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May 1996

Dear Governor Hunt:

I am pleased to present the Older Workers Task Force Report, The Second Fifty Years: Enhancing Employment Opportuni-

ties for Older Workers. This report is the culmination of the strong commitment of Task Force members to respond to your charge

to them in May 1995 to analyze the issues that affect older adults in North Carolina and to submit a plan for increasing employ-

ment opportunities for older workers to you by May 1996. It reflects the efforts of representatives from the public and private

sectors working collaboratively to ensure that our citizens are prepared to compete in the emerging work force well into the next

century. Task Force members recognize that in order for North Carolina to remain competitive, both nationally and internationally,

it must have a strong work force.

In the last year, we have learned many things. We heard experts speak about the uncertainties involving the future stability

of Medicare, Medicaid, Social Security, pensions and health benefits. North Carolina is shifting from industrial work into service

and information occupations. The skills needed to succeed in the workplace have changed and will continue to do so. To respond

to the challenges ahead, retraining for older workers will be needed, and older workers must be willing to upgrade their skills to

be competitive. By the year 2020, 30 percent of the state’s population will be age 55 and over. There will be fewer younger

workers entering the job market in years to come, so our economy will be relying heavily on mid-life and older workers to

maintain productivity.

I am very proud of the Task Force’s efforts and their tremendous commitment to accomplish their mission. In addition to

attending the Task Force meetings, they organized and attended public hearings and focus groups across the state to hear

firsthand from older workers about problems they have experienced finding jobs. Age discrimination does exist and often limits

opportunities for older workers. To learn more about services available to older workers seeking employment, Task Force mem-

bers visited local employment offices. They also spoke with older adults in their churches and communities. In the last year, the

Task Force has discussed many important issues which affect older workers. The recommendations presented in the report

reinforce their commitment to increase employment opportunities for older workers in our state.

I want to express my appreciation to the staff in the Division of Aging and the Commission on Workforce Preparedness for

their assistance over the last year. They served as valuable resources to the committees, researched issues and compiled data

on older workers’ issues. They also arranged for expert speakers on many of the major issues which impact older workers today

and in the future. By broadening their knowledge of issues, the Task Force was able to develop realistic, well-thought-out

recommendations on how to enhance employment opportunities for older workers in North Carolina.

Sincerely,

Sarah T. Morrow, MD

Chair
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The population of North Carolina continues to grow older, due to
the aging of the resident population, increased life expectancy and
the migration of older people into the state. As the population ages,
so does the labor force. One of the most important economic chal-
lenges facing North Carolina in the twenty-first century will be the
creation of employment opportunities for the increased number of
older men and women seeking to remain in or return to the labor
force. These talented older workers represent a significant eco-
nomic resource that can be used to enhance the growth and de-
velopment of the state.

Currently, about 21 percent of

the state’s 7 million citizens are age

55 or older. By 2010, this figure will

increase to around 26 percent and

exceed 30 percent by 2020. Not

surprisingly, this translates into an

older work force: nationally, the

median age will move from 36.6 in

1992 to 40.6 in 2005. Following the

“baby boom” that produced this

wave of workers was a “baby bust,”

meaning that there will be propor-

tionately fewer younger workers

entering the job market in the years

to come, so our economy will be

relying heavily on mid-life and older

workers to maintain productivity.

According to the American Asso-

ciation of Retired Persons (AARP),

however, the “career half-life”—that

is, the time it takes for half a

worker’s knowledge to become

obsolete—is 4.5 years (less for

technical fields).

Not only is the work force

changing, but the very nature of

work is changing as well. In the late

1800s and 1900s, the country’s

economy moved from primarily

agricultural to industrial. It is in the

process of changing again, toward

���	��������

service and information.The ex-

pectation of joining a company and

remaining there until retirement is

no longer the reality. With the shift

from industry to service and infor-

mation, the skills necessary to suc-

ceed in the workplace have

changed and will continue to do so.

Employees must now have more

than a basic education as well as

be prepared for a lifetime of updat-

ing their skills.

The labor market in the United

States is rapidly changing in re-

sponse to growing international

competition, technological, innova-

tion, government regulation and

new government policies. The core

labor force for many firms is de-

clining and the use of contingent

or contract workers is increasing.

For many people, this implies a

change in employment status late

in their working career. Policies

aimed at facilitating this transition

will be very helpful to older work-

ers.

Women are becoming a larger

component of the older work force.

Because of their different work his-

tories, they often find it more diffi-
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cult to secure employment. Also,

age discrimination in hiring is of-

ten a barrier. They may have less

in retirement income than their

male counterparts because often

they have had less earnings and

less access to pension benefit pro-

grams. Women are also more likely

to survive their spouses and have

an extended period of widowhood.

Increased employment for healthy

older women who want to work is

necessary to improve their well-be-

ing.

The aging of North Carolina

creates new labor market prob-

lems while also providing new op-

portunities for economic advance-

ment. Leaders in the public and

private sectors must be aware of

the problems and develop innova-

tive solutions that increase employ-

ment opportunities for older per-

sons. Such actions will enable our

state to use the productive poten-

tial of its older citizens to maintain

a strong economy.

To remain competitive, both

nationally and internationally, and

maintain a strong economy, North

Carolina has begun to address is-

sues relevant to our older workers.

In May 1995, Governor James B.

Hunt Jr., created the Older Work-

ers Task Force, comprised of

members from the private and

public sectors, from the state and

local levels, and from a variety of

different backgrounds (a listing of

the membership can be found on

page 5). The task force is a joint

initiative of the Division of Aging

in the Department of Human Re-

sources and the Governor’s Com-

mission on Workforce Prepared-

ness. It is chaired by Sarah T. Mor-

row, MD, MPH, currently medical

director at EDS (Electronic Data

Systems) in Raleigh and formerly

secretary of the Department of Hu-

man Resources.

This group has undertaken a

collaborative effort to identify is-

sues that affect our older workers

and to make recommendations

that will help keep them produc-
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Actual and PrActual and PrActual and PrActual and PrActual and Projected Grojected Grojected Grojected Grojected Grooooowth of the Older Pwth of the Older Pwth of the Older Pwth of the Older Pwth of the Older Population in the Unitedopulation in the Unitedopulation in the Unitedopulation in the Unitedopulation in the United

States, 1940 to 2020States, 1940 to 2020States, 1940 to 2020States, 1940 to 2020States, 1940 to 2020

Source: US Senate et al., Aging America, p. 7, based on Census Data.
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tive from now until the end of the

century and beyond. These issues,

with the task force’s recommenda-

tions, are included in this report

under the following headings:

• making state policy that

supports employers and

older workers

• paying for retirement: contin-

ued employment, pensions,

and Social Security

• obtaining information on the

characteristics and needs

of the older work force

• helping older workers update

skills and pursue new careers

• increasing public awareness

of the value of older workers.

The descriptive information in

this report comes from diverse

sources. Robert L. Clark, Ph.D.,

and M. Melinda Pitts of the Col-

lege of Management at NC State

University prepared a paper en-

titled “Older Workers in North

Carolina” for the Division of Aging,

to be published as a separate re-

port. It forms the background of the

essays to follow. The American As-

sociation of Retired Persons

(AARP) also publishes many help-

ful booklets on issues facing older

workers through their Work Force

Programs Department. A list of

those used here appears on the

last page with AARP’s address. Fi-

nally, the Bureaus of Labor Statis-

tics and the Census provide infor-

mation on the World Wide Web

and in traditional publications on

the current and future character-

istics of the work force and the

population generally.
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The Governor’s Older Workers Task Force will analyze issues which relate to the employment,

retention, retraining, and promotion of older workers in North Carolina.

The Task Force will develop and submit to the Governor a plan for increasing employment

and advancement opportunities, both paid and unpaid, for older workers by

• identifying ways to increase public awareness concerning the employment of older

workers

• developing innovative programs and models that will increase work options

• promoting coordination and cooperation among organizations that employ older workers.

�������� 	�����
��

1. Planning should be a cooperative effort with responsibilities and benefits to be shared

mutually between older workers, employers, government, and the community.

2. Older workers should have full and equal access to all appropriate services related to

employment.

3. There should be recognition of the diverse capabilities and needs within the older adult

population seeking employment.

4. Older persons seeking employment should be treated with respect and dignity.

5. Skills training should be geared to the older adults’ learning curve, which is different

from that of younger persons.

6. Inappropriate, negative myths about older workers’ qualities and capabilities should be

dispelled in efforts to recruit, hire, and retain older workers.

7. Planning should distinguish clearly between paid and unpaid work.

8. Older volunteers should not be used to replace paid workers.

9. Compensation should be based on prevailing wage scales of the community for com-

parable work.

10. Employers should address the changing workplace environment, the growing pool of

older workers, and measures for recruiting and retraining older workers.

11. Older adults, as individuals or represented collectively, should be full partners in deci-

sion making affecting their employment.

�����������	��
�
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The map and chart below give

some idea of the distribution of

older workers in the state. The

North Carolina Partnership for

Economic Development uses

seven economic regions, shown

in the map. The chart shows the

percentage of workers age 55 and

over in those regions. This informa-

tion, coupled with new data gained

from the surveys proposed by the

task force, should make it easier

for policymakers to encourage new

businesses to locate in areas with

a good supply of potential employ-

ees and to target retraining efforts

more effectively.

Other aspects of access to

employment are covered else-

where in this report—in particu-

States have always had primary responsibility for their own eco-
nomic development. With the shift in emphasis from federal to state
initiatives in all aspects of government, it becomes even more im-
portant for North Carolina to design state policies that promote
economic growth. Several key areas where policy-making at the
state level can be especially appropriate are recruiting industries
that make best use of our resources, whether material or human,
and helping the work force gain access to employment in these
new industries.

lar, helping workers develop skills

to fit employers’ needs. One issue

in a state that is still largely rural is

workers’ ability to travel to the

workplace. As older workers gain

proficiency in computer technol-

ogy, it may be possible to bring the

job to them at home. For now, de-

velopment in the state’s more ru-

ral areas may depend on new

transportation strategies to bring

workers to the job site.

Clark and Pitts state that one

major influence on job opportunities

for older workers is the cost of hir-

ing and retaining them, as compared

to the same cost for younger work-

ers. The next section reviews some

of the issues surrounding pensions

supported by employers. Health in-

Source: NC Partnership for Economic Development
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surance is another major consider-

ation. The proportion of medium and

large companies offering medical

care benefits is declining, because

these benefits do cost more for older

workers. For every dollar spent to

reimburse claims for workers ages

45 to 49, companies spend $1.13

for those 50 to 54, $1.25 for those

55 to 59, $1.60 for those 60 to 64,

and $2.25 for those 65 to 69, while

workers under age 45 cost only

$0.80. Based on Clark’s research,

annual coverage for male employ-

ees through one sample health in-

surance plan cost $993 for workers

ages 25 to 29; $1,901 from 45 to

49; and $4,408 for those age 65 and

over. (Maternity expenses alter the

picture for women.) Matching older

and younger workers for position

and salary, these figures reflect the

cost of hiring older workers.

Companies offering insurance

plans to workers who retire before

age 65 also may assume substan-

tial costs for the period before re-

tirees become eligible for Medi-

care. Finally, part-time employees

(many older women among them)

and those in smaller businesses

may have no access to company-

sponsored medical insurance. Al-

though the cost of their medical care

does not come from the company, it

must come from somewhere—the

employee, or the state, when the

employee cannot pay. Therefore, the

task force recommends exploring

new strategies for providing older

workers with access to affordable

health insurance plans.

• TTTTThat the funding and imple-

mentation of comprehensive

one-stop career centers be

supported, with encouragement

to include in their long-term

plans strategies for serving the

older population

• TTTTThat in recruiting new indus-

try, the state work to attract

firms that have a history of

hiring older workers

• TTTTThat the governor appoint a

group of CEOs (current or

retired) as liaisons between

the state’s business commu-

nity and advocates for older

workers

• TTTTThat the Community College

System and the Departments

of Human Resources, Labor,

and Commerce (among other

state agencies) collaborate with

the private sector to develop re-

gional job fairs and other events

and activities promoting em-

ployment for older workers

• TTTTThat economic incentives be

developed for recruiting busi-

nesses and industries in rural

areas where there are many

older workers

• TTTTThat the state study the feasi-

bility of providing tax incen-

tives to employers to recruit,

retain, and promote older

workers and to monitor em-

ployers to protect against age

discrimination

• TTTTThat the state study the feasi-

bility of organizing a privately

run insurance pool that would

enable older workers to pur-

chase health insurance at rela-

tively low cost. This could also

enable part-time workers to pur-

chase health care insurance.

• TTTTThat the Departments of Labor

and Commerce offer educa-

tional programs for those re-

cruiting new business to in-

crease awareness of the avail-

ability, needs, experience,

skills, and work patterns of

older employees

• TTTTThat the hours required for par-

ticipation in the unemployment

insurance program be reduced

to 20 per week, to benefit part-

time workers

• TTTTThat the Employment Security

Commission consider installing

a toll-free number for consum-

ers to use to ask questions

about employment-related is-

sues (e.g., procedures for filing

for unemployment) to reduce

potential misinformation

• TTTTThat the Employment Security

Commission consider employing

an ombudsman to advocate for

unemployed people

• TTTTThat the governor establish a

committee with representatives

from the public and private sec-

tors to meet on an ongoing ba-

sis to address emerging issues

affecting older workers.

��������	��	
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��	���	��	������

��	���#���������$



� 10

 �!������	

#���	�����$

���������

"��
�!����%

 �������%����

�����


����	��!

Pensions are a major source of retirement income for many older
people. Providing pension plans is also a major source of expense
for companies and one of the factors influencing their willingness
to hire or maintain older workers. There are two basic types of pen-
sion programs, defined-contribution and defined-benefit plans. In
defined-contribution plans, employers invest a fixed percentage of
the worker’s salary in the plan, and the worker’s retirement ben-
efits depend on the accumulated value of these contributions. De-
fined-benefit plans promise workers a specified benefit at retire-
ment based on their tenure, earnings, and age. Often, the payment
is based on salary amounts earned in the final few years of em-
ployment.

The defined-contribution plan

carries with it no incentives to the

worker that would change deci-

sions about when to retire, and for

the employer, contributions are a

constant percentage of labor

costs. The defined-benefit plans do

carry incentives to keep employ-

ees working, because long tenure

and high average final salary in-

crease benefits. However, the cost

to the company of an older work

force under these plans increases

with the age of the workers. One

might predict two possible out-

comes of the aging of the work

force for pension programs: that

employers will be more reluctant

to sponsor defined-benefit plans,

or if they do, that opportunities for

advancement and salary in-

creases will become scarcer for

older employees and most avail-

able to those with higher educa-

tional attainment or specialized job

skills.

In a report on the economic

future of the baby boom genera-

tion, the American Association of

Retired Persons notes that stable

retirement income is based on

three sources, Social Security,

pensions, and income from assets.

They predict that baby boomers

will derive income from all these

sources, but that Social Security

will continue to be the most impor-

tant. For those concerned about

the continued solvency of the So-

cial Security fund, this is not nec-

essarily comforting news. They

also note that by 2030, by which

time all the boomers will be retired

and the oldest in their mid-80s, 80

percent of retirees will depend to

some extent on pensions, com-

pared to 50 percent today. Income

from assets will depend largely on

whether the workers concerned

had sufficient income to accumu-

late them.

Women workers face several

problems in supporting their retire-

ment years. Women are joining the

work force in higher numbers than

before and staying more con-

stantly employed, but the demands

of raising children often cause
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them to work sporadically or at

lower-paying jobs that offer greater

flexibility of hours. This reduces po-

tential Social Security earnings, as

well as the likelihood that they will

become vested in pension pro-

grams (or work in settings where

pensions are offered). Higher rates

of divorce may reduce women’s

abilities to accumulate or retain as-

sets within a marriage.

In the past, older women who

were primarily homemakers de-

pended on their husbands’ pension

benefits for retirement income. Upon

widowhood, many found to their

dismay that their husbands had

not elected plans with survivors’

benefits. Two pieces of federal leg-

islation addressed this problem.

The Employee Retirement Income

Security Act of 1974 required pri-

vate pension plans to offer joint

and survivor benefits, while the

Retirement Equity Act of 1984 re-

��������	��	
�

�
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• TTTTThat the disclosure laws

regarding survivors’ benefits

for state employees’ pension

plans be changed

• TTTTThat financial support for the

Displaced Homemakers

Program, located in the NC

Council on Women, be

increased

• TTTTThat the governor urge

congressional leaders to

raise the eligibility income

limits for participation in the

Community Service Employ-

ment Program (Title V)

• TTTTThat a process be developed

and implemented to monitor

discrimination against older

workers in hiring and promo-

tion

quired disclosure to and consent

of the participant’s spouse regard-

ing the type of plan chosen. These

same acts gave spouses claim to

pension benefits after divorce.

However, as of 1994, 11 states,

North Carolina among them, did

not have statutes covering disclo-

sure for public employees, and

North Carolina provides only lim-

ited guidance for settlement after

divorce. For this reason, the task

force recommends that the gov-

ernor propose legislation to

change the disclosure policies for

state and local public employees.

As evidenced by the Age Dis-

crimination in Employment Act of

1967, discrimination against hiring

older workers has been a concern

nationwide for almost three de-

cades. The number of suits filed

with the Equal Employment Op-

portunity Commission continues

to rise, but underreporting prob-

ably disguises the true magnitude

of the problem—many people who

have experienced age discrimina-

tion are reluctant to pursue legal

remedies because of the emo-

tional and financial costs.

As the proportion of younger

workers decreases in the next

twenty years, the need for edu-

cated, skilled employees should

provide older workers with signifi-

cant opportunities. Nonetheless,

business and society as a whole

must confront and eliminate age-

ist stereotypes.

PPPPPererererercent of Retirees in the UScent of Retirees in the UScent of Retirees in the UScent of Retirees in the UScent of Retirees in the US

AgAgAgAgAge 55+ with Emploe 55+ with Emploe 55+ with Emploe 55+ with Emploe 55+ with Employyyyyererererer-----

Sponsored PSponsored PSponsored PSponsored PSponsored Pension and Healthension and Healthension and Healthension and Healthension and Health

Care CoCare CoCare CoCare CoCare Coveraveraveraveraveragggggeeeee,,,,, 1994 1994 1994 1994 1994

� Pension � Health Care Coverage
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Source: US Dept. of Labor, 1994, p. 3.
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Gathering information on the specific characteristics and needs
of North Carolina’s workers (which may not entirely match those of
the work force nationally) is fundamental to planning and imple-
menting all the recommendations of the Older Workers Task Force.
While the Bureau of Labor Statistics and the American Association
of Retired Persons have compiled data on the nation’s work force,
the amount of information specific to North Carolina workers, par-
ticularly those age 55 and older, remains sparse.

� Men
� Women

PPPPPererererercentacentacentacentacentaggggge of Older Adults in the e of Older Adults in the e of Older Adults in the e of Older Adults in the e of Older Adults in the WWWWWork Forork Forork Forork Forork Force bce bce bce bce by Agy Agy Agy Agy Ageeeee,,,,, 1989 1989 1989 1989 1989

In 1994, the Labor Market In-

formation Division in the state’s

Employment Security Commission

compiled a report on occupational

trends through the turn of the cen-

tury, but there is limited informa-

tion on where the state’s older

workers are located, how available

and accessible employment op-

portunities are where they live, and

how many are not in the labor force

because they have become dis-

couraged about finding jobs locally.

A pilot project is already under

way to survey older workers in

Robeson and Guilford counties

(chosen because they may dem-

onstrate differences between the

state’s rural and urban areas). The

task force supports expanding this

survey to the remaining 98 coun-

ties and conducting additional sur-

veys at seven-year intervals.

Other demographic consider-

ations than age alone will come

into play in the work force of the

future. Beyond the increase in

number and proportion of older

people in the work force, the gen-

der and ethnic background of fu-

ture workers will change. The num-

ber of women ages 45 to 64 in the

work force has increased dramati-

cally since 1950, and this trend will

continue. In 1990, for example,

71.2 percent of women ages 45 to

54 were in the work force, as were

45.3 percent of those ages 55 to

64. Comparable rates for men

were 90.7 and 67.7 percent, re-

spectively. In 2005, the projected

rates are 81.5 and 54.3 percent of

� Men
� Women

Source: US Senate et al., Aging America, p. 93.

AgAgAgAgAgeseseseses
50–5450–5450–5450–5450–54

55–5955–5955–5955–5955–59

60–6460–6460–6460–6460–64

65–6965–6965–6965–6965–69

70+70+70+70+70+

00000 2020202020 4040404040 6060606060 8080808080 100100100100100
PPPPPererererercentcentcentcentcent
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women in the two age groups,

while the rates for men should hold

steady near their current levels.

Women continue to earn less

than men, and the gap in earnings

widens as women get older. Women

reach their peak earnings ten years

before men do, when they are ages

35 to 45, and those age 45 and older

earn 64 to 68 percent of what men

earn per week.  Women also form

the majority of part-time workers,

and older women are disproportion-

ately represented in the part-time

work force. All of these things may

keep women in the work force

longer in years to come because

women will not have been able to

save as much to support them-

selves in retirement, and they will

have more years over age 65 to

support because of their greater life

expectancy.

By the year 2005, the major-

ity of new workers will be white

women and people of both gen-

ders who are African American,

Asian, or Hispanic. Nationally, His-

panic men and women will be-

come the fastest-growing group of

entrants in the work force between

1990 to 2005. North Carolina has

also seen an increase in its His-

panic population in the past 10

years. While this group is still a

small proportion of our state popu-

lation and composed primarily of

young families, if they follow the

pattern of other immigrant groups,

they will participate in the older

work force as they age in place.

Often they have taken jobs in oc-

cupational categories that are de-

clining, so helping this group gain

training in more technical fields

and in a second language may be

a challenge for our educational

system.
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• TTTTThat a comprehensive state-

wide survey of older workers,

be conducted at regular inter-

vals by the state Employment

Security Commission

• TTTTThat older workers be repre-

sented on all state employ-

ment, training, and adult edu-

cation committees, including

the Governor’s Commission on

Workforce Preparedness

• TTTTThat government agencies

such as the Division of Aging,

Department of Labor, Depart-

ment of Commerce, and the

Community College System

hold periodic focus groups on

the issues of older workers

• TTTTThat workshops for older work-

ers for whom English is a sec-

ond language be conducted

• TTTTThat funds be provided to orga-

nizations that support network-

ing among older workers, such

as the Carolina Job Network

• TTTTThat senior centers, aging

agencies, and churches be en-

couraged to establish support

groups in which older workers

can share information, prob-

lems, and successes

• TTTTThat a user-friendly brochure

outlining the protections and

processes of the federal Age

Discrimination Act be prepared

and distributed

�
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*Projected, under assumptions of moderate economic growth
Source: US Senate et al., Aging America, p. 97. AARP, America’s Changing Work

Force, p. 8 (for 1990).
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Occupations of NorOccupations of NorOccupations of NorOccupations of NorOccupations of North Carth Carth Carth Carth Carolina’olina’olina’olina’olina’s s s s s WWWWWork Forork Forork Forork Forork Forcecececece,,,,, Ag Ag Ag Ag Age 55 and Oldere 55 and Oldere 55 and Oldere 55 and Oldere 55 and Older,,,,, 1990 1990 1990 1990 1990

PPPPPererererercentcentcentcentcent
Occupational CategorOccupational CategorOccupational CategorOccupational CategorOccupational Categoryyyyy NumberNumberNumberNumberNumber TTTTTotalotalotalotalotal MenMenMenMenMen WWWWWomenomenomenomenomen
Service, including protective and

domestic 59,340 14.7 9.5 21.1
Sales 51,360 12.7 13.7 11.4
Administrative support, including

clerical 51,189 12.6 6.0 20.9
Precision production, craft, repair 49,800 12.2 19.3 3.4
Machine operators, assemblers,

inspectors 48,855 12.0 8.5 16.5
Professional specialty 45,210 11.1 9.7 13.0
Executive, administrative,

managerial 42,801 10.5 13.2 7.3
Farming, forestry, fishing 17,892 4.4 6.8 1.4
Transportation and material moving 17,655 4.3 7.3 0.7
Handlers, equipment cleaners, etc. 13,995 3.4 4.5 2.2
Technicians and related support 8,028 2.0 1.7 2.3

Total 406,167 99.9* 100.2* 100.2*
Source: Clark and Pitts, based on US Census, 1990
* Error due to rounding

A quick look at the table below shows which occupations older
workers in North Carolina currently hold. This distribution, how-
ever, does not closely resemble the distribution of job categories
projected by the Bureau of Labor Statistics (BLS) for the next cen-
tury. While the BLS foresees growth in all categories, a rate of ap-
proximately 21 percent is the projected average under a scenario of
moderate economic growth. Industries with growth rates above the
average will have a greater proportion of the jobs and so more oppor-
tunities for employment, while those below the average will have less.

grow only 3 percent. To remain com-

petitive nationally and internationally,

North Carolina will  have to develop

strategies to recruit growth indus-

tries, as well as helping the current

work force upgrade skills.

The BLS points out that even in

occupational categories that are not

growing at the average rate, new

jobs will continue to exist. Some will

come from the need to replace cur-

rent workers who change jobs, leave

to manage households, or retire.

However, the jobs remaining may be

While service is the largest sec-

tor for current older workers and will

continue to be one of the largest in

the future, with projected growth of

33 percent by 2005, sales and ad-

ministrative support—areas employ-

ing large numbers of women—will

likely grow only 14 percent, and so

will offer fewer opportunities in the

future. Professional specialty, which

is currently sixth, will soon be first

nationally, with a projected rate of

37 percent. Agriculture, forestry, and

fishing, however, are projected to
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increasingly technical—for example,

there may be fewer jobs on assem-

bly lines but more jobs for people

who can manage computerized as-

sembly systems.

Computer literacy is a primary

area where older workers may find

themselves at a disadvantage and

where retraining programs may

need to focus special attention on

older workers’ learning style. Older

workers are not particularly com-

puter-resistant: In a survey con-

ducted this year by SeniorNet, re-

searchers found that 30 percent of

people ages 55 to 75 own comput-

ers at home, up from 21 percent in

1994. Given that only 13 percent

said that they use their computer to

manage a business, this suggests

a growing acceptance of computers

for recreation and communication.

Nonetheless, respondents who said

they did not own a computer said

that a major factor in buying one

would be “if it came with easy to

understand learning materials you

could use at home.”

North Carolina is developing

one-stop career centers focused on

job seekers of all ages to provide in

one place such services as labor

market information, skills assess-

ment, career information and guid-

ance, job listings and placement,

and job readiness training (in con-

junction with some community col-

leges). The Older Workers Task

Force has suggested that these cen-

ters pay special attention to older

workers, both in locating retraining

opportunities and in identifying po-

tential employers.

• TTTTThat funding be provided to

the Department of Labor for

a new two-year initiative to

develop and conduct pilot

demonstration training pro-

grams for older workers

• TTTTThat the Division of Aging, in

coordination with other state

agencies, implement a

“Second Career Initiative” by

developing and disseminating

self-assessment materials

and information on new

careers; encouraging career

search support groups in the

community organizations

used by older workers; and

establishing one-day work-

shops at local community

colleges on such topics as

financial planning, how to

start small businesses,

learning how to use comput-

ers, and other skills useful for

new careers

• TTTTThat one-stop career centers

provide skills-training oppor-

tunities geared specifically to

older workers

• TTTTThat community colleges and

other sites where older

workers might seek retraining

take into account their differ-

ent learning styles and their

need to learn to use newer

technologies
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• TTTTThat community colleges

work with local businesses to

anticipate and respond to

plant closings and reductions

in the work force by providing

retraining to upgrade skills so

that older workers can find

new employment

• TTTTThat incentives be provided

for employers’ support of

retraining and upgrading

workers’ skills

• TTTTThat financial assistance

from the state be provided to

organizations like the Self-

Help Credit Union, which

provides start-up funds to

small businesses that have

been turned down by other

lenders

• TTTTThat the Employment Secu-

rity Commission enhance its

efforts to recruit, screen,

train, place, and follow up on

older workers
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Increasing public awareness about the value of employing older
workers is one of the primary goals of the task force. Myths about
older workers abound, and public awareness and education will
be important tools in ensuring the future of an older work force.
Common myths include fears about learning abilities, effective-
ness, absenteeism, and adaptability.

lic awareness campaigns under-

taken as a result of the task force’s

recommendations can highlight

the fact that people age 45 and

older comprise approximately 30

percent of all workers in every cat-

egory. In managerial and profes-

sional specialty jobs, 36 percent

of employees are 45 and older,

providing an experienced pool of

workers to draw from in the future.

Employers who are hiring or retain-

ing older workers are not only re-

ceiving the benefit of their knowl-

edge and experience, but are po-

sitioning themselves for the future.

Employees themselves, re-

gardless of age, need to be aware

of the coming changes and the im-

plications for the future. Older

workers who are informed about

these issues are empowered to

make better choices about what to

do to improve their skills to meet

employers’ needs and also to plan

more effectively when and how

to retire. They are also the best

advocates on their own behalf for

fair employment policies and

practices.

To increase public awareness

about the older work force, the task

force has recommended that con-

ferences on employment or aging,

which seldom address this issue,

might include sessions that spe-

 People are very resilient. Evi-

dence shows that learning ability,

intelligence, and motivation do not

decline with age. Effectiveness and

productivity levels remain stable in

most jobs, and the wealth of ex-

perience that older workers pos-

sess can actually improve their ef-

fectiveness with age.

Attendance at work also im-

proves over time; older workers

demonstrate better attendance

and accident records than their

younger counterparts. Adaptabil-

ity is a characteristic unrelated to

age. In fact, the strong work ethic,

sense of being useful, and ability

to cope with stress all enhance

older workers’ adaptability to

change.

Public awareness campaigns

can explode myths about older

workers and educate  employers

and the public generally about re-

cruiting, training, managing, and

retaining them.

Lack of information and fear of

higher costs associated with an

older work force have led employ-

ers to be somewhat reluctant to

hire older workers. However, the

Age Discrimination in Employment

Act (ADEA), passed in 1967 and

amended in 1986,  protects most

workers age 40 and older from dis-

crimination in the workplace. Pub-
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cifically address the hiring or re-

tention of older workers.

While some older adults find it ei-

ther necessary or desirable to con-

tinue working for pay in their “re-

tirement years,” many others pre-

fer to volunteer their expertise and

skills, to stay active in their com-

munities for personal enrichment

and as a commitment to other gen-

erations. According to the federal

Administration on Aging, some 15

million older adults nationally—

about half of those in the age

group—volunteer their time, rep-

resenting a substantial unpaid

contribution to our economy. Of

particular importance to many

older volunteers is the opportunity

to pass their knowledge and ex-

pertise on to younger generations.

The mission of our public

schools is to ensure that students

acquire knowledge and skills for a

productive adulthood. We may be

able to turn to the increasing num-

ber of older volunteers as a re-

source. The task force recom-

mends seeking appropriations to

develop a statewide Senior Edu-

cation Corps, an intergenerational

partnership that could benefit older

volunteers and school children

alike.

couraged to include sessions

devoted to older workers

• TTTTThat awards for older workers

and employers who recruit

them be sponsored

• TTTTThat the governor issue an

annual proclamation during

Older Workers’ Week (in

March) encouraging busi-

nesses to hire older workers

• TTTTThat Older Workers’ Week be

used to celebrate their

valuable contribution to the

state’s economic well-being

• TTTTThat appropriations be made,

as funds become available, to

the Departments of Human

Resources and Public In-

struction to expand the

Senior Education Corps

statewide

• TTTTThat the state develop strate-

gies to improve transporta-

tion, particularly in rural

areas, which would help older

workers secure employment
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• TTTTThat a public awareness

campaign be launched,

targeting local chambers of

commerce, to encourage

businesses to hire older

workers

• TTTTThat a special statewide

coordinating program for

outreach be established, with

financing for print and broad-

cast advertising of training

and employment workshops,

in English and other lan-

guages. Printed materials

would be put in churches,

fast food restaurants, and

other public places.

• TTTTThat an Older Workers’

Hotline be established: one

telephone number older

workers could call to learn

about Title V, Job Training

Partnership Act (JTPA),

Displaced Homemakers,

AARP WORKS, and other

programs

• TTTTThat events focusing on the

issues of older workers be

sponsored; also that coordi-

nators of conferences dealing

with the work force be en-
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Members of the Older Workers Task Force held three public hear-
ings and formed seven focus groups, altogether interviewing al-
most 100 people. Older workers who have experienced problems
with employment, representatives of employment agencies and
training programs, and other people with knowledge of older work-
ers spoke at these events.
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JanJanJanJanJan, now 56, was a college dean

when she left that position and, in

her fifty-second year, undertook a

seven-month job search. It ended

with a position in a new field at an

agency specializing in outsourcing

for companies that are downsizing.

Now as a vice president and ex-

ecutive coach, she passes on to

her clients what she taught herself:

to evaluate her marketable skills,

her assets over and above her

skills (in her case, an attention to

order and detail), and her attitudi-

nal fit with a prospective workplace.

“The work force is changing, but

the work is left”; therefore, “What

can I do for them?” and “How can I

be a project manager?” are two im-

portant questions to ask in adapt-

ing to temporary or contract work.
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MarMarMarMarMartintintintintin was manager of an as-

sisted- living apartment complex

for older people when his company

was bought out by another, and he

found himself unemployed. Thanks

to his computer skills he found a

job, but it proved unsatisfactory. He

was delivering telephone books to

earn some money when the com-

puter company called him back for

a better job, giving advice over the

telephone to customers with com-

puter problems. The job pays fairly

well and is suited to his skills and

to his desire to continue working.

One problem: he works Thursday

through Monday nights, 5:30 p.m.

to 2:30 a.m. At age 60, he is grate-

ful to be working but hardly where

he wants to be at this age.

���������!�(�-

“I’ll try not to be too melodramatic,”

FrankFrankFrankFrankFrank said. An engineer and West

Point graduate, Frank was struck

by an illness that left him paralyzed

for a year. He recovered and re-

turned to work, only to be

downsized a year later from his

$60,000-a-year job. He had three

dependents, including college-age

children. After collecting unemploy-

ment and working at a night job at

$4.75 an hour stuffing newspapers

into plastic bags, he took a 13-

week job at good pay. When it

ended, he found himself ineligible

for unemployment assistance, so

he joined a Title V program that of-

fered him counseling, training, and

employment as an accountant for

the program. Since his bitterly frus-

trating job search has been unsuc-
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cessful, he believes that the way

back to prosperity for him is

through a consulting service—

hard to establish and build up, but

promising success eventually.

After a corporate merger,

BethBethBethBethBeth, 55, was downsized from a

job coordinating graphic arts de-

signs. Since her pension was not

enough to live on, she used funds

available from the Job Training

Partnership Act to train in medical

office technology. She intends to

start her own business.
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MrMrMrMrMrs.s.s.s.s. H H H H H., 75, is a nurse’s aide in a

nursing home.  “They tell me I can

do more work than the rest of

them.”

GraceGraceGraceGraceGrace has just turned 65 and

would like to retire. Since she has

fibromyalgia and high blood pres-

sure and helps to care for her

grandchildren, she has plenty of

reason to retire but doesn’t know

how to pay for her expensive pre-

scription medicines unless she

continues to work.

LucLucLucLucLucyyyyy, 81, was in business for

herself until she got too old to do

the same work; now she has a job

through the Title V program as an

office assistant and has no plans

to retire.
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JimJimJimJimJim had to leave his newspaper

job in 1978, when he was 52, and

he could not find another in his oc-

cupation. Since then he has

worked as a limousine driver, a

janitor (let go because the em-

ployer wanted someone younger),

a newspaper carrier, and a Pony

Express driver (until the freight got

too heavy). He has sometimes

been sustained by the Title V pro-

gram, which provides some train-

ing and a minimum wage job for a

nonprofit organization. Currently, at

age 70, he is a driver for a blind

social worker.
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For the last eight years, MarMarMarMarMargggggeeeee,

now 56, has held only temporary

jobs, though some have been re-

sponsible supervisory positions

that lasted as long as 18 months.

“I’ve been in the doom loop,” she

said. She believes she has suffered

from persistent discrimination

against an older worker, expressed

as, “You are overqualified for this

job.” “How long will you be with us?”

she has been asked in an all-too-

obvious reference to her age. Right

now her unemployment assistance

is about to run out, and she is

afraid she will lose her home.

“Don’t employers think people over

55 need jobs to live?” she asks.

Meanwhile, she applies for jobs

steadily and keeps her spirits up.

As she sees it, “I’ll have to work till

the day I die.”

PPPPPamamamamam, 59, had a rude surprise

one day when she was terminated

with no advance warning. In the

year since, she has not found a real

job. Her previous work with an-

swering services is outdated. She

tried a computer class but fell be-

hind, and she earned a paralegal

degree from a community college,

but found no jobs. She experiences

stress, low self-esteem, high blood

pressure. She knows she has skill

and brains, but she feels older than

she is: “It wasn’t meant to be this

way yet,” she says.
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Here are some responses to vari-

ous questions raised at these

events.
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• Need for income. People 55

to 62 must work to live until

they are eligible for Social

Security. Many persons with

Social Security pensions

need to work to supplement

their incomes.

• Personal satisfaction. Some

people prefer to work, not

necessarily for income.  They

feel more alive, more stimu-

lated, more a part of the

community and a contributor

to it.  They may start new

careers, developing interests

they have fostered.
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• Other things to do. Retirees

may be content to enjoy

volunteer work or tending

their gardens or going daily

to the senior center or other

places where they find

educational and cultural

programs geared to their

needs and interests, along

with a meal. Some enjoy

occasional part-time work,

like two Native Ameri



can women, one a retired nurse,

the other a retired school

teacher. One told us that as a

child she got tired of following

a mule in the cotton field and

was determined to get an

education in order to “get out

from behind that mule.” Now

she does temporary nursing

duty.

• Limits on earnings. Some

members of focus groups

mentioned the limits on

income they can earn without

loss of Social Security (these

limits are being raised gradu-

ally over the next few years).

Several participants had had

to repay money to the Social

Security system.

• Health. Some African-Ameri-

can women in particular

spoke of diabetes, high blood

pressure, vision problems,

and other health problems

that kept them out of the

work force.

• Caregiving. Others spoke of

grandchildren to care for, or a

disabled child or spouse.

JeannetteJeannetteJeannetteJeannetteJeannette’s story illustrates

these last two reasons. She cared

for her husband before he died,

some 22 years ago, and also cared

for her mother, stricken with cancer,

at home. Some of her six children

have sickle cell anemia, one daugh-

ter has had a serious operation, and

another has mental illness.

Jeannette has cared for them and

cared for grandchildren as well. She

herself is disabled and has an in-

come from a disability pension—

but she would like to work!

• Lack of transportation. Inad-

equate public transportation

services and companies

located at suburban sites

combine to provide an insu-

perable barrier for some

people.
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• Bias against age. JillJillJillJillJill has

been interviewed for a num-

ber of jobs, escorted through

the office, praised for her

skills and experience, told

she is a good match for the

job, and then been turned

down. She is convinced that

her age is the reason, be-

cause each time someone

younger was hired.

She is not alone. Task

Force members heard again

and again from older job-

seekers that their most

important disadvantage was

age. Two members of differ-

ent focus groups reported

being asked the same ques-

tion: “How long will you be

with us?” An employment

counselor from the Employ-

ment Security Commission

and an administrator of the

Displaced Homemakers

Program, as well as others,

gave support to the presence

of persistent bias against

older workers in hiring.

MarMarMarMarMarggggge e e e e told us that because

her college degree is fairly

recent, she would be called

for interviews, only to find

that employers lost interest

when she proved to be older

than they expected.

• Faulty expectations by em-
ployers about age or health.

We were told more than once

that employers believe past

medical problems will prevent

older employees from doing

jobs they actually can per-

form. After a back operation,

JoJoJoJoJoyceyceyceyceyce says, “I can’t stand on

cement. But anything else I

can do.”

• Outdated skills. Several

people—a cashier, a stenog-

rapher, an answering service

employee, a factory worker—

said their knowledge and

experience were unusable,

frequently because they

lacked computer skills.

• Shortage of jobs with ad-
equate pay and benefits.

Often the jobs that are

available are temporary, pay

poorly, have no benefits, and

offer no opportunity for

advancement. Even highly

skilled employees who have

been downsized find they can

only be hired back by former

employers at lower wages for

the same work. For people

with caregiving responsibili-

ties, “part-time jobs are good,

but there aren’t enough of

them.”

• Health insurance and
worker’s compensation
payments. Older workers find

these to be a barrier because

employers must pay higher
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amounts for them. In addi-

tion, regulations require older

workers to stay away from

heat and toxic chemicals

(including furniture polish and

detergents).
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Title V, JTPA, AARP WORKS,

Women’s Centers workshops and

training programs, the state’s Dis-

placed Homemaker Program, ESC

workshops, employment agency

and company computer training,

one-stop career centers, commu-

nity college courses—these are

some of the programs both for

training in job searches and for

gaining new skills. And these aren’t

all, by any means. Person after

person testified to the benefits and

effectiveness of these programs. “I

not only had never worked in an

office; I’d never been in an office,”

one displaced homemaker said.

These programs are especially

strong in building self-esteem, aid-

ing in self-assessment, suggesting

resources, and giving encourage-

ment. Support groups like Carolina

Job Network, designed for profes-

sionals in transition, are extremely

helpful.

Despite these opportunities,

participants mentioned several

barriers to using them:

• Inadequate communications.

From time to time AARP,

using volunteers, offers an

excellent, seven-session job

search workshop. Some-

times, though, it is canceled

because too few people show

up. Problems with lack of

transportation or child care

responsibilities (for grandchil-

dren) may interfere. However,

the most important problem

seems to be that those who

need a program don’t know

about it. Often the best

means of communication

appears to be word of mouth.

Recently when a public

service announcement

appeared on television a day

late, after the workshop had

already been canceled, 16

people called to sign up,

ensuring its success—too

late.

• Income limitations. Programs

designed for low-income

participants may have un-

used slots, while people

whose income is a few

hundred dollars over the

cutoff point find themselves

ineligible. We heard a number

of complaints on this score.

• Slowness in learning. Al-

though many older workers

move easily in the computer

world, some who know they

can learn find they can’t learn

fast enough to keep up with

company training programs.
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Here are some recommendations

made by participants in the focus

groups and forums.

• To combat the culture of

discrimination, educate

employers

• Monitor employers for age

discrimination

• Require that dates and ques-

tions about age be removed

from job applications

• Provide tax incentives for hiring

older workers to offset in-

creased costs of workman’s

compensation and health

benefits

• Raise limits on earnings for

those receiving Social Security,

and raise limits on income for

job training programs.

• Establish job banks with

information about older work-

ers for employers to draw on.

• Make the Employment Secu-

rity Commission more user-

friendly.

• Give increased financial

support for job search, skills

training, and support group

workshops and programs,

especially as federal cuts are

made.

• Provide some financial backing

for volunteers who often run

these programs.

• Provide funds for marketing

these programs in the media

as well as in grocery stores,

churches, libraries, senior

centers, and other public

places.
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Thanks to Dr. Robert Clark and M.

Melinda Pitts of the NC State Univer-

sity College of Management for pre-

paring Older Workers in North Caro-
lina: Final Report for the North Caro-
lina Division of Aging, which forms the

basis for the essays on the issues.

Copies are available from the Division

of Aging, 693 Palmer Drive, Caller Box

Number 29531, Raleigh 27626-0531.

Debbie Brantley of the Division of

Aging and Kelly Foley of the Gover-

nor’s Commission on Workforce Pre-

paredness facilitated the work of the

task force.
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