were:

e To alert the corporate and public sectors about the impending shortage of workers due to the
aging workforce;

e To present information about the need for, and the value of, older workers remaining in the labor
force;

e Toinform employers of the need for flexible working arrangements to accommodate an aging
workforce;

e To address the challenges facing workers and employers due to workforce aging;

e To encourage the development of leadership in all sectors to address the issues related to an
aging workforce; and

e Toidentify policy changes and appropriate legislative actions.

Keynote speakers, corporate representatives and others were invited to give presentations or participate in
panel discussions. This report summarizes each of the presentations and presents highlights of the individual
presentations. Many of the presentation materials are available for download from the UNC Institute on
Aging website at: http://www.aging.unc.edu/groups/work/forum2008/. Presentation topics included the
following:

e Aging Workforce Issues: The Global Picture

o Aging Workforce Issues: The U.S. Context

e Meeting Future Workforce Needs in North Carolina

e The Brain Drain

e Survival as an Older Worker

e How to Retain and Retrain Older Workers

e How to Create an Age-Friendly Workplace

e Talent Management for the 21st Century Workforce

Aging workforce trends identified at the Forum included:
o Workforce aging is significant economically, demographically, socially and for individual men and
women;
e The US and North Carolina’s workforce is growing older and becoming more age-diverse;




¢ Inthe next decade, the number of workers up to age 54 will increase slightly, workers 55 and
older will grow sharply and the number of workers 65+ is predicted to increase by more than 80
percent;

¢ Almost one-half of the current workforce will be eligible to retire within the next 10-15 years
leading to projected skill and labor shortages in many companies;

e Employers and government agencies need to be ready for these changes and the exodus of older
workers;

e The work culture, which promoted early retirement, needs to change to accommodate, retain,
and retrain older workers;

e The graying of the labor force poses short and long-term challenges and opportunities for private
and public organizations; and

e A majority of large and mid-sized businesses and state and local governments have no succession
plans nor plans for knowledge transfer (brain drain).

RECOMMENDATIONS

Based on the proceedings of the Forum, the Governor’s Advisory Council adopted the following
recommendations that have been forwarded to Governor Beverly Perdue. We recommend that the
Governor take the following actions:

1. Authorize a legislative review, including public hearings, of the barriers to hiring and retaining of older
workers in both the public and private sectors. Often these barriers are the unintended consequences of
legislation developed for others purposes. (Examples: requiring the employer to be the first payer for
health care for workers who are eligible for Medicare, which makes it more expensive to hire older
workers; laws that prohibit re-hiring of retired state employees for part-time jobs.) It is important that
this review process take into consideration the views of key stakeholders, including older workers. The
outcome of this process should be legislation, which would remove the barriers in hiring and retaining
older workers.

2. Promote the implementing of aging-friendly workplace practices in all branches of state government,
based on existing successful models. Such practices include, but are not limited to: workplace
assessment; comprehensive health promotion including adaptations to accommodate normal aging and
ergonomic design of office and home stations; training and professional development; job sharing; job
shadowing; mentoring; phased retirement; work-family assistance; flexible hours; and part-time and
seasonal employment. The outcome should be a public sector model that could be emulated by the
private sector.

3. Urge and assist the Division of Workforce Development, North Carolina Department of Commerce, to
develop a volunteer training program, modeled after the Seniors’ Health Insurance Information Program
(SHIIP), a program under the Department of Insurance, that would provide job counseling to older adults,
accessed through libraries, senior centers, and other venues. This effort should be aimed at assisting
older workers to secure employment.

4. Implement tax incentives to employers to hire and retain older workers.
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Forum Agenda

Tuesday, September 23, 2008
11:00 a.m. Registration

1:00 p.m. Welcome and Introductions
Ann B. Johnson, Chairperson, Governor’s Advisory Council on Aging
Moderator: Pat Capehart, Vice-Chairperson, Governor’s Advisory Council on Aging

1:15 p.m. Keynote Speaker
Victor W. Marshall, PhD, Director, UNC Institute on Aging
“Aging Workforce Issues: The Global Picture”

1:30 p.m. Keynote Speaker
William A. Shore, GlaxoSmithKline and Chair, Institute for a Competitive Workforce, U.S.
Chamber of Commerce
“Aging Workforce Issues: The U.S. Context”

2:00 p.m. Keynote Speaker
Roger Shackleford, Executive Director, Division of Workforce Development, Department of
Commerce, North Carolina
“Meeting Future Workforce Needs in North Carolina”

2:30 p.m. Break

2:50 p.m. PANEL: The Brain Drain
Moderator: Leslie Boney, PhD, Associate Vice President for Economic Development, Research,
Policy, and Planning, UNC Chapel Hill

M. Allison Honeycutt, Workforce Strategy Director, Duke Energy Human Resources
“The Brain Drain from a Private Sector Perspective: The Case of Duke Energy”

Willow S. Jacobson, PhD, School of Government, UNC at Chapel Hill
"Succession Planning and the Brain Drain among North Carolina Municipal Employees"

Robert L. Clark, PhD, College of Management, North Carolina State University
“Strategic HR Management with an Aging Workforce: Predicting Change in the University of
North Carolina Faculty”
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4:15 p.m. PANEL: Survival as an Older Worker
Moderator: Myra Beatty, Department of Commerce, Division of Workforce Development

Laura A. Linnan, ScD, CHES, Health Behavior and Health Education, UNC Chapel Hill
“Health Promotion for an Aging Workforce”

MaryBe McMillan, PhD, Secretary-Treasurer, North Carolina State AFL-CIO
“The Future of an Aging Workforce”

Janelle Edwards, Washington, NC
“The Work Life Experiences of an Older Worker”

5:30 p.m. Reception At The Brownstone Including Cash Bar

6:30 p.m. Banquet Presentation
Introduction: Pat Capehart
Dinner Speaker: Ed Redfern, National Program Consultant, Workforce Issues, AARP
"Talent Management for a 21st Century Workforce: The AARP Workforce Assessment Tool"

8:30 p.m. Adjourn

Wednesday, September 24, 2008

8:30a.m. PANEL: How to Retain and Retrain Older Workers
Moderator: Jesse White, PhD, Director, Office of Economic and Business Development, UNC-
Chapel Hill

Willa M. Dickens, Associate Vice President for Workforce Development, NC Community
College System
"How Community Colleges Train North Carolina’s Aging Workforce"

Donald L. Davis, Vice-President for Workforce Development, National Council on Aging,
Washington, DC
“Effective Strategies for Recruitment, Retention, and Management of Older Workers”

Cynthia Vail, Director, Senior Counseling and Employment, Durham, NC
“Programs for Senior Employment — From North Carolina to Arizona”

Mary Cichocki, Lead Volunteer, Mature Workforce Speakers Bureau, AARP-NC
“Increasing Awareness of an Aging Workforce Through the AARP Mature Workforce Speakers
Bureau”
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10:00 a.m. Break

10:15 a.m. PANEL: How to Create an Age-Friendly Workplace
Moderator: Lou Fuller, Director of Human Resources/Risk Management, Duke Energy,
Charlotte, N.C.

Laura Kellison Wallace, Manager Work/Life and EAP Programs, SAS Employee and Family
Solutions

“Creating, Maintaining and Enhancing Engagement with a Maturing Workforce”

Neil Charness, PhD, William G. Chase Professor of Psychology, Florida State University
“Promoting a Comfortable Workstation Environment at Work and at Home”

David Cottengim, President, Resources for Seniors, Inc., Raleigh, NC
“The Benefits of Hiring and Retaining Older Workers”

11:30a.m. Small Group Discussion

12:30 p.m. Luncheon
Brief Reports from Breakout Groups

Summary of the Forum
Dennis Streets, Director, North Carolina Division of Aging and Adult Services

“Aging Workforce: A Driving Force for the Future”

1:30 p.m. Closing Comments
Ann Johnson, Chair of the Governor’s Advisory Council on Aging

Large Group Adjourns
1:40 p.m. Governors Advisory Council Meeting
GAC members and meeting organizers convene to synthesize remarks from small groups and

make final recommendations

4:00 p.m. GAC Members Adjourn
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KEYNOTE PRESENTATION
AGING WORKFORCE ISSUES: THE GLOBAL PICTURE

Victor W. Marshall
Victor Marshall is Director of the UNC Institute on Aging, Professor of Sociology and Adjunct Professor of Health
Behavior and Health Education at the University of North Carolina at Chapel Hill. He holds a Ph.D. in sociology from
Princeton University. He directed the Institute for Human Development, Life Course and Aging at the University of
Toronto for seven years, where he also directed the Canadian Aging Research
Network. He is the U.S. Team Leader of the Workforce Aging in the New Economy
project. His current research addresses: the health consequences of disrupted
labor force participation of older workers; work and retirement of Canadian

“There are many

Forces veterans; international comparisons of workforce aging in the Information reasons to think that
Technology sector, and enhancing well-being in later life. Recent books include,
Restructuring Work and the Life Course (University of Toronto Press, 2001), and older workers can be

Social Dynamics of the Life Course (Aldine De Gruyter, 2003). as productive as

SUMMARY younger workers,

North Carolina, the USA, and most of the world is experiencing population particularly if we
aging. The American workforce is aging, demographically and due to policy
changes. The economy needs workers and because they are increasingly
older, there is a need for older workers. There is also a need to reverse the and design jobs
culture, which promotes early retirement, which points to the importance
of countering age discrimination. The American workplace needs to be
changed to accommodate and retain older workers while employers also
need to be ready for the exodus of older workers.

increase job flexibility

suitable to them.”

PRESENTATION HIGHLIGHTS

Percent increase in employment by age

and sex, 1977-2007 Demographic aging

Workforce aging
Percent increase in employment by age and sex, 1977-2007

Age16andoveri 59
] O — The need for culture change

The need for an aging workforce

Wen Age 6 and over | Countering age discrimination
Women, Age 65 and over [ 147

" " Workplace accommodation for an aging
ge 65-
Age 7074 9% workforce

Age 75 and over 172

: v = o " Workplace accommodation for the exodus of
Percentincrease ba by boomerS

Source: U.S. Bureau of Labor Statistics www.bls.gov
UNE Current labor market conditions

Prepared by the UNC Institute on Aging Jnstitute on ‘Aging
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Figure 2. Older Men's Labor Force Participation Rates, by Age, 19638-2007
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Figure 5. Percentage of Older Adults Reporting Fair or Poor Health, by Age,
1982-2004
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10A
Prepared by the UNC Institute on Aging Jnyﬂm on Aging
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KEYNOTE PRESENTATION
AGING WORKFORCE ISSUES: THE U.S.CONTEXT

William A. Shore (Bill)

Bill Shore is Director of US Community Partnerships at GlaxoSmithKline, responsible for building relationships with key
US external stakeholders and developing GSK’s responsible corporate social investments. Bill heads up the U.S.
Community Partnership’s team and serves on the U.S. Corporate Contributions Committee. He served as manager of
administrative services and developed the community affairs program, helping to make GlaxoSmithKline a national
corporate leader in volunteerism and community involvement.

SUMMARY

The debate on the status of the U.S. economy and global competition neglects the fact is that more than a
third of our workforce will be older than 50 in the next four years with 77 million baby boomers approaching
retirement. With record lack of private savings, older workers postpone

retirement and remain in the labor force longer than anticipated. A
growing business issue is the “brain drain” and maintaining “intellectual “While everyone pays
capital”. Yet three-quarters of all succession plans by Fortune 1000

companies exclude middle management, a key component in succession

planning. cost of oil, few realize

attention to the rising

The US Chamber of Commerce has launched a major education and or discuss the fact that

workforce initiative through its Institute for a Competitive Workforce. The the median age of an
initiative will cover everyone from pre-K students to older workers in the
workforce. The business community is the principal consumer of the US
education system and without an educated and skilled workforce, the US country is 49 years

will not be competitive in the world economy. Unfortunately, the old.”

Institute’s assessment of the 50 state education systems indicates that a

majority of 4th and 8th graders are not proficient in either reading or

mathematics. Moreover one-third of all 9th graders do not graduate high

school in four years. The Chamber has developed a Joint Platform for Education Reform that shows the need
for four major changes in the educational system: better teaching, greater innovation, better data, and
better management.

energy worker in our
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PRESENTATION HIGHLIGHTS

e U.S. Chamber of Commerce has launched a major education and workforce initiative through the
Institute for a Competitive Workforce

¢ Increasingly workers have a reduced standard of living with lower quality health care, reduced
benefits, lower retirement savings, and longer life expectancy

e The brain drain is effecting both middle and senior management

e The US is also entrenched in an educational cold war with other countries—most 4th and 8th
graders in the US are not proficient in either reading or mathematics

e Educational reform must emphasize better teaching, more innovation, better educational data,
and better management. There is also a need for stronger career technical education
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KEYNOTE PRESENTATION
MEETING FUTURE WORKFORCE NEEDS IN NORTH CAROLINA

Roger Shackleford
Roger Shackleford is the Executive Director of the Division of Workforce Development in the North Carolina Department
of Commerce. The Division of Workforce Development is responsible for oversight, policy development, and planning for
the workforce development system in North Carolina through the North Carolina Commission on Workforce
Development. The Division is also the state administrative entity for the federal Workforce Investment Act. Mr.
Shackleford has over 28 years of experience in workforce development and policy
administration at the state and local level. He is a graduate of Shaw University in
Raleigh NC, a graduate of the NC Public Managers program, and a fellow in Bell
South’s Global Leaders of the South Program.

“Impending baby-

boom retirements will
SUMMARY

In the next decade North Carolina’s traditional manufacturing industries —

tobacco, textiles, apparel, and furniture and wood products—will probably emerging skills gap
lose more workers. Baby-boom retirements will increase an emerging skills
gap among experienced skilled workers thereby creating talent shortages
of about 12,600 workers annually. However, new jobs are being created in skilled workers
fast-growing metropolitan areas. Higher education leads to better
economic prospects, but the State produces too few post-secondary
graduates and too many school dropouts. shortages.”

exacerbate an

among experienced,

creating key talent

PRESENTATION HIGHLIGHTS

North Carolina has a talent Shortage The state of North Carolina’s workforce
Key trends and key policy issues
Changes in Workforce Demands Annual Number L f K in state’s traditi |
To Replace Retiring Workers 60,795 0SS 0 wor'ers.ln sta ? s traditiona
To Fill Projected Net New Jobs 69,825 manufacturing industries
Total Change in Workforce Demand 130,620 .
Changes in Workforce Supply Baby boom retirements
New Young NC Talent 91,253 .
In-Mgrants, aged 18-54 (assuming all join labor market) 26,760 Gap in the supply of talent
Total Change in Workforce Supply 118,013 Disadvantaged regions of North Carolina
Annual Talent Shortage* -12,607 .
growing more slowly
*Annual estimate calculated from data provided by the US Census Bureau, Importance of higher education

UNC/NCCCS and Regional Dynamics annual employment projections 2007 to

2017 Regional Dynamics NC’s talent shortage

What are the right policy questions?
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Figure 3: Traditional manufacturing
industries will likely shed more workers

Emp. Change
NC Industry 2007 2017 2007-17 % Change
Tobacco Processing 8,189 5,218 -2,970 -36%
Textiles 74,617 47,670 -26,947 -36%
Apparel 26,152 10,661 -15,491 -59%
Furniture and Wood Products 99,121 107,520 8,399 8%
Select Traditional Industries 208,079 171,070 -37,010 -18%

Source: Regional Dynamics

These 4 industries currently account for one in three NC manufacturing jobs

Disadvantaged regions are growing
slower than the rest of the State

Labor Force and Employment Growth, 2000 to 2005

7% _ B North Carolina
6.4% B Metro
6% | OMicro L
ORural
5% 1 4.7%
£ 4% |
o
o
2.9%
g 3% -
L
g 2% A 1.8%
1% -
0% -
-0.1%
1%
Labor Force Growth 2000 to 2005 Employment Growth 2000 to 2005

Source: Bureau of Labor Statistics
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PANEL: THE BRAIN DRAIN
THE BRAIN DRAIN FROM A PRIVATE SECTOR PERSPECTIVE: THE CASE OF DUKE ENERGY

M. Allison Honeycutt

Allison Honeycutt is Workforce Strategy Director for Duke Energy. She is responsible for developing strategies to attract,
retain and engage the Duke Energy workforce. She has led initiatives to develop a segmented workforce strategy, define
Duke Energy’s employment value proposition and establish employment branding. Honeycutt earned a B.S. degree from
Meredith College and an MBA degree from Duke University.

SUMMARY
Duke Energy is one of the largest electric power companies with about
18,300 employees and 4 million customers. Through workforce planning, “Brain drain is a

brain drain was identified as a critical issue as 47% of employees will be
retirement eligible by 2012. Moreover 43% of Duke Energy employees are
skilled craft. Through workforce planning managers have been able to Energy.”
assess the risk of knowledge loss for the company. Various strategies have

been developed to retain people with critical knowledge and to target

knowledge transfer techniques.

critical issue for Duke

PRESENTATION HIGHLIGHTS

Overview of Duke Energy

Brain drain a critical issue

Workforce planning to identify knowledge loss risk at Duke Energy
Assessing knowledge loss risk by managers

Identifying individual risk strategies

Strategies to retain people with critical knowledge

Targeting knowledge transfer techniques
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Duke Energy Uses Workforce Planning to Identify
Knowledge Loss Risk

Employee Supply, Demand & Gap Forecast Critical Knowledge Management
Review Forecast Identify Imminent
Business Retrements Retirement Risk
Strategy and Turnover Population
Outline Forecast Identify Critical
Issues and Internal Knowledge Individuals
Assumptions Supply in this Population
Forecast Determine
Internal Individual
Demand Risk Strategies

‘ﬁk

Calculate Gap
(Demand —

Supply)

P Duke
@ Energy-

Duke Energy Targets Knowledge Transfer (= =3\

Techniques ig ;a

m Duke Energy is using most of the available processes and
tools to retain and transfer employees’ knowledge

v" Documented procedures and job aids v Blogs/Wikis

v Diagrams, maps, models, patents v Interview guides

v" Document retention standards v Training and apprenticeship
v Business continuity/disaster recovery plans v Storytelling

v" Team document storage sites v Succession planning

v Searchable web sites v Having a deep bench of

v Customer account management tools experts who can guide others
v Equipment maintenance logs v Having the expert transition

relationships to the new

v Case management tools employee

P Duke
@ Energy. :
sss———Mri.. Sl —S_S___—__M__B_B_——_t_lftttsé—ttsee_"——__t—___—____—_—
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SUCCESSION PLANNING AND THE BRAIN DRAIN AMONG NORTH CAROLINA MUNICIPAL

EMPLOYEES

Willow S. Jacobson

Willow S. Jacobson is Assistant Professor of Public Administration and Government in the School of Government at UNC-
Chapel Hill. She has conducted research in the areas of human resource management, organizational theory and public

management. Dr. Jacobson has also been involved in community collaboratives in California and Oregon state

governments and conducted research on North Carolina state employees. Her research has been published in the Public

Administration Review and Public Personnel Management.

SUMMARY

The impending exodus of baby boomers from the nation’s workforce is
coupled with the increasing competencies and skills required of public-
sector employees to provide quality services. This sets the stage for a key
challenge governments will face in the coming years. State governments
are likely to feel the crisis first because of their high proportion of older
employees and their high demand for knowledge workers. Workforce and
succession planning can help governments perform strategically in the face
of changing demographics, increasing organizational responsibilities, and
increasing complexity of governance. This timely study of NC municipalities
indicates that there is currently limited succession planning in the public
sector.

PRESENTATION HIGHLIGHTS

The importance of workforce and succession planning
Growth rate of the U.S. Workforce

Knowledge workers

Government employees eligible for retirement

Generations in the US Workforce

NC State Agencies

Is Carolina Ready? Workforce planning in N.C. municipalities

What is workforce planning?

“The problem won’t
just be a lack of
bodies. Skills,
knowledge,
experience and
relationships walk out
the door every time
somebody retires —
and they take time to
replace and money to
replace.”

Steps in workforce planning: Review, identify, analyze, develop and implement, evaluate

Major challenges facing NC local government
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Percent of Full-Time Permanent Federal
Employees on-board as of October 1, 2006 that
will be Eligible to Retire

70.00%

60.00% —

50.00% /
40.00% /
30.00% /

20.00%

10.00%

0.00%

through  through  through  through  through  through  through  through  through  through
2007 2008 2009 2010 2011 2012 2013 2014 2015 2018

SCHOOL OF GOVERNMENT

Basic Steps in Workforce Planning

Review present workforce and
organizational objectives

Develop and implement HR strategies
and plans

Evaluate, monitor, and adjust plan

¥
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STRATEGIC HR MANAGEMENT WITH AN AGING WORKFORCE: PREDICTING CHANGE IN THE
UNIVERSITY OF NORTH CAROLINA FACULTY

Robert L. Clark

Robert Clark is Professor of Management, Innovation, and Entrepreneurship, and Professor of Economics, North
Carolina State University. He earned a B.A. from Millsaps College and a M.A. and Ph.D. from Duke University. His
extensive research has included retirement decisions, the choice between defined benefit and defined contribution
plans, the impact of pension conversions to defined contribution and cash balance plans, the role of information and
communications on 401(k) contributions, government regulation of pensions, and Social Security. He has also assessed
the key issues in the economics of higher education and the future of higher education in North Carolina. In 2003, he
chaired the Technical Panel on Assumptions and Methods of the U.S. Social Security Administration to review and
evaluate the annual projects of the Old Age Survivors and Disability Insurance Program.

SUMMARY

Firm demographics include the size of the labor force, the age structure of the labor force, and employment
and compensation policies aimed to achieve the desired labor force. The faculty at the University of North
Carolina’s fifteen campuses experienced rapid growth from 1982-1992 and
slower growth from 1992-2002. Faculty exit rates have been low and
relatively stable. Demographic models may be used in human resource
planning by calculating past exit rates to determine the future size of the
labor force. The employer’s strategic plans guide the predictions of faculty can be a useful tool
members leaving. Adding needed replacement to expected growth
generates the total expected new hiring.

“Demographic models

for employers.”

PRESENTATION HIGHLIGHTS

Demographic Models can be used to analyze the age structure of a firm and how it changes in response to HR
policies

Human Resource policies are developed as part of the employer’s strategic plan and are used to attract,
retain, motivate, and retire workers

Labor force dynamics include changes in the demand for products, in the labor force, in HR policies, and
changes in the age structure and size of the labor force

Labor force dynamics are examined using faculty data for the University of North Carolina from 1982-2002

Information about future desired faculty size, calculating exit and hiring rates, and anticipating the change in
age structure and faculty size are all needed to predict change in the UNC faculty for the next ten years

Employment and compensation policies influence exit rates, retirement rates, and age of hiring
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Age Structure of University of North Carolina Faculty

1982 Faculty Age Structure
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PANEL: SURVIVAL AS AN OLDER WORKER
HEALTH PROMOTION FOR AN AGING WORKFORCE

Laura A. Linnan

Laura Linnan, ScD, CHES, is Associate Professor in the Department of Health Behavior/Health Education at the
University of North Carolina School of Public Health, and Member, Lineberger Cancer Center. She received a B.A. in
Health Education from Indiana State University; an M.A. in public health education from the University of Toledo,; and a
Ph.D. in Health and Social Behavior from Harvard University. Dr. Linnan was Co-Investigator/ Project Director for the
Brown Study Center of the national Working Well Trial (1989-1994), the largest federally funded worksite cancer
prevention trial. She was also the Co-Principal Investigator/ Project Director of Working Healthy Project 2 (1994-1999),
a second five-year worksite-based study. She has published more than 70 peer-reviewed manuscript or book chapters
and several books.

SUMMARY:

The U.S. work‘fo.rce is aging \fwth older workers more likely to work full-time “Comprehensive

and a dramatic increase projected for the oldest group of workers. Older

workers represent a diverse population experiencing both normative worksite health
chan_gc.es of aging and age-dependent increases of d_eveloping cer_tain promotion programs
conditions. Such changes lead to advantages and disadvantages in the

workplace. Factors of work organization may cause adverse health effects have demonstrated a
but comprehensive worksite health promotion programs can address the positive impact on

health needs and interests of older workers. Employers are interested in
worksite heath promotion programs due to increasing medical costs,
preventable illnesses, and because they have demonstrated a positive employee health and
impact on employee morale, employee health and risk behaviors,
productivity and health. Yet only seven per cent of companies offer fully
comprehensive worksite health promotion programs—the largest productivity, and
employers and worksites with a dedicated staff person were most likely to
offer such programs.

employee morale,

risk behaviors,

health care costs.”

PRESENTATION HIGHLIGHTS

To what extent is the US workforce aging?

What health issues do aging workers face?

How can comprehensive worksite health promotion address the needs of the aging workforce?
Why are employers interested in worksite health promotion programs?

What is meant by “comprehensive” worksite health promotion?

How can the health needs of older workers be addressed in the workplace?

What recommendations can be made for research and practice?
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?Older Workers More Likely taWork Full-Time

Workers 65 and over by work schedule, 1977-2007

58 4

56 4
54 4
e 52 -

50 -
48 -

Percent of employment

46 -

44 - —e— Work full-time

42 4 —=— Work part-time

40
1997 1979 1931 1983 1985 19EF 1989 1997 1993 1995 1997 1999 20001 2003 2005 2007

Source: 115, Bureau of Labor Statistics www.bls.gov

| ? What Do We Mean by “Comprehensive”
P ' © Worksite Health Promotion Programs?

#* Health education programs
#* Supportive social/physical environment
#* Linkages to related programs (e.g. EAP)

#* Medical screenings with adequate
follow-up and treatment

#* Integration of health promotion into the
organizational structure (e.g. staffing,
budget)
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THE FUTURE OF AN AGING WORKFORCE

MaryBe McMillan

MaryBe McMillan is Secretary-Treasurer of the North Carolina State AFL-CIO. In 2005, she became the first female
officer in the history of the organization. MaryBe has spent her career working for nonprofit organizations including as
Research Director for the Common Sense Foundation and as State Policy Analyst for the Rural School & Community
Trust. In 2006, Governor Easley appointed MaryBe to serve on the NC Commission on Workforce Development. She
received her BA in sociology from Wake Forest University and a PhD in sociology from NC State University.

SUMMARY

Even though union membership in NC is low, a number of critical “The labor movement will
workers, such as firefighters, police officers, and letter carriers are
union members. Benefits of union membership include collective
bargaining and work related benefits such as employer provided make sure that the aging
health insurance, defined benefits pensions, higher wages, and paid
vacations and sick leaves. Seniority is an essential component of
union contracts often leading to wage increments and job the proper respect that they
protection in economic downturns. Upon retirement, a network of
union retiree organizations is available for social and economic
support. The AFL-CIO has three main programs: legislative protecting seniority rights

lobbying, political programs, and support for union organizing. and providing retirement
Union retirees are essential participants in such programs.

also continue to fight to
workforce of the future gets

deserve—that includes

security. All workers
regardless of age deserve

PRESENTATION HIGHLIGHTS
respect and dignity on the

Who are the union members in a non-unionized state? job, and the NC AFL-CIO will
What are the benefits of being in a union? fight to make that happen.”
Union advantages for older workers
Seniors within the labor movement

Activism by retired union members
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THE WORK LIFE EXPERIENCES OF AN OLDER WORKER

Janelle Edwards

Janelle Edwards is a 67-year-old woman who recently moved back to Washington, N.C. from Statesville in the Central
Piedmont of North Carolina to be closer to her adult children and grandchildren. For the Forum she was asked to speak
about her personal experiences as an older worker. Her powerful workplace experiences reflect those of many other

older workers.

SUMMARY

Ms. Edwards spoke about the many people raised in the 1950s who have fallen between the cracks. Many
women, especially, graduated high school, perhaps had some college, then married and settled down to raise

a family. “For the next 15 to 20 years we were housewives. As we
entered the workforce we found that the skills we had were no
longer needed. | now draw on social security but it’s not enough to
survive. Having no other source of income, | will need to work full-
time, indefinitely, to supplement my income.”

Janelle worked as a Teacher Assistant, but as she left that post she
did not know about retirement planning and did not put money
away for retirement. As she struggled to find full-time employment,
Janelle relied on the support of close friends and her community.
She finally landed on her feet recently. Janelle notes that “ there
are a lot of mature adults who are in the same situation. We need
supplemental income to go along with social security. A lot of us
did not prepare for this earlier in our lives and now find ourselves
still in the workforce.”

During her job search Janelle contacted Job Link, a NC state
government agency that helps older people gain the skills needed
to compete in today’s workforce. But Job Link itself has been
understaffed and Janelle found that the quality of help available
varied---some Job Link employees were helpful but others were not
and some career advice was misleading. Eventually Janelle located
a job and she is currently gainfully employed.

“A lot of people, like me,
who have reached
retirement age and are
drawing Social Security,
realize that they will have to
continue to work to make
ends meet. The process of
looking for a job as an older
individual is not an easy task
especially since some of us
did not grow up in the
computer age.”

You may read Janelle’s powerful experiences at www.aging.unc.edu/groups/work/forum2008/.

Download a copy of this presentation at www.aging.unc.edu/groups/work/forum2008/
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BANQUET PRESENTATION

TALENT MANAGEMENT FOR A 21ST CENTURY WORKFORCE: THE AARP WORKFORCE
ASSESSMENT TOOL

Ed Redfern

Ed Redfern is National Program Consultant for the AARP Workforce Issues Team in Washington, DC. It is a primary
national resource on issues addressing the economic and retirement security of individuals 50 years old and over. Ed
works with the business community to create employment opportunities that are fair, flexible, and capitalize on the
wealth of knowledge and expertise mature workers bring to today’s workplace.

SUMMARY

The workforce is changing with baby boomers nearing traditional retirement age, the median age of
American workers being 40, and about one in three workers will be over age 50 by 2012. Skill shortages are
expected in a number of professions and jobs including in healthcare, education, public administration, IT,
engineering and science. Yet the majority of CEQ’s interviewed indicate that their companies do not include
workforce aging in their long-tem business plans and 80% of

corporations do not offer any special provisions to deal with the

concerns of mature workers. In other words talent is not being “
The Workforce

managed. The AARP has developed the Workforce Assessment Tool,

which provides organizations with critical information about their Assessment Tool helps

current and projected labor force. employers identify their

current workforce
PRESENTATION HIGHLIGHTS
The AARP Workforce Assessment Tool is a confidential interactive
guestionnaire, which provides vital information to organizations in to mature workers and
areas such as:

demographics with respect

anticipates gaps in critical

¢ Employee age demographic and skill shortage projections positions that may arise in

e Knowledge retention the future due to

e Flexible work arrangements .
8 retirement patterns and

e Training and development e . ..
assists in planning policies
¢ Benefits . . ..
and practices in recruiting
e Workplace accommodations L.
and retaining from a
e Positive work environment
mature labor pool.”
e Recruitment

e Workplace strengths inventory
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AARP Workforce Assessment Tool
http://lwww.aarp.org/workforceassessment

> Employee Age Demographic and Skill Shortage Projections
> Knowledge Retention

> Flexible Work Arrangements

> Training and Development Benefits

> Workplace Accommodations

> Positive Work Environment

> Recruitment

AARP |6

Workplace Strengths Inventory

Priority Areas for

Principle | Practice Exists Development

Education of managers, supervisors and
interviewers on fair hiring and age
discrimination issues

Incorporate age neutral and/or images of
Age Diversity and  Imature workers in recruitment materials Ve

Fairness Strategic inclusion of age diversity in
workforce, staff teams, and committees

|Age Diversity training for managers and staff [ [

Periodical review of organizational policies
and practices as they relate to older workers

|Part time opportunities
|Temporary/seasonal work
|Flex-time
Flexible Work |Phased retirement(w/benefits)
Arrangements  [Job sharing
[Telecommuting
[Compressed work weeks
|Rehiring of retirees
[Heaith Insurance

N

NI ININEN N

AARP | 12
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PANEL: HOW TO RETAIN AND RETRAIN OLDER WORKERS

EFFECTIVE STRATEGIES FOR RECRUITMENT, RETENTION, AND MANAGEMENT OF OLDER
WORKERS

Donald L. Davis

Donald Davis is the Vice President of the Workforce Development Division of the National Council on Aging (NCOA) in
Washington, D.C. He also serves as National Director of NCOA’s Senior Community Service Employment Program
(SCSEP), a federally subsidized work experience employment and training program for low-income adults age 55 and
above. It is authorized by Title V of the Older Americans Act and provides employment and training opportunities for
elderly persons in eleven states.

SUMMARY

With the increasing number of workers reaching traditional retirement ages, employers may need to do
more to attract and retain older workers, many of whom are highly experienced, knowledgeable, and skilled.
Unfortunately, age discrimination and a number of negative myths about

older workers persist. Yet research indicates that older adults make better

employees. Employer strategies for hiring and retaining older workers “Although the law has
include flexible work arrangements and various phased retirement options.
Federal, state, and local governments provide assistance to older workers been a factor, the real

in finding employment and securing job training. Employers need to be

. o reason that so many
informed about the value of older workers and understand that hiring

older workers makes good business sense. businesses have done
a complete about-
PRESENTATION HIGHLIGHTS face and welcomed

the older worker can
Overview of older workers demographics .

be summed up in one
Myths about older workers

sentence: ‘It makes

Current employer strategies for hiring/retaining older workers
. . . good business sense’.”
Strategies by government and other service providers to enhance

employment opportunities for older adults

Educating employers on the value of employing older workers
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PROGRAMS FOR SENIOR EMPLOYMENT—FROM NORTH CAROLINA TO ARIZONA

Cynthia Vail

Cynthia Vail has worked for many years in the helping professions. Currently, she is the Director of Senior Counseling &
Employment in Durham, NC where she helps Durham’s mature workers find jobs. Cynthia’s past experience was with
Over 60 Counseling and Employment, an organization placing thousands of seniors in jobs each year.

SUMMARY

Senior Counseling & Employment in Durham is beginning its
second year of ope_ratlon -Wlth rpo_dest funding _by the City of “IThe Mature Workforce
Durham. A comparison with a similar program in Tucson, AZ

reveals a vibrant and a financially supported program that Initiative was] ... designed to
started by training one-stop employees, conducted mature
worker Job Fairs, and created the Governor’s Office on Aging. In
2008 Tucson developed an online Jobs & Employers service, and appreciation of, and
certification in a Mature Worker Friendly program, and a Center employment opportunities for
for Workforce Transition.

raise visibility, awareness

mature workers, while

A comparison of the Durham and Tucson programs for senior force shortages.”
employment indicates strong institutional and communal
support for the Tucson program

Support included the Commission on Aging, the involvement of several large employers, and a substantial
grant from the AZ Dept. of Commerce

Employers continue to have concerns with hiring seniors:

e greater health insurance costs

e lack of technological skills

e need for additional training

e jobs not consonant with workers needs

e jobs requiring physical skills beyond older workers’ capabilities

Download a copy of this presentation at www.aging.unc.edu/groups/work/forum2008/ 33



HOW COMMUNITY COLLEGES TRAIN NORTH CAROLINA’S AGING WORKFORCE

Willa M. Dickens

Willa Dickens is Associate Vice-President for Workforce Development in the North Carolina Community College System.
The NC Community College System serves citizens, businesses, and industries by providing a variety of business training
and lifelong learning opportunities. The Workforce Development Division educates unemployed, underemployed,
upward-bound workers, and entrepreneurs to meet the needs of the new knowledge-based economy.

SUMMARY

The goal of the NC Community College System is to provide high quality, accessible training and services that
enable North Carolinians to acquire knowledge and skills to obtain and maintain prosperous career
opportunities and provide relevant up-to-date training for NC businesses. The focus is on jobs—preparing for
jobs with future growth potential, helping the State grow, attracting and maintaining good jobs, and making
certain that workers stay up-to-date.

PRESENTATION HIGHLIGHTS “ . .
Nontraditional is the
The mission of NCCCS is to provide high quality education and accessible new normal.

training and services to students, adults, and businesses -
Nontraditional
This includes preparing for good jobs with growth opportunities, helpin
preparing ror 004 & PP Ping [students are] older,
NC to attract and keep good jobs, and helping workers stay up-to-date

Older nontraditional students represent most of the national increase in working,

undergraduates — about two-thirds of nontraditional students are rearing families,

enrolled in community colleges .
commuting,

NCCCS programs for nontraditional students include workforce continuing
education, human resource development, small business centers,
workforce initiatives, and emergency services part-time.”

stopping in and out,

Considerable growth is occurring in senior jobs in the areas of healthcare,
hospitality, and office jobs

Workforce initiatives develop partnerships and workforce policies with other state workforce agencies, in the
implementation of the Workforce Investment Act of 1998
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Enrollments by Age Groups
2006-07

100,000
89,712 0 Curriculum
90,000 B Contfinving Education
78,381

80,000 70,851

70,000

60,000

48,660
50,000 | 47748

39,711

36,904
22,558
9,71 12,619
5,22)

198 Under  20-24 25-29 30-34 35-39 40-44 45-49 50-54 55-59 60-64 65-69 70& Up

NCCCS, September 2008

Workforce Continuing Education

Enrollment Trends — Students Age 50 and Higher
2007-2008 Program Year

Se_lected Age Age Age Age 7‘\3;
Occupational Cluster 50 - 54 55 -59 60 - 64 65 - 69 Higher
Computer Science Applications 3,184 2,962 2,035 1,957 2,940
Emergency Medical Services 2,891 1,756 879 436 294
Health Occupations 1,601 1,038 482 149 72
Safety 1,799 1,260 699 241 121
L’::::fs‘i‘"i‘:“t' Supervision and 2,582 1,977 1,069 403 267
Criminal Justice 3,249 2,115 1,082 316 133
Fire & Rescue Services 3,744 2,443 1,324 720 492
Government Regulations 1,206 820 376 176 88
Automotive Occupations 1,031 815 539 234 154

NCCCS, September 2008
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INCREASING AWARENESS OF AN AGING WORKFORCE THROUGH THE AARP MATURE
WORKFORCE SPEAKERS BUREAU

Mary Cichocki

Mary Cichocki is AARP's Lead Volunteer for the Mature Workforce Speakers Bureau. The Bureau urges organizations to
recruit, hire, retain and train the 50 plus worker. Her professional experience includes Mid-Atlantic Area Operations
Director for Drake Beam Morin; Associate Director of Career Development & Placement at the Wharton School of
Business and Administrator at the Fuqua School of Business. She earned a BS in Social Sciences/Mathematics from St.
John's University and an MA from the City University of New York.

SUMMARY

AARP educates employers about the implications of an aging workforce: skill and labor shortages; loss of
organizational knowledge and expertise; increased competition for talent; reinvention of retirement as
boomers work longer; workers needing continued income and benefits;

and, a significant increase in working caregivers. Companies can gain a

competitive advantage by realizing the experiences of 50+ workers and “Qver half of

utilizing strategies to recruit, retain, and engage older workers. AARP offers

several programs and resources to employees and employers including the employers say they do
AARP Workforce Assessment Tool. not have (42%) or are

not sure (17%) their

company has a
An aging workforce has many implications for employers and employees process to pass on

PRESENTATION HIGHLIGHTS

Skill shortages are evident in a number of jobs knowledge and

Employee surveys indicate their concerns about retirement experiences when

Employer surveys indicate their concerns about worker retirements people leave...”

AARP Employee Programs & Resources include an annual Employee Survey
and on-line Job Search Assistance

AARP Employer Programs & Resources include an annual Employer Survey, Company Assessments, Best
Practices Programs, and the Workforce Assessment Tool
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Organizational Knowledge

« Over half of employers say they do not
have (42%) or are not sure (17%) their
company has a process to pass on
knowledge and experiences when people
leave, despite that...

— 54% say a major amount of knowledge is
lost; 36% say a minor amount

—82% say it is extremely or very important to
retain it

Steps Taken to —

Accommodate Older Workers

Training to upgrade skills or knowledge 73%
Hiring retired employees as consultants or temps 64%
Part-time jobs without benefits 52%
Transfer to jobs with reduced pay and 49%
responsibilities

Shifts from one career track to another 40%
Assistive technology aids or devices 32%
Part-time jobs with benefits 21%
Snow-bird program 6%
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PANEL: HOW TO CREATE AN AGE-FRIENDLY WORKPLACE

CREATING, MAINTAINING AND ENHANCING ENGAGEMENT WITH A MATURING
WORKFORCE

Laura Kellison Wallace

Laura Wallace is Manager of EAP& Work/Life Programs at the SAS Institute in Cary. Her overall responsibility is to
develop and manage the onsite SAS Programs for individuals and families. The Department’s mission is to help SAS
employees with any issues that throw their work life and their personal life out of balance. Laura received her B.A. in
child psychology from Smith College and an MSW from UNC-CH. Laura is a trained mediator, facilitator and trainer.

SUMMARY

SAS is the largest privately held software company in the world with about 5,400 employees in the US. SAS
Work/Life programs include on-site Centers for Work/Life& EAP, Child Care, Recreation & Fitness, and
Health Care. The company’s goal is to create, maintain and expand programs to decrease employee stress,
absenteeism, and illness. Expenditure on programs makes good business sense because healthy and happy

employees make productive, creative, and loyal workers. With respect
to Elder Care, SAS provides information and referral services, care
management, one-on-one consultation, visiting facilities, networking
with aging professionals, and navigating elder care systems for
employees.

PRESENTATION HIGHLIGHTS

SAS culture is based on informed and inclusive decision-making,
targeted services and policies to meet employee needs and life stages,
flexibility, and best outcomes

Work/Life Programs seek to increase employee satisfaction through
increased innovation and empowerment, greater loyalty, reducing
absenteeism, sickness, and stress, improved productivity and
performance, better customer service and satisfaction, and workforce
equality and recognition

Programs include parenting teens, college and teen career counseling,
eldercare and aging Referral & Consultation, retirement planning,
education financial/budgeting seminars, childcare and camps, adoption
and special needs, relationships, separation & divorce, and retirement

A large majority of SAS employees agree that the extensive Work/Life
services strengthen their loyalty to the company

“Our Work/Life
Department helps create
balance for employees
between their work and
family lives. As you
know, if you’re having
problems at home,
you’re not able to leave
those there and you will
be bringing them right
along with you to work.
This has a definite effect

on your productivity.”
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SAS WOTk/LIfe Program List (this list is not exhaustive):
= Parenting Teens Program

= College & Teen Career Counseling
= Eldercare & Aging Referral & Consultation
* Retirement Planning and Services

= Education Financial/Budgeting Seminars &
Resources

= Childcare & camps (over 1200 children served)
= Adoption & Special Needs
= Relationships; Divorce & Separation

= Retirement

Create, maintain and expand
quality programs that:

— Fit our demographics, culture and company

— Decrease employee stress, absenteeism,
and iliness

We invest in programs because it makes
GOOD business sense. Happy and healthy
employees make productive, creative and
loyal workers...
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PROMOTING A COMFORTABLE WORKSTATION ENVIRONMENT AT WORK AND AT HOME

Neil Charness

Neil Charness is William G. Chase Professor of Psychology and an Associate in the Pepper Institute on Aging and Public
Policy at Florida State University. He received his BA degree in Psychology at McGill University and PhD in Psychology
from Carnegie Mellon University. Neil’s research interests concern age and technology use and age and expert
performance. He has published over 100 journal articles, book chapters, and a number of books including Impact of
Technology on Successful Aging (2003), Designing for Older Adults: Principles and creative human factors approaches,
(2004), and the Cambridge Handbook of Expertise and Expert Performance, (2006).

SUMMARY
Healthy work environments are important because musculoskeletal disorders threaten workers, businesses
are increasingly paying attention to occupational health and safety needs, and increasing telework may mean
less attention paid to workstation ergonomics as individuals rather than
companies set up workstations. Employees are sensitive to feedback and
about one-half implemented changes, yet such changes did not necessarily
result in better workstations.

“Many mid-size and

Working at home showed both advantages and disadvantages. larger businesses do
pay attention to
PRESENTATION HIGHLIGHTS occupational health

and safety needs,
The importance of healthy work environments

. R . including workstation
A detailed study of university employees who spent part of their day at a

computer workstation ergonomics.”

Assessment for ergonomics and posture in the office and at home indicate
little impact of age

Ergonomics are better in the office while comfort is better at home
Assessment included work and home temperatures, noise level, lighting, and workstation ergonomics

Ergonomic tips for maximizing comfort have been developed
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Healthy Work Environments

Musculoskeletal disorders are a threat to blue collar and
white collar workers.

Many mid-size and larger businesses do pay attention to
occupational health and safety needs, including
workstation ergonomics

The increasing use of telework may mean less attention to
workstation ergonomics when individuals rather than
company experts set up their workstations

Counter-balancing this shift from company to individual
responsibility for ergonomics may be increased comfort
experienced in the home

000000
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Conceptual Guidelines for
Designing for Older Adults

View an older adult’s system as a noisy information
channel
o Alan Welford
o For any strength of external signal, the system’s output—the
signal-to-noise ratio—is likely to be lower in older than in younger
adults.
Boost signal strength
o increasing the size of visual objects (font size, icon size), their
brightness, and their contrast.
Decrease “noise”
o isolate messages from other message channels

= avoid putting objects in the periphery that could attract attention, such
as ads on Web pages

0 maintaining consistent positioning of target items
= location of help information

41



THE BENEFITS OF HIRING AND RETAINING OLDER WORKERS

David Cottengim

David Cottengim is the President and CEO of Resources for Seniors, Inc. He received a BS in Education from Eastern
Kentucky University and pursued graduate studies at the University of Kentucky. Resources for Seniors is one of the
largest non-profit direct service agencies in the Southeast, annually serving over 25,000 older adults and their
caregivers. From 1970-1985 David served as Deputy State Director of North Carolina Easter Seals. David is a past
President of the North Carolina Association on Aging and has served on numerous federal, state, and local aging
initiatives.

SUMMARY

Resources for Seniors is the lead agency with a workforce of 131, servicing more than 27,300 adults and their
caregivers annually as they navigate through a vast maze of services and available options in Wake County.
Older workers are appealing to employers because they want to

work, filling full-time, part-time, seasonal, or temporary jobs. They
are flexible regarding work hours and locations, have a strong desire
to apply their knowledge and skills, and their behavior provides role
models for other employees.

“At Resources for Seniors,
our older workers who

PRESENTATION HIGHLIGHTS deal directly with our

clients offer a value-added
There are a number of benefits from hiring and retaining older

feature. Most, if not all,
workers. Generally older workers are:

know first hand about
¢ Dedicated workers producing higher quality work

Punctual with lower absenteeism and turnover rates
Detail-oriented and attentive avoiding costly mistakes
Good listeners

Prideful in a job well done

Understand the larger organizational picture

More mature

Positive role models

Understanding of when and how to communicate
Less likely to change jobs or job-hop

Loyal

Highly motivated

being either a current or
past caregiver to their
parents or even their
spouse. They are able to
apply a special compassion
and understanding of our

client’s situation.”
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SUMMARY OF THE FORUM
AGING WORKFORCE: A DRIVING FORCE FOR THE FUTURE

Dennis W. Streets

Dennis Streets is the Director of the North Carolina Division of Aging and Adult Services (DAAS) and has a long career of
working in the field of aging and adult services in the private and public sectors. He earned his BA in Political Science, a
Masters in Public Health, and an M.A in the Arts of Teaching from UNC-Chapel Hill. He has received honors such as the
2007 Jane Kennedy Excellence in Aging Award of the Southeastern Association of Area Agencies on Aging and the 2000

Executive Leader of the Year Award of the NC Association on Aging.

SUMMARY

The many presentations and discussions at the Forum indicate that
the aging workforce is a driving force for the future involving
demographic, economic, social and individual changes. Positive
cultural changes involve a reversal of early retirement, health
promotion, age-friendly workplaces, flexible work arrangements
and retaining older workers. A multifaceted response is required
from corporations, mid-level and small businesses, through
government and public policies, academic research, and by
individuals. Despite advances, ageism and age discrimination
continue. The anticipated skill shortages need to be addressed
through education, training, retraining and retooling, enrichment
and remediation of existing and new skills. Workforce availability is
very important with brain drain being a critical issue that must be
assessed based on succession planning. Employees can be
motivated by appealing work assignments, flexibility, learning and
development, and through rewards and recognition. The bottom
line is that employers need to view older adults as a growing
natural resource, not one to be arbitrarily discarded.

PRESENTATION HIGHLIGHTS

“Here are some basic policy
questions. How can NC better
leverage its workers beyond
retirement age?

Should the state offer
incentives? What and for
whom? What changes are
needed in workplace culture?
Should NC advocate for
federal changes relative to
retirement income/pensions

and Social Security?”

Workforce Aging is significant and involves demographic, economic, social and individual factors

Workplace culture is changing
A multifaceted response is required
Major questions need to be addressed

How can NC better leverage its workers beyond retirement age?

Should the state offer incentives? What sort of incentives and for whom?

Should NC advocate for federal changes relative to retirement income, pensions and social security?

Download a copy of this presentation at www.aging.unc.edu/groups/work/forum2008/



(continued)

How can the public and private sectors have the right people in the right place with the right skills at the right
time?

The high percentage of the workforce who are boomers leads to a dramatic need for workforce and
succession planning

Organizations need to review objectives, identify future needs, identify gaps and surpluses, evaluate and
adjust, and implement effective HR strategies

Discussion of recommendations from the four work groups: Brain Drain; Retaining and Retraining Older
Workers; Surviving as an Older Worker; Creating Age-Friendly Workplaces

Changing Culture

Reversing
Early
Retirement

Health
Promotion

Retraining Older
Workers

Flexible Work
Arrangements

Age-Friendly
Workplaces

FLEXIBILITY with SECURITY

Multi-faceted Response Required

Corporate/
Large
Employers

Government/
Public Policy

Academic/
Research

Small
Business
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Forum on Aging Workforce Breakout Groups

How to Retain
and Retrain
Older Workers

The Brain
Drain

How to Create
an Age-Friendly
Workplace

Survival as an
Older Worker

Workforce Availability

Displaced

In-migrating
Workers

Mature
Workers

Emerging
Mature Workers

Transitional
Workers

During the next 10 years, NC will lose 61,000 workers/year to
retirement and experience an overall annual deficit of 12,600
workers to employees needed
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