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Bacgrond

In June 2013, the program review
committee authorized a study to examine
the challenges facing unemployed older
workers (aged 50 and older) and the
strategies available to assist with reentry
into the workforce.

B &y §1, ol

Although older workers are the least likely
to become unemployed, they are also the
most likely to experience long-term
unemployment (27+ weeks). Once faced
with job loss, their continued
unemployment is detrimental personally
and to the state economy. The problem is
further exacerbated by the increased need
and desire to continue working and retire
at an older age.

Reported advantages of older workers are
stronger English language skills, work
ethic, and workplace professionalism.

Challenges to reemployment for older
workers include skills deficits, and
increased family and financial demands
such as college age children and mortgage
payments. Negative perceptions about the
long-term unemployed are also more likely
to be faced by the older unemployed.

PRI staff developed a framework and
identified occupations that might be a good
fit for unemployed older workers, applying
CT DOL information to the following
factors: estimated annual job openings
(demand); current pool of trained
candidates (supply); physical activity
requirements of the occupation (physicality
index); and adequacy of wage (above the
self-sufficiency standard).

PRI staff identified and analyzed
information on 18 programs and services
applicable to the reemployment of older
workers. Where available, staff examined
program components to address particular
barriers to reemployment and program
benefits, costs, and outcomes.

& Reemployment of Older Workers

Main Findings

There are a multitude of programs and services to assist with the
reemployment of unemployed workers, including older workers;
however, only a few programs are specifically for older adults. Both
the statebds technical high school
resources to assist in the reemployment of adult workers. Although not
limited to unemployed older adults, the more generally targeted
programs can still be beneficial.

With programs and services scattered across many labor agencies,
educational settings, nonprofit organizations and other resources, there is
no comprehensive, easily accessible way for unemployed residents
to find out about these resources.

Not all 50+ year olds looking to become reemployed have the same needs,
and there are program and service options available depending on
the barriers to reemployment. Also, for unemployed older persons
struggling emotionally and financially, preparatory assistance to address
these barriers is required before the person can become reemployed.

Some programs have higher reemployment rates than others. On
average, programs with an on-the-job-training component had a
higher reemployment rate of 74 percent compared with 50 percent for
programs without the component.

PRI Recommendations

Prohibit potential employers from publishing job vacancy
advertisements that discriminate against the long-term unemployed.

Develop summary sheets and informational campaigns to inform job
seekers of the resources available, address misperceptions about the
Apprenticeship Program, and publicize the advantages of hiring older
workers.

The CTWorks Career Centers shall consider requirement of a
professional resume writer credential and shall expand of online
learning.

With some modifications, the STEP UP program shall be reauthorized.

Non-credit vocational programs shall be defined, outcomes uniformly
monitored, and financial options for students explored.

The feasibility of expanding the Plus 50 Initiative to all community
colleges, and the Advanced Manufacturing Center model to other
high-demand career areas, shall be explored.

The CT Technical High School System shall collect and report outcome
information on adult students enrolled in vocational programs.

Legislative Program Review and Investigations Committee Staff Office

State Capitol * 210 Capitol Avenue * Room 506 * Hartford, CT 06106
-0300 * F: (860) 240

P: (860) 240

-1591
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Executive Summary

Reemployment of Older Workers

Since the beginning of th@&reat Recession in late 2007, the number of older workers
(ages 50 and older) experiencing lelegm unemployment has increased significantly. More
than half (53 percent) of unemployed workers ages 50 and older nationally have been out of
work for longer han six monthd a higher percentage than any other age group. Job loss for
older workers has a deleterious impact on health, finances, and geneitatiwell

In June 2013, the PRI committee authorized a study of the Reemployment of Older
Workers. The purpse of the study was to examine the challenges facing older unemployed
workers, including barriers to reemployment such as competing demands to have an income
while completing needed jetelated training. In addition to describing the older workers,
workforce shortage areas that aligned with this target population were to be identified. Although
the focus of this study was on the needs of the unemployed ages 50 and older, many of the
findings and recommendations apply to all unemployed, regardless of age.

Programs and services within the Connecticut Departments of Labor and Aging, and
Workforce Investment Boards were assessed for their ability to meet the needs of unemployed
ol der workers. The role of the st apulatibnswasc o mmu n
also to be evalvuated, along with the potenti
resource for unemployed older adults. Lastly, best practices or model programs used successfully
for the reemployment of older workers were to alsadentified.

BARRIERS TO REEMPLOY MENT

Unemployed older workers may face a host of barriers to reemployment. Sorskillace
set deficits with outof-date skills particularly for those with a high school education or less,
some of whom may have been wargiin manufacturing for many years, doing the same job.
For many older workers, it may have been 20 or 30 years since they last looked for a job, and the
landscape has changed; thdasek of current job search skillereate another barrier to
reemployment.This new longterm unemployment experience has a deleterious effect on the
older workers immediaténancial situation, andgphysical and mental healtlareas that need to
be addressed before searching for employment.

Someemployers have negative sterquay about older workersuch as believing they
would be less productive and more expensive employeegidition to some of the challenges
unique to the older unemployed, there are alegative perceptions about the leteym
unemployed a category thatmany older unemployed fall into. Employers may think those
currently employed have a stronger work ethic than the unemployed.



RESOURCES AVAILABLE

In examining the resources available to overcome barriers to the reemployment of older
workers, PRI foundhere are a multitude of programs to assist with the reemployment of
unemployed workers, including older workdPRI examined 18 programs and othikeraatives
available in the areas of | abor, educati on,
schools and state community colleges, as well as a state college, and University of Connecticut,
provide resources to assist in the reemploymeratdoft workersPRI also found a number of
programs had waiting lists, meaning demand exceeded capacity.

Only a few programs are specifically designed for older ad&ks.the most part, this
lack of programs specifically for the older unemployed is not a major barrier to reemployment
because, regardless of age, there are often similarities in the needs of the unemployed. Thus,
more generally targeted programs can silbeneficial to older adults. Some programs, while
not specifically limited to a certain age, have significant proportions of participants aged 50 and
over, such as the JETS program, FIRST program, and P2E.

Not all 50+ year olds looking to become reeaygld have the same needs and there are
options available depending on their circumstances. There are various programs that have the
potential for participants to earn income while enrolled in the program or service (e.g., STEP UP,
Apprenticeship Programgand others that are targeted to certain unemployed populations (e.qg.,
career professionals, those impacted by facility closure).

In examining the 18 programs and services as part of this study, PRI staff identified
several possible program components:

Assessment of job skills and/or interests

Online training

Support group or job club

On-thejob training (paid)

Workshops and other classroom training related to job search skills
Workshops and other classroom training related to job skills

= =4 =8 -8 -9 -9

Some programs areare comprehensive than others, containing many components and
addressing many barriers to reemployment (i.e., P2E program). As underscored by the P2E
program, for unemployed older persons struggling emotionally and financially, preparatory
assistance to attess these barriers is required before the person can become reemployed

Depending on the individual 6s barriers to
address the ol der adul t 6dasbarnee te deemplbyeént reay bet h a n
addressed in multiple way€ducation and training, for example, may occur viath@job
training, online, at a technical high school, community college, state university, or workshop at
CTWorks Career Centers.

There were many challenges in examining prograoicomes such as tracking
employment placement, wage information, and retention after participants exited the program.
Due to lack of resources, several rgovernment programs relied on participant-sefforting,




and as a result, had estimates rathen #peact statistics available. Also, some programs serve
older workers with more barriers to reemployment (e.g., SCSEP). With these caveats in mind,
programs with orthejob components were associated with higher reemployment. r@tes
average, programs witan OJT component had an average reemployment rate outcome of 74
percent compared with 50 percent for the programs without the component.

RECOMMENDATIONS

Based on this review of programs and services to address barriers to reemployment for
older workersprogram review committemakes 16 recommendations:

(1) The Connecticut Employment and Training Commission (CETC) shalcoordinate a
web-based state hiring campaign for older workers to be housed within the Department of
Labor 6 s CwEChssencbueaged to utilize relevanhational and state stakeholders to
assi st in this initiative and i ncorgandat e
retaining older workers. CETC shall report on the progress of this initiative to the
legislative committee with cognizance of workforce development by January 1, 2015.

(2) Potential employers shall be prohibited from publishing, in print or on the Internet, an
advertisement for a job vacancy that: (1)lists current employment as a required
gualification, (2) states unemployed candidates will not be considered, or (3) states only
employed candidates will be considered.

(3) The Conneticut Department of Labor shall develop a onepage quick reference sheet
with a summary of available public and privateresources for the older unemployed to find
out what programs and services are available to help with their reemployment.

(4) The United Way of Connecticut 21-1 shall use the Connecticut Department of Labor
developed onepage quick reference sheet with awsnmary of available resources for the
older unemployed caller or visitor to the website, to find out what programs and services
are available to help with their reemployment.

(5) The Apprenticeship Program shall develop an informational campaign targeted @
Workforce Investment Board and OneStop Career Center staff to reduce misperceptions
about the Apprenticeship Program and encourage apprenticeship opportunities.

(6) The Connecticut Department of Labor and Workforce Investment Boardshall form a
workgroup to consider requirement of a professionalésumé writer credential for those
providing résuméwriting assistance at the CTWorks Career Centers.

(7) The use of online learning at the CTWorks Career Centershall be expanded and
considered a resourcevailable to any unemployed Connecticut resident, within available
funding constraints.




(8) The STEP UP program shall be reauthorized for FY 15 and FY 16.

(9) The requirement for STEP UP Small Business Wage Subsidy Program participants to
reside in a muricipality with a higher than average unemployment rate, or which has a
population of 80,000 or more, shall be eliminated.

(10) The STEP UP Small Business Wage Subsidy Program and the STEP UP Small
Manufacturer Training Grant Program shall be merged into a single program.
Requirements for the two programs shall remain in place, and funding combined for the
two STEP UP programs.

(11) The Board of Regents shall conduct a feasibility study to examine the potential for
expanding the Advanced Manufacturing Cente model to create centers of excellence for
other high-demand career areas.The results of this study shall be reported to the

legislative committee with cognizance of higher education no later than January 1, 2015.

(12) The Plus 50 Initiative model shallbe expanded to all Connecticut Community
Colleges.

(13) The Board of Regents of Higher Education shall establish a shared definition for what
constitutes a noacr edi t vocational Aprogr amo and
information systems.

The Board d Regents shall require all institutions of the Connecticut State Colleges &
Universities system to collect and report the following information on nostredit vocational
programs: 1) course and program enrollment and completion; 2) participant information,
including age and Social Security Numbers for subsequent tracking; 3) employment status,
retention, and wages prior to and after participation.

(14) The Board of Regents of Higher Education shall explore financial options for students
of non-credit vocational courses and programsExamples might include low interest loans
which would be paid back upon employment and a sliding scale dependent on incoriiée
results of its findings shall be reported to the legislative committee with cognizance of
higher eduation no later than January 1, 2015.

(15) The Connecticut Technical High School System shaibllect and report the following
information on adult students enrolled in vocational programs: 1) course and program
enrollment and completion; 2) participant information, including age and Social Security
Numbers for subsequent tracking; 3) employment status, retention, and wages prior to and
after participation for completers as well as norcompleters.

(16) CETC shallinclude the reemployment of older workers agart of its strategic
planning process.
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Introduction

Reemployment of Older Workers

Since the beginning of the Great Recession in late 2007, the number of older workers
(ages 50 and older) experiencing leiegm unemployment has increassidnificantly. More
than half (53 percent) of unemployed workers ages 50 and older nationally leaveuieof
work for longer than six montBsa higher peragtage than any other age groupb loss for
older workers has a deleterious impact on health, finances, and genetatiwg!|

SCOPE OF STUDY

In June 2013, the PRI committee authorized a studyh@Reemployment of Older
Workers. The purpose of the study was to examine the challenges facing older unemployed
workers (ages 50 and older), including barriers to reemployment such as competing demands to
have an income while completing needed-jelatedtraining. In addition to describing the
population of older workers, workforce shortage areas that aligned with this target population
were to be identified.

Programs and services within the Connecticut Departments of Labor and Aging, and
Workforce Invesnent Boards were assessed for their ability to meet the needs of unemployed
ol der workers. The role of the stateds commun
also to be evaluated, al ong with thbots apat ent i
resource for unemployed older adults. Lastly, best practices or model programs used successfully
for the reemployment of older workers were to also be identified.

METHODOLOGY

PRI committee staff collected and analyzed information from more3bamterviews
and visits to programs and other alternative resources available to assist in the reemployment of
older workers. The sources of data used to develop the findings and recommendations are now
described.

Interviews

Labor related. PRI staff inteviewed personnel from the Connecticut Department of
Labor: Office of Research; Performance and Accountability Unit; Workforce Investment Act
(WIA) Unit; and North Central WIB Regional Job Center Director. Staff also met with personnel
from the Office of Workforce Competitiveness, and the Office of Apprenticeship Training.

Interviews were conducted at the workforce investment boards (WIBs), including tours of
CTWorks Career Centers (os®ops), within each of the five regions: the north central WIB,
Capital Workforce Partners (Hartford and Enfield -st@ps); the eastern WJEEWIB (New
London onestop); the northwest WIB, NRWIB (Waterbury es®®p); the south central WIB,
Workforce Alliance (New Haven orgtop); the southwestern WIB, The WorkPlace (Bridgeport
onestop).



Members of the Commission on Aging were interviewedvase staff from the State
Department on Aging overseeing the Senior Community Service Employment Program
(SCSEP). Also, two Connecticut Employment and Training Commission (CETC) meetings were
attended.

Education related. PRI staff conducted interviews withersonnel from the American
Association of Community Colleges, the Board of Regents of Higher Education, and the
Asnuntuck Community College Manufacturing Technology Center.

Personnel from the Uni versity o f Connect
interviewed, as was the Advanced Leadership Training program housed within the Central
Connecticut State University Institute of Technology and Business Development.

A number of Connecticut Technical High Schools were visited and personnel interviewed
at: cental office, Bristol TEC, Platt Tech (Milford), Prince Tech (Hartford), and Vinal Tech
(Middletown).

Alternatives to public sector programs. PRI staff attended two workshops of the
Jewish Employment Transition Services (JETS) program and interviewed s@esnale
associated with the program. Staff also interviewed Platform to Employment (P2E) program
personnel, and observed a focus group of primarily older adults in Bridgeport who were new to
the P2E program.

The Hartford Foundation for Public Giving is fund a planning grant to examine the
challenges people over age 50 face in becoming reemployed. PRI staff observed two focus
groups of older unemployed adults, and one focus group of employers held in the Greater
Hartford area as part of this planning grd®R| also met with AARP Connecticut personnel, and
observed a focus group of AARP members looking to become reemployed.

PRI staff interviewed the founder and director of the Neighbors Helping Neighbors
program. Additionally, two career coaches were inésved, and staff met with personnel from a
temporary employment agency. Staff also visited and interviewed personnel -ealdaven
Hospital, the only irstate employer to be honored by AARP national in FY 13 as one of the Best
Employers for Workers oves0.

Literature research

Information relating to the reemployment of older workers was obtained from articles,
books, websites, and blogs.

Public hearing

Testimony was received at the October 3, 2013 PRI Committee public hearing held in
Hartford on the@employment of older workers study.




Data development and analysis

National census data was examined as was Connecticut Labor Market Information. The
CTDOL Office of Research provided requested data sets, ranging from demographic information
on exhausteesf unemployment insurance benefits, to usage and employment outcome data for
specific programs broken out by agde Office of Apprenticeship Training prepared summary
information on apprentices and apprenticeship sponsors that was analyzed as igastuafyth

Staff also worked with the WIBs to develop statistics on the FIRST program and Metrix
Online Learning program. The Manufacturing Technology Centers also developed information
for the reemployment of older workers study.

Staff met and worked withthe State Department on Aging to develop detailed
information for the SCSEP program analysis. Similarly, JETS program personnel provided
outcome information and survey results to PRI staff.

Lastly, the legislative Offices of Legislative Research and Fisecealysis provided
information to PRI regarding the Connecticut labor system, and budgetary and expenditure
information related to particular programs.

STUDY LIMITATIONS

There were several limitations encountered during the course of this study. Enestisth
no standard definition for older workers, with various age ranges used. Often, agency programs
do not analyze or maintain information on participant age, making it challenging to identify
outcomes specifically for sdl der naodulat smo nFod ritt hh
other than age, one with a wide variation of characteristics.

Most programs available to assist the unemployed in finding jobs do not have age limits.
In the current study, just a handful was specifically designedider adultsAlso several of the
programs examined were ngovernment, voluntary, grassots, communitijpased efforts
initiated by private organizations or foundations. Unlike many of the goverronmeted
programs, there were often estimates, but awact statistics available, on participant
demographics and outcome data.

REPORT ORGANIZATION

This report is organized into eight chapters. Chapter | sets the stage for the study,
providing descriptive information and job opportunities for unemployed oldekers. Chapter
Il describes the barriers to reemployment for older adults. The programs and services to promote
the reemployment of older workers are assessed in Chapt&. IHach chapter focuses on a
particular category of program or service irtthg Labor (Chapter Ill), Aging (Chapter V),
Higher Education (Chapter V), Technical High Schools (Chapter VI), and Alternatives to Public
Sector Programs (Chapter VII). Chapter VIII concludes with an analysis of all the programs and
services, particulayl as they address barriers to reemployment and employment outcomes for
older workers. The recommendations are contained at the end of the chapter.




AGENCY RESPONSES

It is the policy of the Legislative Program Review and Investigations Committee to
provide agenciesubjectto a study with an opportunity to revieand comment on the
recommendations prior to publication of the fimgport. Apendix C containsesponses from

the Connecticut Department of Labor, State Department on Aging, and the Board of Regents for
Higher Education




Chapter |

Descriptive Information and Job Opportunities for Unemployed Older
Workers

NATIONAL

Compared with previous economic downturns, the higher proportion, and duration of,
unemployment in the Great Recession and its recovery peamdeen significanAs of 2011,
workers age 50 and older made up 32 percent of the national labor force, yet hadeantong

unemployment rate (52 weeks or longer) of 41.6 percent.

With the lowest overall unemployment rate by age, 50+ workers are the least likely to be
unemployedhowever, as Figurel demonstrates, once older workers lose their jobs they are the
most likely age group to remain out of work for a year or long@ppendix A provides a more
in-depth description on the target population.

Figure I-1 - Long-Term Unemployment: Before & After the Great Recession
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CONNECTICUT

As of October 2013, the Connecticut labor force was estimated at 1,853,800, of which a
total of 147,100 were unemployed for an ovesalémployment rate of 7.9 percent, compared to
the national rate of 7.3 percéfEor 2013 Connecticutds 50+ | abor
(35.8 percent of the state workforce), of which 42,198 were unemployed (28éhtpef the
state unemployed)nitial claims of regular unemployment by the 50+ population peaked in the

! Seasonally adjusted. CT Department of Labbabor Force Data for the State of Connecticut & United States
(LAUS)



first quarter of 2009, with Connecticut 50+ unemployed workers filing 27,076 claims (38 percent

of total claims for all age groupdfrom the last quarter of 2007 to the third quarter of 2013, the
stateds 50+ unempl oyed workers made up an ave
all age groups.

OLDER WORKER LABOR C HARACTERISTICS

Following national trends as well as faltdtom the Great Recession, many workers now
expect to work longer before retirement than originally anticipatedthwads (67%) of whom
indicate they neetb rebuild retirement saving€onnect i cut i among the
in the percentagef seniors (65 years aralder) still in the workforceAs of 2011, the overall
percentage of women seniors in the workforce in Connecticut was 14.7% in 2011 and the overall
percentage of male seniors in the workforce is 23.8 pefc@m.nnect i c adudated hi gh |
workforce, including its older workers, may play a role in this longevityyakers with better
educational credentials tend to work longer, have higher median earnings, and lower rates of
unemployment as compared to their less educated cparnte(Figure-2).2

(7]

Figure 1-2. Connecticut's 50+ Labor Force by Education Level
2013 4.7
300,000
250,000 5 —
8.0%
200,000 8.1% 5 —
[
150,000 N \
100,000 \ \ \
50,000 —12. %% \§\§\ \&H—\§_
o L N
H.S. Some Bachelor's
Less than .
H.S. diploma Diploma or colleg_e or degree or
o GED Associate's more
m 50+ unemployed 3,984 13,308 12,146 12,760
250+ employed 31,287 167,283 150,079 272,002 3
Not surprisingly, Connect i cutténgre beforetheir unem

job loss.From the fourth quarter of 2007 to the third quarter of 2013 average tenure for regular
unemployment recipients wad$® years for 50+ workers and 15 years for all dgagerestingly,
longer job tenure appears to be indicative of longer durations of unemployment, as the average

2 http://www.bloomberg.com/visualata/bestindworst/mostmale seniorsat-work-statesAccessed on November
1, 2013.

% SourceCurrent Population Survey (CRED13data based on 12 monttSept. 2012 through Aug. 2013)
Calculations byConneticut Department of LaberOctober 28, 2013

* CT Department of Labdr Office of Research
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tenure for extended unemployment recipients was 32 years for 50+ workers and 23 yehbrs for al
ages.

Fig. I-3. Tenure of Connecticut Unemployed Before Job Loss
2007Q4 to 2013Q3
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OLDER WORKER JOB LOS S IN THE GREAT RECESSION

In general, goodproducing industries experience the largest declinesmployment
during recessionsThe Great Recession was typical in this regard, with construction and
manufacturing bottexperiencing their largest percentage declines in employmethiegbost
WWII era. Thus, it is not surprising to see the same industries with the largest job losses also
displaced the most older workers nationwide, with similar results at the stateTealstd {1).
Few industries attracted as much attention during the recent recession as financial activities,
which experienced a nearly fouengent reduction in employmerEmployment increased in
education and health services during the recent recesmsoit, has for more than 30 years,
regardless of the business cycle.

Table I-1. Top Five Industries Displacing the Most 50+ Workers Nationally vs. Statewide?
Rank National Industry Rank Connecticut Industry

1 Manufacturing 1 Manufacturing

2 Construction 2 Construction

3 Professional Services 3 | Administrative Support

4 Retail 4 Retail

5 Finance 15 | Health Care and Social Assistance
Source: Nationat American Community Survey, 20011 Public Use Micro Sample; Connecticy
Department of.abor Office of Research
*Of those reporting the industry in which they previously worked




ISSUES WITH ALIGNMEN T

Matching persons who are unemployed and the skills they possess with industry and
occupational fields with openings is an ongoing challepgdicularly for older workerswhile
the projected numbers of job openings is an important factor in determining demand, it is
ultimately a best guess, and has neérb very accurate in the pasissuming projections are
somewhat close, employers withime same industry may respond to filling the demand with a
range of hiring decisionis some choosing highly skilled workers, others choosing lower skilled
workers.

Even assuming relative accuracy between projected workforce demands and actual job
openings,suppy cannot be created overnighthe average turnaround time for new graduates
(two years for an Associateds degree, four ye
of sync with current demands, particularly in fields involving rapidly givan technologies.

Thus, older workers must consider the possibility that investment in education or trasyng m
not result in reemploymeniVith this risk in mind, potential job opportunities at the national as
well as state level are provided in Append because they are currently projected to be in
demand and/or may be suitable for the older worker population.

JOB OPPORTUNITIES IN THE RECOVERY

Since 2006, Manpower Group has surveyed more than 1,000 U.S. employers during the
first quarter of each yeas part of its annual Talent Shortage Survey. According to its 2013
survey, 39 percent of U.S. employers are having difficulty finding staff with the right skills,
down from 49 percent in 2012 (Figurd).

Figure 1-4. Reasons U.S. Employers Cite Regarding
Difficulty Filling Jobs

[E2013 m2012
Perarararararyeyry 24%

Lack of experience 44%

i 27%

Looking for more pay than is offeredee——ce=rx 54%

atentatonn bt ntat et etete] 3200

Lack of available applicants/no applican 55%

Lack of workplace competencies (Soffirmmrrrrrrrreresrs] 33%
skills)

Lack of technical competencies (hartfTrrrr e e terore e te et e ies] 48%

skills) _ 40%




ENTREPRENEURIAL OPPORTUNITIES

Entreprenetship is increasingly an option for 50+ year olds. In an analysis of the
survival rate of small businesses that were started in 2004, researchers found that surviving
companies were more likely to have older founders (Figdje There was a 47 percentguval
rate when the founders were younger than age 45, but a 90 percent survival rate when founders

were at least 45 years old.

Figure I-5. Four-Year Start-Up Survival Rate

3,000
2,500
2,000 -
1,500 -
1,000 -

500 -

# of start-ups

<45 yrs old 45+ yrs old
m 2004 52008

Source: Kauffman Firm Survey, 2€8RD8.

The reasons given for greater survival rate of small businesses started by older founders
have included accessibility to pieus contacts developed during a longer working period, and
awareness of personal strengths and limitafions.

®Starting Over 60+: Starting a Busineshttp://careers60plus.com/startiaghusinessy
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Chapter Il

Barriers to Reemployment for Older Workers

This chapter describes the possible barriers to reemployment faced by older workers.
Barriers range from skiset deficits to perceptual challenges faced by this population.

SKILL -SET DEFICITS

Older workers are sometimes viewed as havingobdiate skills. Ina 2009 survey by
MetLife of over 1,200 550 year olds, they found that just 27 percent of those seeking work
reported pursuing additional skills or training to improve their future job prospatts. was
especially so for those with a high school ediocaor less, some of whom may have been
working in manufacturing for a long time, doing the same job. It is also possible that older
workers did not see a need to pursue additional skills or training because their skills were
currently upto-date in term®f relevant job openings.

DECREASING PHYSICAL ABILITIES

It is also possible that older workers may not have the stamina or physical ability to
continue standing or doing the same repetitive tasks as they age. However, the shift to a
knowledge economy hatecreased the physical demands of many occupations, allowing people
to continue working to later ages.

Also, people in their 50s and 60s are more physically fit than they were in the past.
According to the Federal Interagency Forum on AdRejated Statigts’, selfrated health
statu® which correlates with risk of mortalidyhas been improving over the years. More than
threequarter of persons age 65 and ol der (76 pe
fexcell entd du+018°g the period 2008

Workers aged 55 and older, however, have identified several physical work challenges,
including lifting, being on their feet for several hours at a time, and other ergonomic’issues.
LACK OF TIME TO RECO UP HIRING AND TRAINI NG COSTS

Some potential employers mawve concerns about recouping hiring and training costs
for older workers® However, these concerns may be unfounded as, according to the Bureau of
Labor Statistics, younger workers stay at their jobs fortehperiods of time than older

®Met Li fe Mature Market Institute, October 2009, ABuddy,
" The Federal Interagency Forum on AgiRglated Statistics was founded in 1986 to foster collaboration among

Federal agencies that produareuse statistical data on the older population.

8 Older Americans 2012, Key Indicators of WBking, Federal Interagency Forum on Aging Related Statistics

° Policy Recommendations to Increase Older Worker Engagement in the Massachusetts Workfor2@1 Bpril

prepared by the Policy Taskforce of the MA Partnership to Promote the Civic Engagement and Employment of

Older Adults.

1°The Urban Institute, Age Differences in Job Loss, Job Search, and Reemployment, by Richard Johnson and

Corina Mommaerts, Janua?p11
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workers " For e x amp | 84 year oldaaeyafes thi2&years on the job, and expects to
hold 1520 jobs in a lifetime. On the other hand, 55+ year old workers heed&n of 10 years

of tenure with theircurrent employers. In reviewing these findings, it is important to keep in
mind that, from a statistical perspective, it is highly unlikely for ay@&rold, for example, to
have had the opportunity to be employed for 10 years with a single employer.

Longer job tenure for older workers is confirmed by winners of the 2013 AARP Best
Employers for Workers Over 50 awattiscosponsored by the Society for Human Resource
Management. The winners reported that older workers were loyal and remained with their
compates longer than younger workers.

EROSION OF EXISTING SKILLS THE LONGER ON E IS UNEMPLOYED

Another barrier to reemployment for all age workers is the erosion of current skills the
longer one is unemployed. The Congressional Budget Office described skitineasslosing
familiarity with technical aspects of a job, including use of certain computer programs or
equipment? This occurrence is exacerbated in fields where technology changes fairly rapidly,
and unemployed workers lack experience with the newbnitdagies.

LACK OF CURRENT JOB SEARCH SKILLS

For many of these older workers, it may have been 20 to 30 years since they last looked
for a job, and the landscape has changed. Taklechntrasts the many changes that have
occurred in how job searches a@nducted, ranging from how one hears about job openings to
how resumes are submitted and reviewed.

Table 11-1. Job Hunting Today vs. 2630 Years Ago

Area: In the Past Today

Hear about openings Mainly newspaper Mainly Internet

Resumes One resume Multiple resumes

Technological competence | Lack of technology skills not | Technology/ugto-date
drawback computer skills necessary

Resume submission On paper, delivered by mail ( Email or no resume/onlin
in person application

Resume review Read by a grson Many resumes are scann

electronically

Source of data: AARP Job Tips for 50+ Workers (www.aarp.org/jobtips)

1 U.S. Department of Labor Bureau of Labor Statistics, September 18, 2012 News Release, Employee Tenure in
2012 (USDI-12-1887).

sSociety for Human Resource Management, filnvest in Ol de
almostathirdoft he U. S. wor kforce. Theyb6re your brain trusto, ¢
BCongressional Budget Office, AUnder standing and Respol
2012.
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FINANCIAL BARRIERS

In understanding the financial impact unemployment has had on the study population,
researchers from the Heldrich Center Workforce Development at Rutgers University
interviewed a national sample of unemployed workers aged 55 and“blfleey found the
majority had less in savings compared to when the recession began, with almtsirdsvo
saying they had fAa | ot | ess. 0

Two-thirds (68 percent) of those surveyed expected either to go on Social Security as
soon as they were eligible for early retirement (age'5@),had already done so, resulting in a
potentially sizeable reduction in benefits during their lifetimes. Tdbi shows some of the
other changes that occurred since becoming unemployed. They found, for example, that since
becoming unemployed, almost 4 in 10 had increased their credit card debt.

Table II-2. Actions Taken by Older Adults Since Becoming Unemployge
Action Taken Since Becoming Unemployed Percent
Increased credit card debt 39%
Sold some of your possessions to make ends meet 33%
Taken a job below your education or experience levels 26%
Borrowed money from family or friends, other than adtitdren 18%
Source: Aol der Workers, the GFeramh WRreemEslsdym
Van Horn, Nicole Corre, and Maria Heidkamp, John J. Heldrich Center for Workforce Develo
February 2011.

In further understanding tHfenancial impact on the older unemployed, researchers from
the Urban Institute found that once reemployed, older men had the largest drop in hourly wages
compared to any other age group (Figus&)°

Figure 1l -1. Percent Decrease in Hourly Wages for Reemployed

o 40% Men 36%
£ 35% 7,
o
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= 25% 20% /
= 09200
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Source: The Urban Institu(@011).

“350l der Workers, the Great-TRredrempli oymemand bheCampaEt I4é
Nicole Corre, and Maria Heidkamp, John J. Heldrich Center for Workforce Development, February 2011

> The Social Security Administration website explains that individuals can first begin receiving Social Security
retirementoenefits at age 62. They further note that this earliest eligibility age (EEA) has remained fixed even as the

age for receipt of full benefits has increased from 65 to 66, and is scheduled to increase to age 67.

®The Urban Institute, Age Differences iohJLoss, Job Search, and Reemployment, by Richard Johnson and

Corina Mommaerts, January 2011
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PHYSICAL AND EMOTION AL HEALTH BARRIERS

Besides theimancial impact of unemployment for older workers, there is also a health
impact, including loss of health insurance, and shortened life span.

A study by the National Bureau of Economic Research found that workers who lost their
jobs at age 58 as a resafta recession, were expected to live as much as three fewer years than
58yearolds who did not experience job IdSs.

The impact of job loss on mental health is described by many in thé field not
uncommon for the longerm unemployed to become discaged and depressed, regardless of
age. The American Association of Suicidology finds a clear and direct historical relationship
between unemployment and sui@ddehen unemployment rates increase, suicide rates also
increase. In general, the unemployedeéavtwoefour times higher suicide rate compared with
the employed?®

In the previously mentioned study by the Heldrich Center for Workforce Development at
Rutgers University, 64 percent of older letaym unemployed individuals surveyed reported
their emplgyment situation had caused stress in relationships with family and friéSdsvey
respondents commented on damage to theirestdem and feelings of se&liorth following
unemployment. Figure{2 shows ratings given by older unemployed survey resptsiden

Figure 1l -2. Reactions to the Stress of Unemployment by Older
Adults

Substance Abus

Quick to Anger
[2aa 2F /2y 48% X

Avoiding Social Situation 54%

Change in Sleeping Pattern 61%

Strain in Family Relation 66%

Uneasiness/Restlessnes 81%

0% 20% 40% 60% 80% 100%

Source: Sloan Center on Aging & Work at Boston College, November 2010, Issue Brief 25.

" Recessions, Older Workers, and Longevity: How Long are Recessions Good for Your Health? From the National
Bureau of Economic Research, by Courtney C. CoildlipPBi. Levene, Robin McKnight, NBER Working Paper

No. 18361, Issued in September 2012.

BAmerican Association of Suicidology, fiThe Economy and
(http://www.suicidology.org/c/document_library/get_file?folderld=254&name=DUBE.pdf)

fThe O6Nepw oymmeb| esd6: Ol der Job Seekers Struggle to Find
Center on Aging & Work at Boston College, Maria Heidkamp, Nicole Corre, and Carl E. Van Horn, Issue Brief 25,
November 2010.
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COMPETING DEMANDS OF 50+ YEAR OLDS

Those 50 and older, often have responsibilities that can put stressors on their finances.
They also may not have the flexibility to relocate or enroll in a-k@nigp training program.

Besides the greater likelihoad having children near or of college age, there is also the
possibility that adulage children, due to declining marriage rates and their own financial
difficulties are returning, or continuing to live with their parents. Instead of atyemegt, there
is now a crowdedr cluttered nest’ According to the U.S. Census Bureau, there was an increase
from 2005 to 2011 in the proportion of-354 y ear ol ds | iving in the

example, the percent of men aged325living with parents increasdtbm 14 percent in 2005,
to 19 percent in 2011.

In addition to the increased likelihood of adult children living at home with their 50+ year
old parents, many of these homes have mortgages that require monthly mortgage payments. As
can be seen in Figure-3, over threequarters (77 percent) of 8% year olds, for example, own
homes, and likely have mortgages to pay. One report found also found older homeowners (aged
5054) were more | i kélayd significarthe behind inditeir mertyage o
payments, compared with younger homeowners (age2426

Figure Il -3. Percent of Home Ownership by Age
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Source: U.S. Census Bureau 2012

Kathleen Shaputi yniiFTlheneCr Swded viiengt the Return of Adul

AiUnderwatero is a term used for situations where the |
market value of the home.

%2 Cbsnews.com moneywatch, August 23, 2012.
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AGE DISCRIMINATION

Besides competing demands f or ol der wor ke
discrimination challenges faced by this population. In aLiMeethational survey of 55 to 70 year
olds either seeking work or retired and unable to find work, 43 percent said the primary reason
they have not been able to find work was that they could not find an employer who would hire
someone their adé.

This pereption is supported by a study where the researcher sent out 4,000 resumes for
entry level positions, using fictional job applicants. The resumes were identical except for the
age of the applicant, which was indicated by date of high school graduatiomeSdachers
found that younger workers (aged-89 years old) were 40 percent more likely to be offered
interviews than older workers (aged-69 years old¥*

The finding of age discrimination was also indicated in the results of a recent AARP
survey of its members who are working or looking for wérkin this AARP survey,
approximately twethirds (64 percent) of 434 year olds said they had seen or experienced age
discrimination in the workplace.

PRI staff examined the number of age discrimination camd filed with the
Connecticut Commission on Human Rights and Opportunities (CHRO). The CHRO data did not
show an increasing pattern of age discrimination associated with employment. During FY 02 to
FY 10, the number of such cases ranged from a low df(lFY 07) to a high of 536 (in FY
05). In FY 10, the most recent year for which published data was available on the CHRO
website, there were 464 complaints filed for age discrimination related to employment.

PERCEPTION THAT OLDE R WORKERS ARE TAKING JOBS AWAY FROM
YOUNGER WORKERS

There is another concern about older workers taking jobs away from younger workers.
For example, within the past few years, articles have appeared in newspapers and magazines
such as U.S. News and World Report, The New York §jraad Time Magazin®.

The perception of older workers taking jobs away from younger workers, however, is not
supported by data. A statistical analysis was done using national census data to see if there was
empirical support for this beliéf. Researcherérom the Center for Retirement Research at
Boston College examined employment rates for younger workers (ag2d) 20d 5564 year
old workers (referred to as fel deepesgmtheda n t h
employment rates for younger aaldler workers in each of the 50 states. Similar to findings for
the years 1972007, during 2002011, employment rates for the young increased as

% MetLife Mature Markel nst i t ute, October 2009, ABuddy, Can You Spe
“ADo Ol der Workers Face Discrimination?d by Joanna N. |
Research at Boston College, July 2005, Number 33.

®AAARP: Staying Ahead of the Curve 2013: AARP Multicult
Discrimination in the Workplade Ages 457 4 6 ( www. aarp. or g) .

®AWi Il Delayed Retirement by the Baby Boomerss, deabdy t o |
élicia Munnell and April Yanyuan Wu, Center for Retirement Research at Boston College, October 2012.

Ibid.
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employment rates for the older increased, taking into account differences in education level and
state of reslence. The positive association between the two age groups shown on this graph does

not support the claim that older workers are
workers.

Figure Il -4. State Employment Rates in 20682011 for
Younger (20-24) and Older (55-64) Populations

6

Employment rate of the young 2008-2011

5 ) T
E mployment rate of the elderly 2008-2011

STEREOTYPES ABOUT OLDER WORKERS

Based on a variety of national surveys of employers and/or hiring managers, there are
positive stereotypes used to describe older w
seen as having the following advantages over their younger countéfparts:

1 writing skills,

1 professionalism and work ethic,
1 valuable knowledge,

9 customer service skills, and

1 dedication and loyalty.

Several negative stereotypes or concerns have beeroneghtiegarding older workers.
The relative merits of these generalizations are explored in this next section. As becomes clear,
research findings often do not support these generalizations.

% Appendix A provides more information about the soft skills advantages of the 50 and older workers.
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Lack of creativity

There is a general sense that older workak treativity. In one survey by the Center on
Aging and Work at Boston College, only 29 percent of employers rated theicalaer
employees as creative, compared with 35 percent of employers rating theicagady, and 34
percent of their migtareeremployees as creative.

Another study surveyed subscribers to the Harvard Business Review, asking them how
they would handle various scenarios if they were managers, including making promotion
decisions. The scenarios involved either younger (aged 3@)der (aged 61) workerd.hey
found that respondents were less likely to promote older workers to jobs described as requiring
creativity (as well as flexibility and high motivatiotf).

Unwilling to learn new things

Another stereotype about older workerghat they are unwilling to learn new skills or
obtain jobrelated training. Some of this perception may be warrarg@geoted in the discussion
of skills deficits, just 27 percent of MetLife survey respondents agetD5kars old who were
looking for wok reported pursuing training opportunities to better their job prospects.

However, in an online AARP survey of workers aged 50 and older, 93 percent reported
enjoying learning new things, with thrgearters (77 percent) specifically interested in work
related training’

Less productive

A national study by the Urban Institute identified the concern that older workers would
be less productive than younger workers as one of the reasons employers are reluctant to hire
older workers’

The issue ofproductivity and worker age was examined by the Center for Retirement
Research at Boston ColledfeThey noted worker disability trends removed the less productive
workers from the workforce, potentially improving the overall level of productivity of werker
60 and older. Another trend the Center noted was that the later retirement age was more likely to
occur for workers with abovaverage productivity.

To obtain a better understanding of the employment prospects of older workers, the
Center for RetiremerfiResearch conducted a survey of 400 private sector employers regarding

29 AMlanagerial Attitudes Toward Old&vorkers:A Review of the Evidenged6 by Ri chard W. Johnsor
Washington, D.C.: The Urban Institute.

®Rosen, Benson, and Thomas H. J HarvdreRusiness RVigsb(6)MToo Ol d o1
106.

31 MetLife Mature Market Institute, Octobe 2009, fABuddy, Can You Spare a Job?bo
“Alnvesting in Training 50+ Workers: A Talent Manageme:
% The Urban Institute, Age Differences in Job Loss, Job Search, and Reemployment, by Richardalahnson

Corina Mommaerts, January 2011

3 HThe Impact of Population Aging and Delayed Retirement on Workforce ProductiwtGary Burtless, CRR

WP 201311, May 2013, Center for Retirement Research at Boston College
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attitudes toward their employees or job candidtésigure IF5 shows the majority thought
those aged 55 and older were equally or more productive than those less than 55 years of age.

Figure Il -5. Productivity Levels of Older Workers
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Source Centerfor RetirementResearchat BostonCollege,June2006

Over half of employers said that older white collar managers and professionals were
more productive than their younger counterparts. Four out of five employers also thought that
older rankandfile employees were at least as productive as youngekers.

Less healthy

While older workers may take longer to recover from injuries, studies have shown that
they use fewer sick days on the whole than younger wotkémsother study found a modest,
but statistically significant correlation between avoidadibsences and age, where the younger
the person, the greater the number of avoidable abs&nteEmployee age was not a factor,
however, when unavoidable absences were examined.

Todayods 65 year ol ds may al so lvieushhtareel t hi er
guarters (76 percent) of people this age rated their health in census surveys conducted during

20082010 as fAgood, o fAvery goodd or fAexcellent. o
“AEmployer Attitudes Towards Older Workers: Survey Res.:I
Mauricio Soto, An Issue Brief, Center for Retirement Research at Boston College, Series 3, June 2006.

%A A gRelated Differences in Employee AbsenteeisnMetaa nal ysi s, 6 by J.J. Martocchi
Aging (4), 1989: 409114.

AMeamal ysis: Cumulating research findings across studi

(1982), Beverly Hills, CA: Sage, Inc.
®Rhavoi dabl e udelesmpogeesecalling in sick when medically fit for normal work duties.
¥HOl der Americans 20%1Rei Ke,yo Imydi kReaderal olfntWerldgency For

Statistics.
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More expensive, unrealistic salary requirements

One study traced e mp30byearoldséto a cericarncthanaldere t o
workers are more expensive than younger workers due to rigid seniority wage structures or
because their health and pension benefits are more exp&h3ive.study also found another
cause of greater expense is empldygief that health and pension benefits are more costly for
older workers.

Another studysurveyed 400 private sector employers and found that they viewed older
employees as more expensive than younger employees, regardless of whether the employees
were white-collar or rankandfile employeed” Figure I+6, for example, shows that a sizeable
proportion of surveyed employers (39 percent) viewed older managers and professionals as most
costly to the employer. The study also noted that the greater experdddioemployees was
especially likely to be reported by respondents from large companies with over 1,000 employees,
and from companies with defined benefit pension plans.

Figure 11 -6. Perceived Cost of Older White Collar Workers
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Source: 2006 survey by the Center for Retirement Research at Boston College

“0The Urban Institute, Age Differences in Job Loss, Job Search, egmitoyment, by Richard Johnson and

Corina Mommaerts, January 2011

“1 Employer Attitudes Towards Older Workers: Survey Results, by Alicia H. Munnell, Steven A. Sass, and Mauricio
Soto, An Issue Brief Center for Retirement Research (CRR) at Boston C&8krigs 3, June 2006.
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Health care costs.The Health Care Cost Institute is an organization that reports
changes in health care prices, utilization, and spending for employees covered by employer
sponsored private health insurance. Although it is uncertain how costs may change under the
Affordable Care Act, the national per capita expenditures repont&Did’? show a rate for 55
64 year olds that is more than double that e##49ear olds (Table 4B). Consider also that, as
workers get older, their number of dependents decreases, and they also become eligible for
Medicare (at age 65).

Table 11-3. 2011National Per Capita Cost for Employers of EmployerSponsored Private
Health Insurance

Age Category Per Capita Employer Cost
18 and Under $2,347

1944 $3,599

45-54 $5,927

5564 $8,776

Source: Health Care Cost Institute, 2011 Report.

From anotherperspective, depending on state mandates, health care costs between
younger and older workers can vary substantially. In their analysis, researchers found the most
expensive mandates required by state governments tended to apply to younger workers, driving
up health care costs to cover, for example, infertility services, mental health coverage, and
alcohol and substance abuse treatrfiént.

Younger supervisors concerned about managing more experienced older workers

With an increasing number of younger supemss there is also concern that older
workers will be more difficult to manage. In one study, 88 percent of employers said they were
worried about hiring older workers because of conflicts with younger wotkérsey also
believed younger workers were mdikely to avoid conflicts and less likely to give older
workers feedback, and use collaborative styles of managing conflicts when problems arise.

In a survey by the Society for Human Resource Management, nearly 60 percent of human
resources managers aghiompanies reported seeing significant office conflicts that resulted
from agerelated differences, often between older subordinates and younger ménagers.

“AHeal th Care Cost and Utilization Report: 2011,06 by He
www.healthcostinstitute.org.

“3The Center on Aging & Work at Boston College, Does Health Insurance Affect the Employment of Older

Workers by Joanna Lahey, Issue Brief 08, June 2007.

“AManaging the Older Worker: How to Prepare for the Ne\
Novelli, 2010, Boston, MA: Harvard Business Press

“AThe Generation Gap at WmeyknnoomROOKNN/WOIpEYO7L086MMondymagh : / / m
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PERCEPTIONS ABOUT LONG-TERM UNEMPLOYED

In addition to some of the challenges unique to the alsemployed, there are also
negative perceptions about the lelegm unemployed, a category that many older unemployed
fall into. Regardless of age, individuals who have been unemployed the longest are least likely to
find work. According to a report by theational Employment Law Projet},those who have
been unemployed for more than one year, have a less {inabhOlchance for finding a job in a
given month (regardless of age).

Advertisements Requiring Employment to Seek Employment

As employers became increasingly inundated with applications during the Great
Recession, some began to specify in their jo
apply, 0 or that the employer would onlory acce
recently unemployed, creating yet another barrier to reemployment for theteltomg
unemployed.

Possible reasons for excluding the unemployed from consideration for job openings were
identified in another study by the National Employment Law Prdéjedtith such an abundance
of applicants, the researchers came across media reports suggesting that screening out the
unemployed, or longerm unemployed, is a simple way to reduce the workload for those
involved with the hiring process. Another possible emateon is the employers believe that
those currently employed have a stronger work ethic than the unemployed.

Legislative Remedies to Advertising Practice

The Connecticut legislature considered legislation in 2012 intended to bar this advertising
practice but no such provision was enactetB 5199and SB 79, raised by the Labor and Public
Empl oyees and the Commerce Committees respect
discrimination law byadding unemployment status, i.e., making it a discrimingicagtice to:

Aadvertise employment opportunities in suc
as to discriminate against [individualg}y individualbecaus€A) of [their] such

i ndi v raceucaldr,desigious creed, age, sex, gender idemtigxpression, marital

status, national origin, ancestry, present or past history of mental disability, intellectual
disability, learning disability or physical disability, including but not limited to,

blindnesspr (B) such individual is unemployed B 79 (File 29) amending C.G.S.

Sec. 46&60(a)(6), 2012%

“® National Employment Law Project (NELP) Scarring Effects: Demographics of the Temg Unemployed and

the Danger of Ignoring the Jobs Deficit, by Mike Evangelist and Anastasia Christman, Briefing Paih&Q 1or

" National Employment Law Project (NELP), Hiring Discrimination Against the Unemployed: Federal Bill Outlaws
Excluding the Unemployed from Job Opportunities, as Discriminatory Ads Persist, July 12, 2011 Briefing Paper.
“8Originally both billsalscé ont ai ned another amendment to the stateos
against refusing to consider for employment or refusing to offer employment based on a person being unemployed.
This language was removed from SB 79 after publicihggand HB 5199 did not move along after public hearing.)
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The Connecticut Jobs Bill of 2012 (SB 1) also included the provision noted above until
removed as part of a stria@l amendment on the Senate Floor. The final jobs bill that was
ultimately passed uting the Special Session did not contain language to address these
advertising practices directed at unemployed individuals.

Concerns raised during public hearings for these bills included:

1 subjecting employers/businesses to possible legal action thadl weuhard to
defend against

f increasing an employeros risk of |iabil
looking to add jobs

1 dealing with lack of available resources for the Commission on Human Rights
and Opportunities to process complaints fas thewly protected class (i.e., the
unemployed)

The Senate bill (SB 79) passed the Senate, but did not proceed fBefae Senate
passage, an amendment was offered (but defeated) to address the advertising practice concern
outside the state discrimina laws, and in the process create a new statute.

ANoO person, empl oyer, empl oyment agency or
bona fide occupational qualification or need, shall advertise employment opportunities in
such a manner as to prohilmdividuals who are unemployed from applying for such
employment. The Labor Department may issue a cease and desist order against any
person, employer, employment agency or labor organization that advertises an
employment opportunity in violation of thgection for the first such violation and may,

in addition to a cease and desist order, impose a fine of up to two hundred fifty dollars for

any subsequent employment opportunity advertised in violation of this section by the
same person, employer, employrh@gency or labor organization.” Proposed Senate A

to sSB 79 (File 29) (rejected May 1, 2012).

Other states.A number of states have addressed this issue during the past few legislative
sessbns. As summarized in Table4| as of July 2013, two stateschthe District of Columbia
states have passed legislation prohibiting discrimination against the unemployed (New Jersey
(passed in 2011), Oregon (passed in 2012), and District of Columltsaetpan 2012)In
addition, there were nine states that intraglbills during the 2013 legislative session (Florida,
lowa, M%ne, Massachusetts, Minnesota, New Hampshire, New York, Pennsylvania, and
Virginia).

“ADi scrimination Against the Unemployed, o National Conf
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Table II-4. Summary of Successful Legislation in Other States: 1) Prohibiting Job
Advertisements toProvide Unemployed Persons Cannot Apply; and/or 2) Prohibiting
Employment Discrimination against Unemployed Persons

State Bill Number Bill Summary
New Jersey AB 3359 Prevents potential employers from
publishing, in print or on the Internet, an
AAC employment advertisement for any job vacancy that:
discriminationand
supplementing Title 34 1) lists current employment as a
of the Revised Statutes required qualification

2) states unemployed candidates will
not be conslered

3) states only employed candidates w,
be considered

Oregon S 1548 Prohibits  potential employers fro
publishing, in print or on the Internet, {
advertisement for a job vacancy that:

1) lists current employment as a
required qualification

2) states unemployed candidates will
not be considered

3) states only employed candidates wi
be considered

District of Columbia | B 486 Prohibitsdiscrimination in employment or|
the basis of an individual's status or histq
Unemployed Anti of unemployment
Discrimination Act of
2012

Source: National Conference of State Legislatures, individual state legislative websites.

Federal legislation.In 2011, U.S. Congresswoman Rosa DelLauro (CT) and U.S. Senator
Richard Blumenthal (CT) introduced bills in their respective chambers to prohibit discrimination
i n empl oyment on t he basi s of an i ndi vi du:
Congresswoma e Laur o6s bi |l | (HR 2501) woul d have p
employees from discriminating against the unemployed when posting job openings. Senator
Bl ument hal és bi |l (S 1471) woul d have prevenit
hiring or in advertising job openings.
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Chapter Il

Assessment of Labor Programs to Promote the Reemployment of Older
Workers

As noted in the Introduction, there are very few reemployment programs that provide
services targeted only to older workers. However, apart from theag®rrestricted services
available at the CTWorks Career Centers, there are programs that servei@sigoibportion
of older adults.

This chapter will describe the Connecticut labor employment and training system,
followed by a review of general and intensive services available at the CTWorks Career Centers.
The remainder of the chapter will focus @veral key programs that provide viable options for
unemployed older workers: the North Central Workforce Investment Board FIRST program, the
Eastern Workforce Investment Board (EWIB) online learning program, and statewide STEP UP
and Apprenticeship prognzs.

OVERVIEW OF CONNECTI CUT LABOR EMPLOYMENT AND TRAINING SYSTEM

Figure lll-1 provides a brief overview of the components of the Connecticut labor
employment and training system. Programs reviewed as part of this study are reflected in the
chart. The key dborrelated entities are: Connecticut Department of Labor (CTDOL);
Connecticut Department on Aging; Connecticut Employment and Training Commission (CETC),
and the Office of Workforce Competitiveness (OWC); and the Regional Workforce Investment
Boards (WIB), and the CTWorks Or@top Career Centers (O#ops).

CTDOL. The Connecticut Department of Labor (CTDOL) is the primary state agency
responsible for employment and training. Much of CTDOL operates within federal requirements.
Unlike many other state agees, the structure and operation of CTDOL is prescribed by several
federal acts, the two most relevant to the current study being the Workforce Investment Act
(WIA) and the Wagner Peyser Att.

As shown in the CTDOL organizational chart (Figure2)) there are several initiatives
PRI reviewed as part of this study: the Apprenticeship program, an office within the CTDOL,;
and the STEP UP program, which is operated by CTDOL in partnership with the’WIBs.

0 For a more comprehensive review of these lawsQdd® Backgrounder: Workforce Developmé2112R-0499).
*1 The CTDOL-operatedrAA and Rapid Response prograare not included due to limited available information.
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Figure III-1. Connecticut Labor Employment and Training System

CT DOL (Connecticut Department of Labor)
* State’s lead agency for info/stats on economy,

Connecticut Department on Aging
* Ensure CT elders have access to

. workforce, occupational demand, growth industry sectors necessary supportive svcs

* Provide technical assistance and training to WIBs for

* Develops . administers comprehensive plan for

. improved data accuracy and consistent performance results older CT residents

* Houses the Apprenticeship Program

» State grantee for SCSEP Program

CETC (Connecticut Employment and Training Commission)
* State Workforce Investment Board
* Develops 5-year strategic plan submitted to
the U.S. secretary of labor
Advises the governor on developing a statewide
workforce investment system
Assists the governor in reporting to the secretary of labor
Monitors the statewide system

OWC (Office of Workforce Competitiveness)
* Quasi-independent office within CTDOL
* Provides technical assistance to CETC

N

WIBs (Regional Workforce Investment Boards)

* 5 Regional WIBs

* Administer and oversee the federal and state resources
* Develop local worlkforce development plans

* Designate local “one-stop” operators

* Run the STEP UP Program

CTWorks One-Stop Career Centers

17 CTWorks Centers fall under the WIBs

Operated by WIB subcontractors

General core services open to all CT residents (funded by Wagner-Peyser Act)

Intensive Swvcs have eligibility requirements (e.g., Workforce Investment Act Dislocated Workers)
Online Learning Metrix Program (Eastern WIB)

FIRST Program (North Central WIB)
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Figure Il -2. Connecticut Department of Labor Organizational Chart
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CETC. The Connecticut and Employment Training Commission (CETC) was created in
1989 with a statutory mandate to planprdinate, and evaluate training progr&n@ETCis the
State Workforce Investment Board under federal law (Workforce Investmedét\&thd) and
governing state statutes (C.G.S. Sec3BL Members of the commission represent Connecticut
businesses, key séaagencies, regional/local public entities, organized labor, comrrngstyd
organizations and other key stakehold&sction 313bb of the Connecticut General Statutes
requires CETC to report on employment outcomes for employment and training progheams.
first report was issued in December 1998. The Office of Workforce Competitiveness (OWC)
operates as a quasdependent office within the CTDOL, providing technical assistance to
support CETCO6s efforts. Specifically, the com

1 develop a 5year strategic plan submitted to the U.S. secretary of labor,

i advise the governor on developing a statewide workforce investment system,
1 assist the governor in reporting to the secretary of labor, and

1 monitor the statewide system.

In August 2011, CETC wasestructured administratively, requiring members to have a
lead role in proposing policy and strategy to coordinate efforts to develop and maintain a state
workforce that is educated, skilled, and productive.

WIBs. The Workforce Investment Act requires baState to create local or regional
Workforce Investment Boards (WIBsJhe WIBs administer and oversee the federal and state
resources that suppor tsttohped rdeediiovrealy nmsetswoernks ¢
training investments in each of thegi ons . Specifically, each of
WIBs is responsible for:

1 developing a local workforce development plan,

1T designati g olp@dc alpef@aner s,

1 designatingeligible providers of training services,

1 negotiating local performance amures, and

i assisting in developing a statewide employment statistics system.

As shown in Figure IH3, the five regional WIBs in Connecticut are:

1 Northwestern Regional WIB (3 orstops)

1 North Central WIB/Capital Workforce Partners (4 esteps)

1 Southwestern/The WorkPlace (3 esteps)

1 EasternEastern CT Workforce Investment Bo&WIB (4 onestops)
1 South CentralWorkforce Alliance(3 onestops)

*2The commission replaced the Job Training Coordinating Council, whose scope was limited to activities carried
out under the federal Job Training Partnership Act
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Figure Il -3. Connecticut Workforce Investment Board Areas and On&stop Career Centers
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The Connecticut Department of Labor and the Workforce Investment Boards recently
met to address duplication of efforts between the two entities. Occasionally, for example, the
same workshop will be held by both CTDOL staff and SGnep operator staff (vend) at a
CTWorks Career Center, with both workshops being cancelled due toemddment. Had a
single offering occurred, it is likely there would have been enough enrolled to offer the
workshop.

An outcome of this meeting was to work on developing sr@amdums of understanding
regarding coordination of efforts between the WIBs and CTDOL. The Commissioner of the
CTDOL reported that, to her knowledge, no one has previously tried to address this duplication
of efforts and find a better way to coordinate thneStop services offered by both the CTDOL
and WIBs. Currently, each individual WIB director and CTDOL counterpart (CTDOL Job
Services Director) has started meeting to develop these MOUs and it will be several months
before any MOUs are completed.

CTWORKS CAREER CENTE RS (ONE-STOPS)

One-Stops.The Workforce Investment Act of 1998 established locatsiop centers to
provide centralized access to employment and training services under a number of programs,
including those administered by the fedédapartments of Labor, Education, Health and Human
Services, and Housing and Urban Development (Pub. L. Ne2205Sec. 1213’ During the
Great Recession, increasing numbers of unemployed persons turned-dtopreenters for
assistance, with the overalimber of older workers seeking such assistance more than tripling.

Connecticut currently has 17 CTWorks Career Centers, also referred to &Stdpne
Centers, which operate within the five regional workforce investment boards (Figide Il
Some service are available to any Connecticut resident (General CoreS@ie Services),
regardless of employment status and income, while other services are restricted to populations
meeting certain criteria (e.g., Intensive Services for WIA Dislocated Workers).

Funding

There are two main federal programs that fund thestoge services described in this
chapter: the Workforce Investment Act of 1998 (WIA); and Wadpeyser. In FY 13, WIA
provided $29,153,112 and Wagfeeyser $7,886,732 to Connecticut. WagRey®r funds are
used to operate general core @b@p services, which were provided to approximately 218,900
individuals in FY 13. WIA funds are used to serve individuals more intensively (including the

30n August 7, 1998, President Clinton signed the Workforce Investment Act of 1998 (WIAYetwngive

reform legislation that supersedes the Job Training Partnership Act (JTPA) and amends thePézmprehct.

WIA also contains the Adult Education and Family Literacy Act (title 1) and the Rehabilitation Act Amendments of
1998 (title IV). Guidane or regulations implementing titles Il and IV will be issued by the Department of

Education.

> The overall number seeking os®p services rose from 1 million in 2007 to over 3 million in 2010, and the

number of older workers seeking esip services rose from 124,000 in 2007 to 441,000 in 2010. (United States
Government Accountability Office, Rert to the Chairman, Special Committee on Aging, U.S. Senate, April 2012,
Unemployed Older Workers: Many Experience Challenges Regaining Employment and Face Reduced Retirement
Security).
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following three populations: adults, dislocated workersg youthy> which were provided to
approximately 5,800 in FY 13.

General Core OneStop Services

General core onstop services are available to any Connecticut resident, regardless of
employment status and incomehe WagneiPeyser Act of 1933 establisked a nationwide
system of public employment offices, which fund the following universalstog services

job search assistance;
career counseling;

job referrals;

job development; and
workshops and job clubs.

= =4 =4 8 -4

Workshops. The OneStops offer workshops taetgd to older adults, such as:

Boomers Back to Wor ko

Finding a Job: Concerns of 60Ol derd Applic
Over 40 and Looking for Worko

AJob Search Techniques for the Over 50 Crow

) S ? B 1}

Job search assistanceApart from workshops and some online education available for
older adults, depending on the region, no other training is provided at this general level. Rather,
the emphasis is on job search assistance to individuals who have recently left the wotkforce b
may or may not have extensive work experience.

With a focus on selhelp, both employers and job seekers have access to a job bank
called CT.jobs, Connecticutdés state | abor exc
businesses to post job ofegs and searchésumébanks for qualified candidates. CT.jobs also
allows job seekers to search thousands of employment opportunitiesépasts online for
approved business representatives to view, and refer themselves to job openings.

The CTDOL proviles labor market information about employment, occupations, and
other data useful in career decisimiaking. Developed and maintained by the CTDOL Office of
Research, tools are universally aviandalné e i n
(e.g., Training and Education Planning System (TEPS), and Connecticut Job and Career
ConneCTion).

% Although there may be some unemployed older adults within the Ali# population, the older adults within

the WIA dislocated worker population were the -@b@p client group of particular interest for this analysis.

% The mission of the Wagner Peyser Act was to assist job seekers in finding jobs, and employergjigdadified
workers.

" Produced annually, containing information on: career strategies and job advice; education and training guide;
wages; job descriptions; and local, statewide and online resources.
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The onestop centers provide all clients with access to computer labs, fax machines,
postage, and photocopying machines. To facilitate their job searchess tlsa/e access to the
internet, telephones (including TTY/TTD), employment periodicals, newspapers, and job

postings.

In addition to workshops on how to createéaumé many OneStop Career Centers offer
résumecritiquing. In focus groups with unemployaddividuals, PRI staff observed some
participants expressing confusion about seemingly contradictory feedback given on their
résum&. While résuméwriting is not an exact science, some have earned a centégmne
writer credential. All CTDOL staff offieng this assistance at the G8&p Career Centers are
required to be Certified ProfessionatfiméWriters, a credential awarded by the Professional
Association of Rsumé Writers® Not all WIB OneStop operators, however, have this
requirement for their staff providingsumeénriting assistance at the Oistop Career Centers.

Program usage.Figure Ill-4 shows the number of individuals 55 and older who were
classified as Wagner Peysand were registered for general core-stup services. The 43,500
older adults registered in FY 12 made up-&ft of all who generally registered for orstop
services. In contrast, the 21,023 older adults registered in FY 08 made up 15 perdent of a
generally registered individualBoth the number and percent of 55+ year olds utilizing general

core onestop services in FY 12 increased from FY'98.

Figure 11l -4. Number of 55+ Year Old Dislocated Workers
Receiving General Core OnéStop Services
50,000 46,449
45.000 o 43,766
' / 43,500
40,000
6,903
35,000 /
30,000 /
25,000
20,000 402?
15,000
10,000
5,000
0 T T T T
FY 08 FY 09 FY 10 FY 11 FY 12
Source: 2013 Report Card for Employment and Training Programs.

Entered employment. Results for the general core esi@p services (Wagner Peyser)
are captured apart of the report card prepared annually by CETC for certain Connecticut

8 There are three national organizations certifyi@guménriters: Professional Association oBBuménriters,

Career Directors International Professional Association, and the Natiésahf@Nr i t er s 0

Associati on.

*WIA Program Years are converted to (state) Fiscal Years for purposes of the chapter analyses
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employment and training programs. Tablelllprovides employment information for those who

exited the program, regardless of age. As the table shows:

1 demand for service increaseq¢ B2 percent from FY 08 to FY 11, with
participation increasing from 142,200 to 231,068;

1 3943% exited to employment during FY 6% 11;
1 approximately 80 percent retained their employment for six months; and
1 weekly wages tended to average slightly abov@®$®&uring FY 09FY 11.

Table 111 -1. Employment Information for General Core OneStop Service Exiters

Result

FY 08

FY 09

FY 10

FY 11

Total
program
participants

142,200

208,021

246,131

231,068

Total
program
exiters

106,174

75%

174,644

84%

213,915

87%

200,441

87%

Entered
employment

59,531

56.1%

74,560

42.7%

82,976

38.8%

82,887

41.4%

Retained
employment
for 6
months

49,114

82.5%

56,542

75.8%

65,556

79.0%

66,036

79.7%

Weekly
wages on
entering
employment

$483

$512

$500

$514

Change in
weekly
wages from
pre- to post
program

services

$46

($12)

$81

$117

Source: 2013 Report Card for Employment and Training Programs Final Draft.

The CTDOL Office of Research provided outcome information by age on those who
exited the general core ostop services in FY 11lust 39 percent of the 50+ year olds exited
general core onstop services for employment compared with 47 percent of the bheeiters.

Weekly wages for those who left the program for employment, however, were higher for
the 50+ year olds compared with those under age 50 ($729 vs. $481, respectively).
Approximately 80 percent in both age groups retained their jobs for sitheionFY 11.
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Intensive Services for WIA Dislocated Workers

Service criteria. As described earlier, the Workforce Investment Act (WIA) allocates
certain funds to dislocated workers. To be eligible for WIA dislocated worker programs, the
individual must neet the following criteria:

1 have been terminated or laid off, or have received individual notice of
termination or layoff, from employment generally due to plant closures or
downsizing; or

1 received a general notice of the facility closure within 180 dmyd;

1 is unlikely to return to a previous industry or occupation; or

1 be adisplaced homemaRer

Services offered.The WIA dislocated workers are able to receive more intensive
services at the omstop career centers. Intensive services for WIA dislocateken®d are
delivered at three levels: 1) staf§sisted core services; 2) intensive services; and 3) training
services. Of the 1,812 served in FY 12, Figuresldhows that 72 percent received intensive
services.

Figure 11l -5. Levels of Service Received by WIA Dislocated
Workers: FY 12

Training, 64 Core, 902

Intensive, 1,30

Source: 2013 Report Card for Employmantl Training Programs Final Draft.

Staffassisted core serviceStaff-assisted core services provide ameone or small
group assistance. These services are available aftsegkers have used the general core one
stop services and remain unemployed. Examples ofataf§ted core services are:

€0 A displaced homemakeés defined as having providedhpaid services to family members in the home,
has been dependent on the income of another family member and is no longer supported by that income,
and is unemployed or underemployed and is expernigrdifficulty in obtaining or upgrading employment.
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staffassisted jolsearch, job referral, and career counseling;

staffassisted assessment, job placement assistance, and testing services;
staffassisted job development; and

staff-assisted workshops and job clubs.

Intensive servicedf staff-assisted core services do mesult in employment, the WIA
dislocated worker qualifies for intensive services. Intensive services are alsasstsfiéd
services and include:

T

= =4 =4

comprehensive and specialized assessment, such as diagnostic testing and
interviewing;

full development of idividual employment plans (IEP), including evaluation
of employment barriers;

group or individual counseling;

case management;

shortterm prevocational services; and
internships and work experience.

Training serviceslf these more intensive efforts fab result in employment for WIA
dislocated workers, then individuals enrolled in WIA intensive services may apply for, and be
granted training scholarships or individual training accounts (ITAs). The maximum per person
amount for training varies by WIB rem, depending on their regional policy. In the North
Central WIB region, for example, ITAs may go up to $4,000.

In order to receive the ITA, funds must be available and the applicant must meet the
following criteria:

T
il

have received at least one intenseevice;

have a completed career assessment and formulated an IEP that specifies that
training is appropriate;

been unable to find suitable employment with existing skills and/or academic
credentials; and

have been determined to have medium or high priority consideration for
training via the priority rating scaleveterans receive priority of service for
training.

If granted, the ITAs may be used to pay for training of their cHdideaining may

include:

1

occuptional skills training;

®1 This training program must be chosen from a Statewide Eligible Training Program (provider) list. ITAs may be
used for training at a community college, participation in Encore!Hartford, and many ptizgrso
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ontthejob training;

private sector training programs;

skill upgrading and retraining;

entrepreneurial training;

adult education, basic skills and/or literacy in combination with any other
training;

customized training; or

1 coop.

= =4 =4 4 A

=

Program usage.Figure Ill-6 shows the number of individuals 55 and older who were
classified as WIA dislocated workers, and were registered for intensivst@meservices. The
445 older adults registered in FY 12 made up nearlyquagter (24 percent) ohll WIA
registered dislocated workers. In contrast, the 795 older adults registered in FY 10 made up 22
percent of all WIA registered dislocated work&s.

Figure Ill -6. Number of 55+ Year Old Dislocated Workers
Receiving Intensive OneStop Services
900

o /\ES\

700

600 / 8

500 / N~

400 / N 445
300 \%8\\//
200 227
100
0 : : : : .
FY 08 FY 09 FY 10 FY 11 FY 12

Source: 2013 Report Card for Employment and Training Programs.

Entered employment. Table IIl-2 provides training completion and employment
information for th@e who exited the WIA/Intensive Services @t@p program, regardless of
age. The table shows:

1 demand for service increased by 55 percent from FY 08 to FY 11, with
participation increasing from 1,692 to 2,629;

1 5867% of those who exited had completed iragror education programs;

%2 There were approximately 120 to 158 additional older adults who received intensiswprservices during this
same time period, but under the WIA adult services classificatibith is not reviewed here
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1 67-72% of the exiters who had completed training/education left for
employment during FY O&Y 11;

1 approximately 95 percent retained their employment for six months; and
1 weekly wages averaged slightly above $600 in FY 11.

Table Il -2. Employment and Training Information for Dislocated Workers Exiters who
Received Intensive OneStop Services
Result FY 08 FY 09 FY 10 FY 11

Total program 1,692 1,900 3,529 2,629
participants
Total program 642 37.9% | 790 41.6% | 810 23.0% | 1,927 | 73.3%
exiters
Completed 430 67.0% | 529 67.0% | 516 63.7% | 1,123 | 58.3%
Training/Education
Entered 344 80.0% | 353 66.7% | 373 72.3% | 791 70.4%
employment
Retained 330 95.9% | 326 92.4% | 351 94.1% | 743 93.9%
employment for €
months
Weekly wages o1 $596 $518 $670 $608
entering
employment
Change in weekly $36 $63 $30 $120
wages from preto
postprogram
services
Source: 2013 Report Card for Employment and Training Programs Final Draft.

The CTDOL Office of Research prepared information contrastimgomes for WIA
dislocated workers who were under age 50 vs. 50+ years old for FY 11. One caveat is that there
is some duplication in this dataset. An individual who received-assited core, intensive, and
training services, for example, will be cded three times (and as three exiters) in the dataset.
Those who exited from training services, almost certainly received-assifted core and
intensive services, thus, experiencing the full complement of intensives services available to
WIA dislocatedworkers.

Of the 2,629 who received intensive services as WIA dislocated workers in FY 11, there
were 1,927 (73 percent) who exited servidggure IlI-7 shows the percent of WIA dislocated
workers who were employed at the time they exited from thestmpeintensive services in FY
11. The data shows:

1 Regardless of level of service intensity, the under age 50 are more likely to be
employed when they exit compared with 50+ year olds.

1 For both younger and older participants, training results in the greatest
percent employed at time of exit.
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Figure 11l -7. Percent of WIA Dislocated Workers by Age who
Exited for Employment: FY 11
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Source: CTDOL Office of Research.

Cost Effectiveness Analysis

Cost. In FY 11, funding (after the federal rescission) was $4,352,052 for WIA dislocated
workers and $7,843,690 for Wagner Peyser (no rescission). These figures are for all individuals
serval, regardless of age.

As described earlier, the Wagner Peyser funding is used to support the general core one
stop services, regardless of age. In FY 11, 231,068 individuals received general est@one
services. Approximate cost for the clients serngeéstimated at $34 per client. The cost to serve
43,766 older (55+ years old) dislocated workers would be approximately $1,488,044 (43,766 X
$34).

Using information obtained from the WIA Annual Reports (July 20d0e 2011, and
July 2011June 201252 the cost per participant in the intensive services for WIA dislocated
workers was $1,791 in FY 11, and $2,613 in FY 12. The estimate on cost per participant exiter
was $3,459 in FY 11, and $4,154 in FY 12. The cost to serve 668 older dislocated workers would
be approximately $2,310,612 ($3,459 x 668).

Benefit. It is assumed that some benefit was derived from individuals who completed
training or education programs through the WIA dislocated worker funding. With finding a job

83 State of Connecticut Workforce Investment Act Annual Report (July-20m@ 2011, October 2011 and July
2011June 2012, October 2012)
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being the ultimate goal for orstopclients, the number who exited into employment would be
another benefit that could be measured.

In FY 11, there were 1,123 out of 1,927 (58 percent) who completed training or education
programs. Also in FY 11, there were 231,068 clients who receivedetheraj core onstop
services.

In FY 11, there were 82,887 out of 200,441 general corestaerecipients who became
employed (41 percent). In FY 11, there were 791 out of 1,123 intensive services recipients who
became employed (70 percent).

Cost per reenployed program participant. Combining the cost and benefit
information, it is estimated to have cost $95 per participant to become employed following
participation in the general core es®@p services ($7,843,690 / 82,887). It is also estimated to
have cst $2,543 per participant to become employed following participation in the intensive
services ($2,011,293 / 791). Note, the program costs are paid from federal funds, through the
Wagner Peyser and Workforce Investment Act.

Model program. The state of Ohighanged its onetop system to improve results. Their
Adenm&mdi ng ser vi cemalkerektingeemyloyanoedds Itsctop priority. With
the use of federal stimulus funding, the @teps hired employees with experience in sales and
recruitment.They marketed to employers the benefits of having thestopes screen and match
job candidates with hiring needs, such as less turnover and reduced hiring expenses. Functioning
as an employment agency, estep workers follow up with employers to makeestire hire was
a good match. These efforts have resulted in employers relying on tiséopseas places to find
well-qualified employees.

The impact of this shift to a demaffacing service delivery model has resulted in an
increase in the job placemeate for dislocated workers, from 62 percent in FY 10 to 87 percent
in FY 12. The Ohio state legislature recently passed bills requiring all itstopg to use this
demandfacing service delivery model, and be rebranded as OhioMeansJobs sites.

FIRST Program

This section describes the Focused, Intensive, Reemployment Success Training program
(FIRST) that is offered at the Oi#8top centers in the North Central Workforce Investment
Board region (Hartford, Manchester, Enfield, and New Britain). FIRST is interided
unemployed career professionals, many with305years of work experience. This -8ay
program begins with an intensive,enee e Kk fiboot <camp. 0 Areas cover
career branding, cover letters and targetésumé, networking, sociamedia, interviewing,
strengths identification, and career matching.

®“Rather than focusing on the needs of thestoe client, the model focuses on filling the needs of employers.
i Emp | manmection: Demanid r i ven model increases job placement, 0
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Funding. FIRST participants are classified as dislocated workers under the federal
Workforce Investment Act (WIA), and the program is fully funded by WIA. The FIRST program
recently expaneld its qualification criteria beyond WIA dislocated workers to include low
income adults who are unemployed career professionals who otherwise meet the program criteria
for educational degree or longevity with progressive advancement (WIA adults).

Population served.All participants are enrolled in either the adult or dislocated worker
federal WIA program. From January 1, 2013 through November 5, 2013, the FIRST program
served 112 individuals. Although there are no age restrictions for participation FIRBE
program, almost half (49 percent) were 56+ years old, and an additional 29 percent-&&re 46
years old. Figure B shows the increase in age for the first 411 participants (October 2009
December 2012) compared with the most recent FIRST parttsipzanuarsNovember 2013).

Figure Il -8. Age of FIRST Participants: 20092012 vs. 2013

50%
45%

44%

44%
r
40% /
0,
gg 0;0 / 29%
0
2504 22% / 22%
20% y"
0 12%
150A) 11% 9% / 0
10% 5%
0% T T T T
<36 36-45 46-55 56-65 66+

®@2009-2012 m 2013

Source: Capital Workforce Partners.

The population served is workers who lost white collar, professional jobs. Participants are

considered skilled workers (must have at | e a:c
with a history of advancement) who laggto-date credentials, lack current job seeker skills, or
are in need of changes to theirsala r k et tbmga ndfi meg 0 ) . Many of the

are currently receiving, or have run out of, unemployment benefits.

Program Description. The FIRST prgram was developed by the North Central WIB
Capital Workforce Partnership in collaboration with its -gt@p operator, KRA Corporation.
The program began in 2009 as individual workshops to address the needs of this educated
workforce that had been laid diom white collar jobs. Over time, 14 workshops were created
for the FIRST program, a sampling of which is shown in Tabi8&.llI
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Table Ill -3. Sampling of FIRST Program Workshops

c:

FIRST Impressions

U FIRST ClasRRésumé

U FIRST Place Interviews

U TwentyFIRST Century Job Search Technology
U FIRST Social Media 1

U0 FIRST Advanced Networking and How to Read a Job Lead

Source: State of Connecticut Workforce Investment Act Annual Report: July20@92010 (October 2010).

The FIRST program addresses sevdratriers to unemployment for professionals
including®®

1 lack of job search skills due to length of consistent employment;

1 need for career change if previousigld occupation is no longer in demand;
1 age discrimination possibilities; and
1

lack of thetechnida s ki | I s and confidence necessary
market.

FIRST addresses these barriers through four program components:

1. oneon-one reemployment consultation;
2. FIRST program workshop series;

3. impact networking cohorts; and

4. job development.

The program is conducted bytheen¢ op operator déds motivati ona
who have a specialization in such areas as workshop facilitation arch@me consultation.
Between 616 people go through the experience together with a new groupnbegieach
month. During the first week of the program, participants experience an intensive boot camp
Adayo of six hours, working through a prepare
four career questions:

Who am I?

What do | do?

How do | doit?

Why should you hire me?

PwpnPR

% State of Connecticut Workforce Investment Act Annual Report: July-206@ 2010 (October 2010).
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Related to these questions, boot camp participants explore professional value statements,
differentiation statements, core competencies, skills, and personality information. Importance is
placed on selawareness and the usef antroversion/extroversion, sensing/intuition,
thinking/feeling, and perception/judgment, particularly as they relate to makingfenahreer
choices.

People hear about the FIRST program during the twieee k| y wor ks hop,
Services Information Sesi on, 0 whi ch i s t h-8topeserdicesy Potpntial n t t
FIRST participants are also identified and referred to the program byStpecareer agents
who believe their clients are good matches with the FIRST progféam. ReEmployment
Coachesaslo attend the JETS Schmoozerdéds Networkin
familiarize attendees with the FIRST program.

Program Outcomes.A total of 523 clients have been served by the FIRST program from
its inception in October 2009 through Novemi2éx3. Information was obtained on the 112
FIRST participants served during January 1, 2Rb8ember 5, 2013. During that time, 84
completed the program (75 percent) while 27 (24 percent) remain in the program and are in the
process of completing their schded activities. Nearly all participants (97 percent) completed
FIRST during the Januafdovember 2013 time, with just three percent withdrawing from the
program.

Of the 84 who completed the FIRST program in 2013, over half (55 percent) became
employed. Tie most likely to become employed were in the436age group (Figure H9);
however, at least half of participants ageeb®6also became employed. The majority went into
full-time employment (72 percent).

FIRST program staff noted that FIRST particiganho became successful in becoming
reemployed, were more likely to take advantage of the offerings and resources available, learn
new skills, and start participating sooner rather than later relative to the time they became
unemployed. Less successful BIR participants tended to have never used computers and had
no interest in doing so now, were resistant to technology in general, and had negative attitudinal
issues.
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Figure I49. Percent FIRST Completers Employed by Age
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Source: Capital Workforce Partners.

Cost. As described earlier, FIRST is funded under the federal Workforce Investment Act
The program is estimated to cost approximately $150,000 annually. This covers the costs for two
FTE career agents, each responsible fe6G@articipants each. Approximate cost for the 112
clients served in CY 2013 would be estimated at $1,339 pet.clien

Benefit. According to recent 2013 data, 46 participants in the FIRST program obtained
employment thus far. Given that 27 participants have not yet completed the program, and there is
an overall employment rate of 55 percent for program completers, $tRlages that an
additional 15 will obtain employment for a total of 61 FIRST participants reemployed in
calendar year 2013.

Cost per reemployed program participant. Combining the cost and benefit
information, regardless of age, the estimated cost to help the (predicted) 61 FIRST participants
become reemployed was approximately $2,459 per reemployed program participant in calendar
year 2013 ($150,000 / 61).

Online Learning Services

This section describes the online learning that is offered at many of th8tGmeenters.
Particular focus is given to the Metrix Online Learning program initially introduced in 2006 at
the Eastern Connecticut Workforce Investment Boar@lVI@. Online learning provides
retraining or a skills upgrade, and is one way to address thasskdeficits identified earlier as a
barrier to reemployment for older workers. Access to a wide array of online courses is offered
free of charge to the lager, providing the flexibility of learning at a convenient time and
|l ocation (often in oneds own home) rather tha

Funding. Online learning is primarily funded by the federal Workforce Investment Act
(WIA). Given an estimizd cost of $106130 per online learner license, an estimated $100,000
$130,000 in WIA funds would be required for 1,000 online learners.
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Population Served.The Eastern WIB region, for example, reported that 73 percent of
individuals enrolled in their online training were 40+ years old, including 21 percent who were
55+ years old. Figure H10 provides an age profile for the 1,955 online learners compatied wi
all 13,00014,000 persons estimated to use one of the Eastern Workforce Investment Beard One
Stop Centers annually during 202@12. The online trainees are older compared with all clients
of the OneStop Centers.

Figure Ill -10. Age Comparison of All OneStop Clients with Online
Trainees
100%
55+ yrs old,
90% 13% 55+ yrs old,
21%
80%
70% 4054 yrs old,
36%
60%
40-54 yrs old,
50% 52%
30-39 yrs old,
0,
40% 210
30%
20% 22-29 yrs old, 30-39 yrs old,
21% 17%
10%
0% - . *—|
All Center Traffic Online Trainees
Source: Eastern Connecticut Workforce Investment Board.

Program Description. The Metrix onlire learning program gives users access to over
5,000 courses. Based on the experience of EWIB, clients are required to select either a
business/information technology or healthcare track. If the business/information technology track
is chosen, then the usesceives online training through SkillSoft, training software used by the
Army, Navy, and some companies. If the healthcare track is chosen, then access to
Medcom/Trainex software is provided. Online training topics range from nursing to home health
aideskills to medical assisting. Medcom/Trainex is especially recognized in the nursing field by
the American Nurses Credentialing Centero6s
continuing nursing education.

Beyond these two tracks, EWIB online usesodiave access to courses focused on math
foundations, skill assessments and career planning. Industry certification preparation courses are
also available, such as Microsoft Office Suite (Word, Excel, PowerPoint, Access and Outlook)
and QuickBooks. Additnally, EWIB received approval from the American Council on
Education (ACE), a national organization that assesséa@noursework for college credit, that
certain successfully completed courses would be recognized by Three Rivers Community
College andQuinebaugValley Community College, as well as all other Connecticut state
community colleges and universities. Additionally, EWIB recently became an authorized
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Certiport Testing Center, which allows those who completed Metrix online courses to locally
take any exams required for industry certification.

For the Eastern Workforce Investment Board Region, people hear about the online
learning program when they visit the G8&op centers. Other regions, such as the North Central
Workforce Investment Board, litnuse of the Metrix online learning program to clients eligible
for services provided under the Workforce Investment Act.

EWIB is currently exploring new ways to expand online learning, including
implementation of a selfirected or selservice track fothose with computer experience. Such
individuals could explore online training courses and planning tools, identify at least three
courses to begin their learning plans, and submit online applications-fayd@etrix licenses.

Program Outcomes.In a federal STEM grant progrdfhwhich included the Metrix
Online learning prograth and where more than half the participants were 50+ years 5&lof
the 1,117 unemployed (68 percent) got jobs. Clients who completed the CT STEM Jobs
satisfaction survey rateché Metrix online learning component as the most useful resource
offered by this grant program.

Some information was available on the 426 STEM grant participants (38 percent of all
grant participants) who took online courses:

1 3,788 online courses were comaj@d by the 426 STEM grant participants; and
1 376 of the 426 (88 percent) passed the exit exams for the courses.

The current MIS system (CTWBS) does not link completion of online learning courses
with employment outcome, and therefore, the associationebetvwhe courses and future
employment is not readily available.

The Eastern WIB did, however, gather some information on earnings following an earlier
pilot of the Metrix Online Training that occurred during 2€4@L.1. As shown in Figure HL1,
the onlinelearners had higher average earnings than eitherS@e clients receiving general
cor e servi PeysdrmWaEg maimp 0) or participants i
reemployment stati®tics (fAHamilton Projectod

The EWIB also conducted a client stdidion survey in 2011 for Or8top customers
who had used the Metrix Online Learning program. Overall, feedback from the approximately 90
respondents was positive. Thigearters (78 percent) rated their overall satisfaction with the

Metrix Learning proggm as figoodo or fexcell ent, 0 and a
recommend Metrix Learning to a friend. Some additional responses are shown in Féble IlI

% Funded by a grant to the five Connecticut WIBs from the Dgpartment of Labor, Employment and Training
Administration, the project sought to promote expansion of the pipeline of skilled workers to support economic

growth in Connecticut.

" The Hamilton Project is an economic policy initiative at the Brookingsture that explores such topics as the
experiences of workers who became unemployed during t hiq
Losses: Theloner m | mpacts of the Great Recession on American

45



Figure Il -11. Average Earnings by Program: 2012011
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Source: Eastern Connecticut Workforce Investment Board.

Table 111 -4. One Stop Client Feedback on the Metric Online Learning Program
Survey Item % Rating |t ¢
or fAExcell e

What client hoped to accomplish by enrolling in Metrix Learning:

1 Upgrade existing skills 71%

9 Learn new skills 67%

1 Getanew job 47%

1 Explore new careers 32%

1 Prepare for a professional certification exam 23%
Easeoki gni ng up and selecting (8%
Activities (courses and tests) considered engaging 85%
Ease in finding relevant cour 80%
Source: EWIB, 2011.

Cost. Limited information is available on the cost of online learning. In general, if a
license is required to access the course, then a licensidigyéeml for 90 day® is estimated to
cost approximately $138. This cost includes the orientation workshop in gsthe online
learning, technical assistance (for mechanical difficulties such as password assistance), and
unlimited access to the online learning for 90 days.

% personal communication with EWIB Exeéiue Director (10/31/13).
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Benefit. While some individuals may prefer to receive training in a classroom setting,
others may choose to take advantage of available online training for the following reasons:

1 online training offers flexibility as to when and where to complete the training
(especially convenient for those needing to take a-fiawying job to pay living
expenses);

1 students have the option of going at their own pace, reviewing material to
increase their comfort level, etc.; and

1 there is no cost to clients for the online trainingtree OneStops whereas
community colleges charge tuition fees.

Some of the online training is recognized and awarded college credit. Talde Il
provides examples of online coursework completion certificates that receive college credit from
Quinebaug Commmity College®

Table Il -5. Examples of Online Coursework Completion Certificates that Receive Colleg
Credit From Quinebaug Community College

Applied Management Certificate

Applied Accounting Certificate

Business Office Technology: Medical Secretary iflesate
Advanced Management Certificate

Advanced Accounting Certificate

et N ot ot A e e

Lean Manufacturing Certificate
U Senior Network Specialist Certificate

Source: Eastern Connecticut Workforce Investment Board.

Cost per reemployed program participant. As notedearlier,the current MIS system
(CTWBS) does not link completion of online learning courses with employment outcome, and
therefore, the association between the courses and future employment is not readily available.

Given the relatively modest cost to WIBsd client benefits (particularly to unemployed
older adults), all the CTWorks Career Centers could expand the offering of online learning to
more clients.

STEP UP PROGRAM

This section describes the Subsidized Training and Employment Program (STEP UP).
Established in 2011 as part of Public Act-1,{° the program promotes economic growth by
offering incentives to small businesses and manufacturers (originally 50 or fewer employees) to

% An articulation agreement between Eastern Connecticut Workforce Investment Board and Quinebaug Valley
Community College was executed on April 15, 2012 to award academic credit for certain completed online courses.
9 An Act Promding Economic Growth And Job Creation In The State
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hire new employees and create jobs. The program is operated @grihecticut Department of
Labor in partnership with the five Workforce Investment Boards. Public Adfi€xpanded the

STEP UP program to include companies employing up to 100 people and to retailers, who were
excluded in P.A. 1. STEP UP was also exmled in P.A. 121 to include veterans
(Unemployed Armed Forces Member Subsidized Training and Employment Program); however,
the general STEP UP program is the focus of this section of the report as it is more likely to
include older unemployed workers.

Funding

Beginning July 1, 2012, the STEP UP program was funded with a total of $20 million in
state bonding money for a twear period ($10 million in FY 13 and $10 million in FY 14). The
money was split equally across two program components (Small Businage Bubsidy
Program and Small Manufacturer Training Grant Program), with each being funded for $5
million annually’? The program is currently on track to spend the full budgeted amount.

Population Served

Employees.Participants in the Small Business Wageé&dy Program must meet the
following requirements:

be unemployed prior to hire;

have low adjusted family income (less than or equal to 250% of the federal poverty

level);

1 reside in a municipality with a higher than average unemployment rate, or wkich ha
a population of 80,000 or more; and

1 the new position could not be a retail position that was temporary or seasonal.

)l
)l

The only requirement for participants in the Small Manufacturer Training Grant Program
was that they be unemployed prior to hire. Tha r@o income or residential requirements
(other than to be a Connecticut resident).

Over half the STEP UP participants were considered-ieng unemployed, having been
out of work for at least six months. The program does not maintain information agehad all
STEP UP participants. In an age breakout of 970 STEP UP participants for which this
information was knowr® 193 (20 percent) were 508 years old. One WIB director estimated 40
percent of STEP UP clients were at least 40 years old.

Employers. Employers who wished to participate in the Small Business Wage Subsidy
program or the Small Manufacturer Training Grant Program:

" An Act Implementing Provisions of the State Budget for the Fiscal Year Beginning July 1, 2012

"2With the addition of STEP UP for veterans, $10 million more in state bonding money was added fgeartwo
period, with $5 million available beginning FY 13, and $5 million available in FY 14.

3 Information provided by the CTDOL Office of Research for 970 participants who had participated in STEP UP as
of November 6, 2013.
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1 could not have more than 100 ftilne employees;

1 must have been registered to conduct business for at least 12 months with
opeations in Connecticut; and

1 had to be in good standing with the payment of state and local taxes.

Additionally, employers who wished to participate in the Small Manufacturer Training
Grant Program had to hold the training at the business site.

Program Description

Both the Small Business Wage Subsidy Program and the Small Manufacturer Training
Grant Program offer employer incentives to create jobs by hiring new employees, and both
programs subsidize wages related tetlomjob training. In addition to thénancial benefit to
employers, STEP UP offers psereening of potential workers so that candidate skills match
company needs. Offatop staffconduct initial screenings to assess job readiness and possible fit

with certain positions.

Employeré® who are aware of STEP UP may request subsidies for job candidates they
believe are eligible for the program. Alternatively, persons deemed eligible for STEP UP
esent proof of this
c a r)asincentive to be selected for the position. Business service consultants in{B®@ne
provide the linkage between the employers and STEP UP employees.

subsidies may pr

el i gibildi

Small Business Wage Subsidy Progrant.his progranprovides a subsidy for new hires
of up to $20per hour, and up to $12,000 over a tBy period. Table b6 shows the formula
used for the wage subsidy reimbursed to the employer for STEP UP. As can be seen, the
percentage of wages that is subsidized decreases over time.

Subsidy Program

Table Il -6. Percent of WageProvided by STEP UP Small Business Wage

Month

Percent of Wage

100%

75%

75%

50%

50%

OO WINF

25%

Source: C.G.S. Sec. 3bp(c)(2).

Small Manufacturer Training Grant Program. This program offers training grants of
up to $12,500 for six months for each new hire. The training grants are used to subsidize wages
while the new hire is receiving ghejob training. Table IH7 shows the formula used for the

" Employers must be prapproved folSTEP UP prior to hiring each STEP UP participant. Theapgroval
process requires companies to meet the employer requirements described above and sign anaijhetiment
WIBs specifying their responsibilities for participation in the program.
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training grants in the r8all Manufacturer Training Grant Program. Like the Small Business
Wage Subsidy Program, subsidies for the Small Manufacturers also decrease over time.

Table Il -7. Amount of Training Grant Provided by STEP UP Small
Manufacturer Training Grant Program
Month Amount
1 up to $2,500
2 up to $2,400
3 up to $2,200
4 up to $2,000
5 up to $1,800
6 up to $1,600
Source: C.G.S. Sec. @pp(d)(2).

Program Outcomes

From March 2012 through November 20, 2013, a total of 556 employers took advantage
of either theSTEP UP Small Business Wage Subsidy Program, or the Small Manufacturer
Training Grant ProgranCombined, they hired 1,976 unemployed Connecticut residents for six
months of orsite training. Figure IHL2 shows the outcomes for the 1,976 STEP UP
participants.

Figure 1l -12. STEP UP Program Outcomes for Participants from March 2012November 20, 2013

| 1,976 enrolled in STEP [P

| 1,637 no longer active in STEP JUP [ 339 still active in STEP )P

| Completed six months of STEP UP progr+m?

/\

Yes No
874 (53% 763 (47%)

Still working with STEP UP
employer in the seventh month
(Info known for 711 completers)

T

Yes No
668 (94% 43 (6%

-~

A total of 1,213 (61 percent) either completed the full six months or are currently active in the
STEP UP program. In instances where this information is known, almost all (94 percent) who
completed the full six months continued to work for the STEP UPlagmipat least into the
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seventh montlgestimated to be 821 if information was known for all 874 STEP UP completers)
Of the 763 who terminated employment with their initial STEP UP employers, program staff
estimate approximately half (381) continued toebgployed, but with different employers. One
CTDOL regional job center director said the STEP UP wage subsidies made a difference for
employers who were on the fence about whether they wanted to hire additional employees.

The jobs paid wages that rangednfr&8.25 to $48.08 per hour. As of November 20,
2013, the average wage for the 502 participants who completed the STEP UP Small
Manufacturing Training Grant program was $15.07 per hour, and $14.13 per hour for the 372
participants who completed the STEP Bmall Business Wage Subsidy program. For the 874
STEP patrticipants who completed the six months e$itstraining, the average reimbursement
to the company was $10,042. Table8lkhows some examples of the types of jobs STEP UP
participants secured.

Job retention. Based on information known about 711 individuals, 94 percent of those in
both the Small Manufacturing and the Small Business programs were with the same employer in
the month following completion of the STEP UP progré68)” It is unknown ifthe six
percent no longer with the STEP UP employer became employed elsewhere.

Table Il -8. Examples of Types of Jobs STEP UP Patrticipants Secured

Account and Production Manager

Graphic Designer

Assembly Supervisor

Help Desk Technician

Carpenter

Insurance Agent

CNC Machine Operator

Mechanic

Customer Service Representative

Office Assistant

Dispatch Manager

Process Engineer

Equipment Installer

Sheet Metal Installer

Fabricator

Web Developer

Source: STEP UP staff at Workforce Investment Boards.

Cost Effectiveness Analysis

Cost. As described earlier, each company patrticipating in STEP UP could receive up to
$12,500 per small manufacturer participant, and $12,000 per small business wage subsidy. The
overall average employer reimbursement throgliember 20, 2013 was $10,042.

Program administration costs of approximately four percent of total STEP UP funding are
provided to the five WIBs primarily for:

S STEPUP program personnel obtain this information by contacting the employer directly or through employer
submitted timesheets showing hours worked after the program ended.
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1 STEP UP regional coordinators in each WIB
1 STEP UP assistant regional coordinators in each WIB
1 two accountants (to handle wage subsidy disbursement)

Benefit. A recently available count (as of November 20, 2013 Status Report), found there
had been a total of 1,976 STEP UP participants in the Small Manufacturing and Small Business
programs. When participating in STEP UP, the person is considered employed &nThag,

100 percent of participants were employed.

Cost per reemployed program participant. Combining the cost and benefit
information, the subsidies are estimated to cost an average of $10,042 for each of the 874
employed STEP UP participants who reneairin the orsite training for the full six months.
Because not all program participants complete the six months, the total cost for the program is
greater than the $8,776,708 to date ($10,042 x 83#)en the limitations of the data, it is
estimated toast $10,690 for thestimated21 program completers who remain employed in the
seventh month ($8,776,70821).

Total expenditures for STEP UP program. Table 119 provides information on
expenditures for the individual STEP UP programs from incepticugt to FY 14. The STEP
UP program was funded for a twear period, and is set to expire on June 30, 2014.

Table Il -9. Step Up Status Report Summary
AGGREGATE since 2/15/12 (State of STEPUP Contracts with WIBS)
Grant to date ending 630-13
Full Grant Grant to Date | Grant to Date
Components Budget Expenditure Obligated
Small Manufacturers Training Grant 9,223,000 5,632,249 7,971,118
Small Business Wage Subsidy Prograj 9,223,000 3,259,871 6,454,899
Grand Total (Sm Bus+ Sm Mfg) $18,446,000 $8,892,120 $14,426,016
Armed Forces Total 9,223,000 54,348 179,669
Total Subsidies Grant $27,669,000 $8,946,468 $14,605,685
Source: Connecticut Department of Labor.

As mentioned by program staff and shownlable [Il-9, wage subsidies for the STEP
UP Small Manufacturer Training Grant Program were expended at a faster rate than they were
for the STEP UP Small Business Wage Subsidy Program. The wage subsidies for the STEP UP
Veterans Program were the least ipgitl, reportedly because they have more options for
assistance through the G.lllasind other veterans programs.
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APPRENTICESHIP PROGRAM

This section describes the Apprenticeship Program overseen by the Connecticut
Department of Labor Office of Apprentisleip Training’® Apprentices receive othe-job
training from approved employers, thereby earning required credentials in a variety of trades,
leading to eligibility to sit for licensing exams. Combining handsexperience with classroom
or online training t he apprenti ces hiwpileyowl cegarrannd usoedse | a n
participants are paid an increasing wage over the period of the apprenticeship. Upon program
completion, all apprentices receive the nationally recognized Certificate of Completionhie
CTDOL Office of Apprenticeship Training. Almost all apprentices -@81 percent) are
subsequently hired as journeymen by either the employer who provided-thejoh training
or a different employer.

Funding

A total of $595,867 was budgeted folY L3 for the Apprenticeship Program. This
funding supports program administration and seven CTDOL positions. There are four additional
CTDOL positions funded through annual fees paid by program participants ($50 from
apprentices, $60 forrosnd ) £ mp ITohyeerres i(sfispba s fed
apprenticeship program, bringing the combined total budgeted funding to just under $1 million
($979,790).

Population Served

Apprentices. According to the Connecticut Department of Labor (CTDOL) website and
assoted brochures, the following minimum requirements are generally needed to become an
apprentice:

1 Age: be at least 16 years old (no maximum age);

9 Education: High School Diploma or GED may be required by the employer
(sponsor); sometimes algebra or saotieer coursework completion may also
be required; and

1 Physical: ability to perform the essential functions of the trade.

Age. The CTDOL system for monitoring the apprenticeship program does not maintain
information on the age of apprentices. The prograemager of the CTDOL Office of
Apprenticeship Training, however, estimates that one to two percent of apprentices are at least
50 years old when they begin the program. Given there are currently 4,581 registered
apprentices, approximately 492 would have éen 50+ years old when they began the program.
The program manager further speculated, however, that the average age of an apprentice is
getting older. Whereas, in the past an apprentice was typical®6 Mears old, it is now not
uncommon to see 30+ yealds in the apprenticeship program.

®The CT Department of Labor Office of Apprenticeship Training regulates the progragetdoth state and
federal regulatory requirements. All apprentices and employers (sponsors) must register with the Office of
Apprenticeship Training.
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Employers (sponsors). According to CTDOL, employers participating

apprenticeship program are responsible for:

in the

1 instructing the apprentice in safe and healthful work practices that are in
compliance with state arfdderal occupational safety and health standards;

1 maintaining a minimum ratio of journeypersons;
1 employing full time staff available to train any apprentices; and

T periodic revi

ew and

evaluati on

of t he

app

Table 11I-10 provides a listingf the trades with the most apprentices as of December 3,
2013. Trades with the most apprenticeships are reported for electrical, heating and cooling, and
plumbing. A listing of both active and inactive employer sponsors can be found on the CTDOL
website.There are currently 1,491 active employer sponsors and up to 2,000 inactive sponsors,
who may register apprentices in the future. The locations with the greatest number of active
apprentices as of September 24, 2013, are listed in Taldl&.llI

Table Il -10. Trades with Most Apprentices Registered with CTDOL

Trade Number of Registered Apprentices
Electrician (E2) 1,515
Heating & Cooling Mechanic (8, S4) 472
Plumbing Mechanic (2) 463
Limited Heating and Cooling (2, B-2/B-4) 416
Carpenter 277
Sheet Metal Worker (HVAC) (SA2) 212
Electrician Low Voltage (65, L-6, T-2) 177
Roofer/Waterproofer 176
Sprinkler Fitter 115
Construction Craft Laborer 106

Source: Connecticut Department of Labor Office of Apprenticeship Training, SAC Report Deé&mh

2013.

Program Description

An apprenticeship is a voluntary employ@anployee relationship regulated by the Office
of Apprenticeship Training. It combines -time-job training with relevant classroom or online
instruction. Apprenticeships last a minimum of one year, including 2,000sof onthe-job
training and 144 hours of related instruction. While apprentices typically take the classroom or
online instruction over the course of their full apprenticeships, others may choose to enroll
fulltime for two semesters at a community egé to complete the necessary classroom hours for

up to a fouryear apprenticeship.

54



Table Ill -11. Cities and Towns with the Most Registered Apprentices
City/Town Number of City/Town Number of
Registered Registered
Apprentices Apprentices
Wallingford 477 Milford 67
Rocky Hill 172 New Britain 61
Meriden 162 Manchester 57
Hartford 156 South Windsor 53
Berlin 142 Vernon 50
North Haven 139 Naugatuck 44
Pomfret 115 Windsor Locks 41
Danbury 104 New Haven 39
Stratford 92 Norwalk 38
Plainville 91 Torrington 36
Stamford 82 Middletown 34
East Hartford 79 Wolcott 32
Waterbury 74 Farmington 31
Southington 72 Cheshire 31
Hamden 71 Bristol 30
Bridgeport 67 New Milford 25
Source: Connecticut Department of Labor Office of Apprenticeship TraiApentice Count by Town
as of September 24, 2013.

Most apprenticeships range from three to five years. Approximately 2,000 hours of on
the-job training can be completed in one year. Examples of the time required for certain trades
are shown in Tabl#l-12.

Table Ill -12. Examples of Hours of OrThe-Job-Training Required for Various Trades

Trade Hours of On-The-Job-Training Required
Auto Glass Technician (AQ) 2,000

Low Voltage Electrical (£6, G6, T-2) 4,000

Photovoltaic Electrician (PA2) 4,000

CNC Production Machinist 6,000 or 8,000

CATV Electronic Technician 6,000

Plastic Mold Repairer 6,000

Electrician (E2) 8,000

Source: Connecticut Department of Labor Work Scheddfgrenticable Trades.

Participants hear about the apprenticegiripgram through the CTDOL website, ene
stops, technical high schools, community colleges, and unions.

Apprenticeship salaries. The progressive wage scale for apprentices is based on the
number of orthejjob-training hours completed, and is calculated gseecent of the journey
worker rate for that trade. The Office of Apprenticeship Training sets minimum starting and
completion rates for apprenticeships. The minimum starting rates for all apprenticeships is $11
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per hour. The completion rate for feyear gprenticeships in construction, for example, is $22
per hour’” An example of an apprenticeship wage schedule for an Electriciahi€Eshown in
Table I1-13.

Table Ill -13. Apprenticeship Wage Schedule foElectrician (E-2)
Hours Percent of Wage
0-1,000 50%
1,002,000 55%
2,0023,000 60%
3,0014,000 65%
4,0015,000 70%
5,0016,000 75%
6,0017,000 80%
7,0018,000 85%
8,001+ 100%
Source: Connecticut Department of Labor Apprentice Handbook & Progress Repori

In conducting this study, PRI interviewed personnel from workforce investment boards
and onestop career centers. The interviews revealed steff may be limiting older worker
involvement in apprenticeship programs because of certain perceplibase prceptions are
listed in Table 1414, and are largely disproved by the studies and statistics cited in the right
hand column.

Table Il -14. Misperceptions about Apprenticeships

Fact or Fiction? Answer:

Apprenticeships take a long time, up to
years

Depending on the trade, apprenticeship ler
ranges from & years

50+ year olds are too old to apprendice
t heyol | retir espdnsoffhag
time to recoup costs

People are working to increasingly older agles|
a2013 Gall o®R 63w rpV eyn,n
bef ore age 65

Only unions sponsor apprenticeships

Approximately half of all apprenticeships g
sponsored by neanion employers

The apprenticeship trades are physic;
demanding, and are not suitable for ol
people

There are gprenticeship trades that are not
physically demanding, such as electricians
CNC Production Machinists

Some apprenticeships require classrg
training during daytime hours, creating I¢

work time for the employer

Online trainingis available afterwork hours;
and evening/weekend classes are held at g
technical high schools and community college

YFora complete list of trades, ¢m www.ctdol.state.ct.us/pgsupt/appren/WorkSchedules/apptoc.htn

2See CTDOL Apprenticeship Sponsor Listtp://www.ctdol.state.ct.us/progsupt/appren/SponsorReport.htm

% See Penn Foster online learnimgvw.pennfoster.edu

" According to the CTDOL Apprenticeship program director, most pay higher than minimum journey worker rates,
with $25 per hour a typical pay rate for skilled occupations, excluding health and retirement benefits also paid by the
employer (sponsor).
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Program Outcomes

There are currently 4,581 individuals in apprenticeships (an 8.5 percent increase from the
4,222 registered at this time one year ago). Based on information contained in the 2013 Program
Report Card for the Apprenticeship Program, upon completion of thhegab training and
instructional requirements, 619 to 695 were awarded credentials (i.e., passed the licensing exam)
annually during FY 0&Y 12 (665 average for the five years).

During fiscal years 2002012, approximately 600W00 people completed Htul
apprenticeships annually (Table-115). The CTDOL program staff estimate approximately 52
percent complete their full apprenticeships (e.g., all three years of a trade requiringyedree
apprenticeship were fulfilled). It should be noted there hedlenges in capturing the percent of
apprentices who completed full apprenticeships. For example, apprenticeships angeanulti
processes of varying lengths, depending on the trade. Apprenticeship program staff report many
apprentices switch employspmsors during the process, beginning with one employer and
ending with another. When those changes occur, the apprentice is considered to have terminated
with the first employesponsor, and program completion with the new emplepensor is not
linked tothe individual.

Table 111 -15. Apprenticeship Program Completions: FYs 092

State Fiscal Year Number of Apprenticeship Completions
2008 665
2009 694
2010 619
2011 691
2012 656
Total 3,325

Source: CTDOL Apprenticeship Program.

In a survey ofapprenticeship sponsors, the main reasons given for failure to complete an
apprenticeship program were: transfer to another apprenticeship program; taking another job
before apprenticeship completion; performance issues; and personalissues.

PostApprenti ceship. Upon completion of the required classroom andthajob
training hours, approximately threpiarters are required to pass a trade licensing éaime
CTDOL Office of Apprenticeship Training reports 99 percent of exam takers pass the trade
licenshg exam.

As noted earlier, upon program completion, almost all apprentice98%iercent) are
hired as journeymen by the employer who provided thehefob training or a different
employer. Annual earnings for apprentices following program completierapproximately
$24,290 greater compared with earnings prior to entry into the apprenticeship program. Doubling

"AThen&fits and Challenges of Registered Apprenticeshir
Lauren Eyster, and Kate Chambers, The Urban Institution Center on Labor, Human Services, and Population (March
2009).

"9 Manufacturing is not a licensed aread some of the construction trades, such as roofer and carpenter, do not

require a license.
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the sixmonth earnings reported in the 2013 Program Report Card for the most recent
information available, program completers were earning anage of $52,518 in the first year

of postapprenticeship training. Apprenticable occupations are often in industries in which health
and retirement benefits are also offered.

Information on older apprentices in North Carolina. Connecticut does not currént
capture the age of apprentices in their electronic information system. However, PRI staff found
the state of North Carolina captures such information. Approximatdl§y @ercent of North
Car ol i n-8,800 apprenficesObegan their apprenticeshifglab 60 years of age, with
very few beginning at age 60. These older apprer@ieggproximately onguarter (24 percent)
of whom were inmates in a prison prograwere enrolled in 123 different trade programs. A
sizeable number apprenticed with the loatle company and the electric company, serving in
apprenticeships that included broadband technicians and utility equipment repair technicians.

North Carolina also had apprenticeship completion data available for the past 20 years.
Figure 1113 shows thablder apprentices were more likely to complete their apprenticeships
than were younger apprentices. The North Carolina program administrator speculated the reasons
for this greater completion rate could be attributed to the greater likelihood of oltleippats
being dislocated workers with a lengthy work history and stronger work ethics. Additionally, the
older apprentices may also have been motivated by a greater need to support families and pay
other expenses such as mortgages.

Figure Ill -13. North Carolina Apprenticeship Completion Rates
by Age Began Apprenticeship

80%

70%

60%

50% -

40% -

30% -

20% -

10% -

0% -

<50 yrs old 50+ yrs old

Source: North Carolina Apprenticeship program interview.
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Cost Effectiveness Analysis

Cost. Connecticut budgeted $595,867 of its own dollars in FY 13 to support the
apprenticeship programvhich had a cost of $979,790 including federal funBsogram
participant wages are not a cost to the State, as the employer sponsorsgragibted wages
of their apprentices.

There is a manufacturing apprenticeship tax credit available of up to $4,800 or 50 percent
of actual wages, whichever is less, if the apprenticeship meets certain requirements specified in
statute (C.G.S. Sec. 22.7g) Thus, there is some tax revenue lost to the state due to this tax
credit. In 2010, for example, 13 large corporations claimed $625,791 for the manufacturing
apprenticeship tax credit.

Benefit. Th e fwhile-yoml ear no model i s bse whfbegmi al
earning income from Day 1 of their enrollment in this alternative educational program.
Additionally, the employer grows an employee to fill a needed position in the company. As the
apprentice accumulates hours of -toejob training in the pwsgram, productivity and
contributions to the company also increase.

Cost per reemployed program participant. Based on the $595,867 budgeted state
funds needed in FY 13 and the average 665 obtaining licenses upon completion of the
apprenticeship program,ig estimated to cost the state of Connecticut $896 for each person who
completed the apprenticeship progrdimwith 94 percent obtaining employment upon
apprenticeship completion (665 x 94%=625), the estimated cost per employer completer is
$1,567 includig federal funds ($979,790 / 625).

Note this analysis is for the apprenticeship program, regardless of age of participant.
Assuming the findings from the North Carolina Apprenticeship Program are applicable to
Connecticut, then it is more likely that thedet apprentices will successfully complete the full
apprenticeship program in comparison with their younger counterparts.

8 State of Connecticut Department of Revenue Services: Fiscal Yea2R21Annual Report.
81 Additional tuition costs are incurred by the apprentice and empépgeTsor.
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Chapter IV

Department on Aging: Senior Community Service Employment Program
(SCSEP)

This chapter describes the federally funded Senior Community Service Employment
Program (SCSEP) in Connecticut. Established in 1965, and incorporated under the Older
Americans Act (Title V) in1973, the program is operated by the U.S. Department of Labor
Employment and Training Administration. The purpose of the program is to provide job skills
training to lowincome individuals aged 55 and older who are unemployed. Participants are
placed in tenporary training assignments for 20 hours per week to gathesjob (OJT) training
(paid minimum wage) and work experience needed to lead to unsubsidized employment. With
emphasis placed on serving those with significant barriers to employment, SC&sPatak
holistic approach, addressing social, emotional, and mental health issues in conjunction with the
OJT placements.

FUNDING

There are three SCSEP grantees in Connecticut that combined, have been awarded a total
of $4,574,037 in federal fundingif FY 14. Approximately $927,87@as awarded to the state
grantee, the State Department on Aging, for 101 program 6t487 per slot) The State
Department on Aging in turn, stdontracted with the following five organizations to directly
provide the SCSEResvices:

1 Agency on Aging of South Central CT (New Haven)
Education Connection (Litchfield)

Jewish Family Service of Stamford

Southwestern CT Agency on Aging (Bridgeport)
Thames Valley Council for Community Action (Norwich)

= =4 =4

There are also two national gtaaes: Easter Seals Capital Area and Eastern Connecticut
($1,813,385 for 145 program slots, or $12,506 per slot) and Associates for Training and
Development ($1,832,780 for 159 program slots, or $11,527 per slot). In total, federal funding
provided 405 slhs (101 + 145 + 159) for the SCSEP program.

POPULATION SERVED

Age. Program participants must be at least 55 years of age and Connecticut residents.
With no maximum age, there are currently 18 SCSEP participants who are over 75 years old.
According to progam staff, the typical age of SCSEP participants has been decreasing, from 65
70 years old several years ago, te6®byears old today. Figure 1¥ shows the age at enroliment
for FY 13 SCSEP participants.

8|n SFY 2013, the Vermortased Associates for Training and Development organization received the grant
previously held by the Bridgepelsased The Workplace.
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Figure IV-1. Age of SCSEP Participants in FY 13
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Source: SCSEP Quarterly Progress Reports.

Income level. Program participants must be unemployed and have an annual family
income that is not greater than 125 percent of the federal poverty income guidelines. For
example, $14,363 is the maximum income for a family of one, $19,388féonity of two, and
$24,413 for a family of thre®,

Race/ethnicity, gender, and educationSCSEP program participants in FY 13 were
primarily Caucasian (50 percent) or African American (44 percent), and 14 percent were
Hispanic. Participants were more ligkdb be female (62 percent in FY 13), and education level
ranged from eighth grade and under, to doctoral degree. The majority of SCSEP participants had
at least a high school diploma or equivalent (82 percent), and ow¢hicth¢38 percent) had at
leastsome college.

PROGRAM DESCRIPTION

Participants hear about the program through outreach, marketing, other senior service
programs, the Connecticut Department of Labor, and word of mouth. There are officially 405
slots available when combining the progralots from the state Department on Aging, Easter
Seals Capital Area and Eastern Connecticut, and Associates for Training and Development. With
some exiting the program, however, and new people entering to take their places, 566
participants received SCSEPregices in FY 13, with an additional 16 on a waiting list for the
state grantee administered portion of the SCSEP program alone.

8 The SCSEP program does not have a maximum family size.
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SCSEP allows a maximum of 48 months of program participation. The services received
by participants vary, with an emphasis tailoring services to the particular needs of the
individual. All participants receive an assessment of job skills and interests, culminating in the
development of an individual employment plan targeted toward getting the individual ready for
available jols. Some of the employment plans include SG8HEed OJT placements at host
agencies. These services and experiences help prepare participants to ultimately find
unsubsidized employment.

Some SCSEP patrticipants receive classroom training. This traimv@gisi counted as
part of the 20 hours per week (so they are receiving minimum wage payment during their
classroom training time). Some participants may attend Goodwin College, for example, to be
trained as Certified Nursing Assistants (CNAs). Other exasnpielassroom education include
computer courses and training to obtain a CDL to drive a truck, bus or limousine. While
participants may be learning in a classroom setting, they are also able to apply this knowledge in
an actual job setting.

In addition to classroom training for some participants, SCSEP also provides OJT
placements for 20 hours per week, with stipends paid at the minimum wage level. Examples of
OJT settings or experiences include food preparation, retail in a thrift shop, and officeservi
OJT placements are frequently located at social service agencies (e.g., Goodwill) at no cost to the
host agencies. Table {¥ shows the various categories of host agencies where the OJT is
currently taking place.

Table IV-1. Types of Host Agencies foBCSEP Participants

Type of Host Agency Number | Percent
Social Services 82 41%
State/Municipal 22 11%
Employment (i.e., One Stops) 19 10%
Senior Services/Senior Centers 18 9%
Housing 14 7%
Education 14 7%
Health Care/Hospitals 13 6%
Arts/Culture 7 4%
Other (e.g., Libraries, Faith Based) 9 5%
Total 198 100%
Source: Connecticut State Department on Aging.

According to state Department on Aging personnel, SCSEP staff is careful to correctly
place or match the participant with the employer/host agency for OJT purposes. The OJT
placements cannot be available open jobs at the organization because SCSEP @dT bheay
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used to replace paid openings. Instead, the OJT experience occurs in areas of the organization
where help is needed, and the organization is willing to invest time in training the person to do
the activities.

Sometimes OJT placements lead to hiiimt@ unsubsidized employment positions within
the same organization as a result, according to program staff, of the organization appreciating the
value of the person they have invested time in training during the OJT experience.

Job Clubs are also held @a month as part of the SCSEP program. Job Clubs provide
participants with an opportunity to be with a group of peers of similar age and unemployment
status.

With the comprehensive approach taken by SCSEP, assistance to participants has
included assistare finding housing and the purchase of hearing aids.

PROGRAM OUTCOMES

Community service measures.The U.S. Department of Labor Employment and
Training Administration assesses SCSEP client participation in community service activities for
the general commutly, and the older adult community in particular. As shown in Tabi&,|%or
FY 13, a total of 564 SCSEP participants provided 268,553 hours of community service at host
agencies (subsidized at minimum wage).

Table IV-2. Participation in SCSEP Community ®rvice Assignments for FY 2013

Community Service # of Participants # of Hours Avg Hrs Per
Assignments Participant
General community 387 (69%) 184,707 452 hrs
Older adult community 177 (31%) 83,846 448 hrs
Total community 564 (100%) 268,553 451 hrs

Source: SCSEP Annual Progress Reports (SFY 2013) submitted to U.S. Department o
Employment and Training Administration.

Reasons for SCSEP program exitThere were 207 SCSEP participants who exited the
program in FY 2013. Besides unsubsidized eymlent, SCSEP patrticipants left the program for
other reasons such as reaching the 48 month lifetime program time limit, and medical/health
related reasons (Table 48). Out of the 102 participants who completed the program (those who
exited for unsubsided employment plus those who reached thend@th program time limit
without finding a job), 60 (59 percent) became employed.
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Table IV-3. Reason for SCSEP Program Exit: FY 2013
Reason for SCSEP Program Exit: Number Percent
Unsubsidized employment 60 29%
Reached 48nonth program time limit 42 20%
Medical/healthrelated reason 61 29%
Voluntarily left program (remained unemployed) 14 7%
For cause 21 10%
Othef 9 4%
Total 207 9996’
%ther includes moved, deceased, and family care obligations.
*Total percent does not total to 100% due to rounding.
Source: State Department on Aging personnel.

Core performance measuresThe U.S. Department of Labor Employment and Training
Administration established six core performance measures for all SCSEP programs. The
measures include the percent that exited the program with unsubsidized employment and
employment retention.

SCSEP exiers with unsubsidized employment.Program staff noted that SCSEP
participants who were successful in becoming employed had the following characteristics:

1 more marketable (they were willing to gain the necessary familiarity with
computers);

had updated sks;

were selfmotivated, wanted to get a job;

were willing to put in the time, wanted to succeed; and

they may have had fewer barriers when they entered the program (e.g., had a
car, other resources).
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Table IV-4 shows the barriers identified for the 6Gtmdpants who left the program for
unsubsidized employment. In general, for those who exit with an outcome of unsubsidized
employment, program staff estimates it takes approximately two years for participants to reach
this goal.

Among the SCSEP exitershw left for unsubsidized employment, two of the most
prevalent barriers these individuals faced were homelessness or risk of homelessness, and low
literacy skills. In comparison to all SCSEP participants, those who left for unsubsidized
employment were laslikely to have low/severely low employment prospects, or to be a veteran.

65



However, many of the other barriers, including homeless or at risk of homelessness, were just as
likely to be found in those participants who exited with unsubsidized employment.

Table IV-4. Barriers to Employment for SCSEP Exiters to Unsubsidized Employment vs.
All FY 13 Participants
Exited with All Participants
Unsubsidized (N=566)
Employment (N=60)
Barrier Number | Percent] Number | Percent
Homeless or at risk of homelessness 21 35% 155 27%
Low literacy skills 20 33% 198 35%
Disability 10 17% 114 20%
Low/Severely low employment prospects 10 17% 531 94%
Displaced homemaker 7 12% 66 12%
Limited English 6 10% 77 14%
Veteran 1 2% 63 11%
No Barriers 15 25% unknown
Source: Stat®epartment on Aging.

Overall, the average number of barriers to employment for SCSEP participants was 2.5 in
FY 13.

Employment retention. Of the 60 who secured unsubsidized employment, 84 percent
were still employed nine months later. In addition, 82ebcent were still employed one year
after exiting the program with unsubsidized employment.

COST EFFECTIVENESS ANALYSIS

Cost. As described earlier, the SCSEP program is federally funded, with the three
Connecticut grantees receiving a total of $4,783i897Y 13.

Benefit. In FY 13, there were 60 out of the 1pebgram exiters who left for unsubsidized
employment %9 percentlas opposed to having reached themd@th program time limitGiven
that SCSEP attempts to reach many of the hardest to employadidés, this employment rate
may represent great success.

Cost per reemployed program participant. Combining the cost and benefit
information, it is estimated to have cost $79,718 for each of the 60 SCSEP program exiters who
became employed in FY 13 ($83,097 / 60).
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Chapter V

Evaluation of Higher Education Assistance to Target Population

This chapter evaluates higher education programs available to assist older workers with
reentry into the workforce, withpar t i cul ar emphasis on the st a
workforce development is ceatrto their founding missionsdfwo additional programs at the
university level, however, were identified as being particularly successful in serving a large
proportionof older workers and therefore are also included in the assessment.

OVERVIEW OF COMMUNIT Y COLLEGE SYSTEM

Community colleges educate almost half of the country's undergraduate students,
providing open access to postsecondary education, preparing studemgn$fer to fowyear
institutions, providing workforce development and skills training, and offering noncredit
programs ranging from English as a second language to skills retraining to community
enrichment pograms or cultural activitiedEsach communit college is a distinct educational
institution with its own mission, linked by the shared goals of sxand serviceOpen
admissions and the low tuition fees are among the practices they have in common.

Connecti cut éysar puldigdoliege astem waws oreated in 1965 to promote
access to higher educati on o penandt fornai skilee s a n c
workforce. Community colleges provide two types of educational programs: credit and
noncredit. Credit programs lead to associaterekegyor certificates and require a high school
diploma or GED for admission. Only faredit course tuition and expenses are eligible for Pell
grant financial supporAdmission to noncredit courses at community colleges does not require a
secondary schoatredential but there may be other prerequisites for certain classes. Noncredit
courses can be generally classified as either workforce or personal development.

Connecticut's 12 twgyear public colleges are:

Asnuntuck (Enfield), 1 Northwestern Connecticut
Capital (Hartford), (Winsted),

Gateway (New Haven), Norwalk (Norwalk),
Housatonic (Bridgeport), Quinebaug ValleyDanielson),
Manchester (Manchester), Three Rivers (Norwich), and
Middlesex (Middletown), Tunxis (Farmington).
Naugatuck Valley (Waterbury),

E
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Mandated since 1989, C.G.S. Sec.-IBarequires each of the 12 community colleges
have a regional advisory board. The president of each college recommends individbels to t
board, which must be representative of the geographic area served. The purpose of each board is
to advise the college about appropriate educational programs to meet the needs of its community.
In addition, each community college professional programah&ogram Advisory Council.
Advisory councils are composed of employers and industry leaders who help the college stay
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aware of the needs of its regional businesses in a particular program area. The councils offer
input to program curriculum and are centrated in the professions, business, and financial

4
areas.

ENROLLMENT TRENDS

BOR data show that only a small fraction of the higher education system is used by
students age 50 or older to pursue crbdded degree and certificate programs. -biealit
programs, however especially at the community college leviereflect higherutilization by
older studentsln 2011, 31,067 students participated in {toedit coursework system wide, of
which an estimated 30 percent were age 50 or 8dBame community alleges report ean
higher utilization. For example, of the 3,300 namedit workforce seats at Manchester
Community College in 2022013, more than half were students age 45 and olderchuoiit
courses at Norwalk Community College garnering more thapebfent enrollment by students
over age 50 all share one thing in comrmaomputer technology.

Non-credit programs do not lead to formal awards, so students are not eligible for federal
Title IV/Pell Grant financial aid=or more than five yearson-credit program enroliments at the
community colleges have declined, likely due in part to decreasing state funding resulting in
increased costs to individual studeffts.

ASSESSMENT PRACTICES

The wide variety of nofmredit programming has resulted inamsistencies in monitoring
program effetiveness, if measured at aflor example, some programs register students upon
completion of the course, thusarestimating completion ratestom 20052012 completion job
placement, and wage data was availablesistently for only 11 percent of participants, due to
their involvement in federally funded programs with reporting requireniénts.

It should be noted the Department of Labo
Board of Regents and the State DepartneéiEducation to institute a pilot program permitting
the linking of student records across thé RO spectrum and DOL wage records siudents
enter the workforceThi s fil ongi tudi nal data systemo wil |
outcomes in the eatation system with success in the workforce, while protecting the
confi(ggzntial information of individuals. The pilot is scheduled for implementation in August of
2013:

RECENT RELEVANT LEGISLATION

Special Act 1317 (AAC NonDegree Certificate Programs arftkchnical Training
Courses Provided By The Regional Commuddigchnical Colleges And A Report On The

842009 PRI report Alignmert of Postsecondary Education and Employment, P. 54.

% Board of Regents for Higher Education October 3, 2013 PRI public hearing testimony

82013 RBA Report Caril Non-Degree Vocational Training Programs (Board of Regents: Community Colleges)
872013 RBA Reptt Cardi Non-Degree Vocational Training Programs (Board of Regents: Community Colleges)
82013 RBA Report Cardl Labor Market Information (CT Department of Labor)
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Budget, Expenditures, And Revenues Of The Constituent Units) requires the Office of Higher
Education, in consultation with the 8al of Regents for Highdtducdion, to develop a list of
nondegree certificate programs and technical training courses offered by the community
colleges that directly correlate with workforce shortage areas in the state and report to the
|l egi sl atureds hi ghydqnuargd20t4at i on committee

ASSESSMENT OF PROGRAVIS: MANUFACTURING TECHNO LOGY CENTERS

Established in 1998, the Advanced Manufacturing Technology Center at Asnuntuck
Community College (Enfield) has served as a model for the recent creation of three additional
manufaturing centers located at Housatonic Community College (Bridgeport), Naugatuck
Valley Community College (Waterbury), an®Quinebaug Valley Community College
(Danielson). Following a solicitation for proposals, these colleges were selected by the Board of
Regents for Higher Education (BOR) based on their ability to establish or expand manufacturing
technology programs and their commitrh& precision manufacturinghe BOR plans to create
a statewide advisory panel to support angidg the manufacturing center3he new
Manufacturing Centers oped their doors in August 201Zhe four Advanced Manufacturing
Technology Programs prepare students for a career in manufacturing by providing classroom
instruction, computer, and hands training in a lab environment.

Funding

State bond funding of $17.8 million ($8.9 million in each of FY 12 and FYfdi3)he
development of the three manufacturing centers was providedtfoe bipartisan Jobs Bill (P.A.
11-1, October Special Sessionyjtended to encourage new job creation, while developing and
strengthening the setb s wor kf or c e Thisdumding indlutes capitaleeguipment
purchases as well as the renovation and expansion of existing college facilities tmadedena
manufcturing centerAlso included in the Jobs Bill package was $2.2 million in bonding
authorization($1.1 million in each of FY 12 and FY 13)0 expand Asnunt uck¢
manufacturing program.

The tot al annual oper at i n @ggdeniedigapproximataly As nu
$1.8 million dollars, with the State contributing $790,500. The balance is earned through tuition
and a major employdunded program of incumbent worker training with companies like Pratt
and Whitney and Siksky (approximatel$300,000)T he St at ebés annual budg
each of the ng center startips is $300,0000perating costs at each community college are
anticipated to be approximately $800,000 per year once renovations and capital expansions are
completed.

Tuition, fees, books and tools for the eyear manufacturing program at Asnuntuck
Community College (ACC) costs -state students $7,050, with comparable costs at the other
community collegemanufacturing center progranfscholarships, financial aid, and Pgfiants
are available for studésm who qualify.Unemployed adults may qualify for WIA or TARA
funding. ACC also established a high school scholarship program in theZl@6school year.

89TAA, or Trade Adjustment Assistance, furate made available to workers displaced by irhpompetition and
offshore outsourcing.
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Sponsoring employers provide full paymeot tuition, fees, and bds. During the second
semester, participants are employed two days a week while continuing their studies.

Population Served

Program participants are recruited through marketing, word of mouth, and refemals fro
workforce investment board3here are no ge requirements for participants, which include
unemployed persons, dislocated workers, incumbent workers, returning veterans, high school
students exploring manufacturing ears, and oubf-school youthFor the Fall 2013 semester,
the average age for pigipants of the Advanced Manufacturing Centers is as follows:

Housatonic: 28.6 years old
Asnuntuck: 30.9 years old
Naugatuck Valley: 33.5 years old
Quinebaugvalley:  39.5 years old

All students need to complete the program information packagedmdssions process. Once
admitted, students are required to maintain a grade of "C" in each program course for
advancement in the program.

Program Description

The Advanced Manufacturing Technology Program consists of two certificates, Basic
Level | and Adanced Level Il.The standard core curriculum is a thiftye hour per week,
thirty-four college credits program designed to provide students with the manufacturing skills
needed by today's manufacturers. Students spend approximately half their timelastinoom
and half engaged in hands activities and can choose between a day and night schedule.
Students can earn industry recognized credentials via ayeame certificate, a twgear
associate's degree, or transfer to a-fmar univergy for a Bachelor of Scienceinternships at
manufacturing companigsboth paid and unpaidare available for qualified students meeting
attendance standards and course prerequidiygscally, scholarship students are paid interns,
earning $12 per hour for two w16 hours each weekhe timeframe is typically eight to 10
weeks in the second semestBislocated workers generally take unpaid internships to avoid
complications with their unemployment insurance compensation status.

The Basic Manufacturing: Machine Level Technology | Certificate(16 credits) provides
essential entry level skills by combining theory with haadgractice. Students receive a
thorough grounding in Computer Aided Design (CAD), blueprint readingahufacturing
machining- drill press and saw, grinding, benchwork, lathe I, milling I, and Computer Numeric
Control (CNC) .

The Advanced Manufacturing: Machine Level Technology Il Certificate (18 credits) is
designed to provide students with the adesh manufacturing skills for those seeking
employment in machine technology and Computer Numerical Control (CNC) manufacturing
environments. Building on the skills developed in the Basic Manufacturing: Machine Level |
Technology Certificate, students demel advanced manufacturing skills in mathematics,
blueprint reading Il, principles of quality control, lathe 1I, milling 1l, and CNC II.

70



In addition, norcredit instruction in Metrologl, Lean Manufacturing, Math, Computer
Applications, Careers in Manufacing, Solid Works, and Coordinate Measuring Machine
(CMM) are incorporated into the program.

Housatonic Community College (HCC)

Housatonic has developed a 2,4fuarefoot stateof-the-art manufacturing lab for
credit and norcredit programs. The HCC Adnced Manufacturing Center includes computer
labs, milling and lathe machines, CNC machines, rapid prototypers, a welding @atter,
engineering design studidChis expansion enables the college to significantly broaden its
technology programs and cours#erings.

HCC plans to upgrade the manufacturing laboratories at its partner vocéticmalal
schools (Platt Technical Hi gh Sicdl dighlSchoohin Mi | f o
Ansonia).The college delivers its manufacturing processes eaarshe evening at Platt Tech,
while O6Brien Tech is working with HCC to st
collegereadinessI n addi ti on, through iits @ABridgeso h
created a link with all comprehensivedatechnical high schools in its 11 town service region
offering workshops and providing opportunities for curriculum alignment.

Naugatuck Valley Community College (NVCC)

The center was planned for a student enrollment increase of 100 percent in two years
(approximately 90 enrollees) and another 100 percent in five \egmsroximately 180
enrollees). As a result, NVCC anticipates purchasing additional additive manufacturing
machines, mills, new water jet stations and additional CNC equipment.

The NVCC Commnity and Economic Development Division will also provide
complementary nowredit courses so manufacturing students will be-medpared to enter the
workplace as effective employees with manufacturing knowledge and skills. In addition, close
collaborao ns wi th NVCCO6s Job Pl acement Center an
Investment Board will provide students with internships and industry partnerships producing
highly skilled graduates.

Quinebaugvalley Community College (QVCC)

QVCCO6s Ma n udchmadgyCenter gncompasses the renovation and expansion
of its manufacturing laboratory into three distinct areas totaling approximately 5,300-fxptare
The center delivers advanced manufacturing education focused on CNC machining and
programming, quiy inspection and metrology, and mechatrofic§he center offers paid
summer manufacturing internships and apprenticeships, as well as career placement.

In addition, QVCC and the Harvard H. Ellis Technical High School in Danielson have
partnered to ense adequate capacity for the CNC Machining and Programming portion of the

% Metrology isthe scientific study of units of measurement.
! Mechatronicaunites the principles of mechanics, electronics, and computing.
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center. The combined Manufacturing Technology Centers at both QVCC and Ellis Tech will
have the capacity to serve 300 to 400 students annually.

Outcomes
Asnuntuck Community College

More than 1,000 stwudents have graduated
have transitioned to the private sector with the technological abilities that benefit local industry.
ACCOGs technology programs typi cpldcd 9 pegcenaaf uat e
its graduates within three month&ntry level employment for manufacturing technology
graduates provide incomes rangingnfrds35,000 to $40,000 annuallfable -1 contains
information on the number of CMT graduates by age for the last three years.

Table V-1. Asnuntuck Community College

Manufacturing Technology Center Graduates by Age
ACC MFG Class '11 Class '12 Class '13
Age # % # % # %
1822 10 15% 26 30% 51 34%
2329 5 7% 15 17% 32 21%
30-39 11 16% 16 18% 14 9%
40-49 15 22% 13 15% 20 13%
50+ 26 39% 18 20% 35 23%
Total 67 88 152
*|f a student received more than one certificate or degree in the San
year, the student is only counted oncéislher age category. Inmates
and nonCMT run awards were excluded.

Table \£2 provides participation and outcome data for Asnuntuck Manufacturing students age 50
and older.

Table V-2. Asnuntuck Community College
Manufacturing Technology Center Data forParticipants
50 and Older

YEAR | YEAR YEAR
50+ Students 2011 2012 2013
Enroliments 32 22 38
Graduates 26 18 35
Graduation Rate 81.3% | 81.8% 92.1%
Placed 22 16 31
Placement Rate 84.6% | 88.9% 88.6%

72



The three new manufacturing centers are responsible for providing these same outcome measures
owhich include students graduating from the
manufacturing industry.

Housatonic Community College (HCC)

Enrollmenti n HCCOG6s technical programs has incre:
provide pathways for students interested in engineering, manufacturing and technology to
transfer to fowyear programs at Central Connecticut State University, the University o
Connecticut, and Fairfield University.

Naugatuck Valley Community College (NVCC)

Current enrollment and graduation trends indicate a resurgeM¢CC manufacturing
programs.There has been a 425 percent increase in the number of students enrolled in
manufacturing certificate programs between 2006 and 2010.

Quinebaugvalley Community College (QVCC)

Since the fall of 2005, QVCC has had an enrollment increase of 32 percent for
manufacturing majors and achieved 100 percent successful manufacturingagelngnht or
university transfer for its manufacturing graduates.

Cost Effectiveness Analysis

Cost. After accounting for revenues from tuition and empleygrded training programs, net
operating costs for the Asnuntuck Manufacturing Technology Centeedd@P0,500 in FY 13.

Outcome. Ther e were 152 graduates in 2013 from A
Center, of which approximately 90 percent were placed in employment for a total of
approximately 137 job placements.

Cost per reemployed program paricipant. It is estimated to cost $5,770 for each of the 137
participants at Asnuntuck Manufacturing Center who became employed ($790,500 / 137).

ASSESSMENT OF PROGRAVIS: PLUS 50 INITIATIVE

Organized in 2008 by the American Association of Community Cal¢gACC), the
Plus 50 Initiative is a national project to benchmark the most current and innovative programs at
community colleges that gage learners age 50 and ovesignificant aspect of this initiative is
to facilitate information sharing and bestagtices in serving the unique instructional and
academic spport needs of older learnerShe project is focused on workforce training and
preparing the 50 plus population for new car
have recently joined thiinitiativei Middlesex, Naugatuck, and Norwalk.
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Funding

Due to its early record of success, the program has continually attracted new grant
funding and interest fromdditional community collegesn addition to grant funds (typically
$15,000 per award)participating colleges gain access to marketing materials, evaluation
expertise, a Webased planning and implementation process, toolkits, and resource materials.

The Plus 50 Initiative

The project began in 2008 with a thwgesar $3.2 million grant &m The Atlantic
Philanthropies and involved 15 community colleges chosen by a competitive RFP process.

The Plus 50 Completion Strategy

Leveraging funding from The Atlantic Philanthropies, Lumina Foundation supported this
expansion with $800,000 in fundjrover four years.

The Plus 50 Encore Completion Program

This project is tripling in size the Plus 50 Initiative to 100 community colleges from 2012
to 2015. A $3.2 million grant provided by Deerbrook Charitable Trust supports this expansion.
The $15,000grant funding will provide these new plus 50 colleges with tools and resources,
funds and expertise needed to build successful plus 50 programs.

Population Served

Through the original program and the subsequent expansions the Plus 50 Initiative has
served more than 32,580 community college students age 50 and older nationwide.

Program Description

The Plus 50 Initiative

The Plus 50 Initiative invests in communibolleges to create or expand campus
programs tht engage the plus 50 studehhe project began with a focus on learning, training
and retraining, and civic engagement however quickijooéed in 2009 as a result of the
economic recession to focus on wiorke training and preparing for new careers. This first
expansion welcomed an additional 12 colleges to the initiative.

The Plus 50 Completion Strategy

From 2010 to 2014, the second expansion has focused on increasing the number of 50
plus students, eecially those with prior college credits, to complete degrees, certificates or not
for-credit credentials in higkialue occupations that can help them getdiTo leverage
resources as efficiently as possible, the initiative employed a peer learnimyg) timatdprovides
community colleges the opportunity to share knowledge on starting and sustaining quality
educational programs for plus 50 students.
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The Plus 50 Encore Completion Program

From 2012 to 2015, the third and most recent initiative expansios & triple
participation to 100 community colleges and help 10,000 baby boomers eafrahigtdegrees
or certificates in fields that give back (education, health care, social services) and ard diring.
increase capacity, AACC consolidated its modeto a Webbased, Sstep planning and
implementation procesdarticipating colleges offer skill updates to prepare older adults to
transition into careers such as pharmacy technicians, clinical dental assistants, early childhood
educators, medical billingnd coding specialists, certified nursing assistants, substance abuse
counselors, adult basic education instructors, human resources specialists, and positions in other
in-demand fields.

Recently, three Connecticut community colleges applied and weaestko join the initiative:

1 Middlesex Community College (2013Yhe college prepares older adults for careers as
certified nursing aides, medical billing and coding specialists, ophthalmic medical
assistants, patient care technologists, and pharmduayi¢en assistants.

1 Naugatuck Valley Community College (2023)he college prepares plus 50 adults for
careers in human services and social work, nursing, and early childhood education.

1 Norwalk Community College (2012)The collegeprepares older adults for such careers
as medical or dental assistants, home health aides, nursing assistants, and child
development associates.

Outcomes

Due to recent implementation, outcomes data for the three Connecticut community
colleges is not yedvailable.

At the national level, AACC engaged an independent evaluator to measure college
grantees implementation progress and participant satisfaction. Grantee successes and challenges,
as well as information on practices contributing to plus 50 stsleaesses, are provided for use
by other community colleges.

During the first three years of the initiative, the number of workforce training courses that
were targeted specifically to plus 50 students increased dramaticélym 54 to 1,147.
Evaluatorsfound that enrollment in courses associated with the Plus 50 program more than
doubl ed, increasing by more than 15,000 stud
second year. About 90 percent of plus 50 students in workforce training programthagtieeir
plus 50 courses have helped them acquire new skills or improve upon their current job skills.
Seventytwo percent of students agreed that their workforce training program had helped them
get hired for a job.

The primary goal of the Plus 50 Colefion Strategy is that grantee community colleges
would serve 9,000 adult students over the age of 50 across four years, with 3,600 (40%)
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completing a degree, certificate, or {fiot-credit certificate. To date, evaluators found that the
colleges involvedn the Plus 50 Completion Strategy have exceeded those goals, as they have
served 16,507 plus 50 students, and 7,192 (44%) of these students have completed a degree or
credential. Furthermore, of the 12 colleges able to collect employment data, 715efdtuelents

have secured employmentnee completing their programThis number significantly
undercounts employment outcomes, even within this 12 college subset due to difficulty of
obtaining job placement information after students complete their pragrgn

Best Practices

The early colleges involved in the initiative learned a great deal about how colleges could
better engage and support 50 plus students (as well as students of all ages), which are
documented iThe Plus 50 Initiative: Standards of Excellence

1 Offer learnercentered programming
o Tailor instructional delivery to meet the needs of plus 50 students
A Examples iclude accelerated courses plus 50 students who neeetere
the job market quickly, flexible scheduling options to accommodate work and
family demands, and providing online/distance learning courses to increase
accessibility and allow students to pregs at their own pace
0 Take into account the learning styles of the plus 50 student
A For example, encourage instructors to make classes more interactive

1 Promising Practice: Career Changers Course
o Offer a short course for plus 50 students that prowdeser exploration and
assessment tools, and provides students access to occupational trend projections and
data on employer demand in the local labor market

1T Learner Support Services offer a wide range
o Additional serviceshat enable a plus 50 learner to more easily navigate the
community college system including new student orientations for plus 50 students;
registration support; or guidance to sources of financial aid

1 Provide accessible and accommodating materials ancbaments:

o Ensure physical comfort and accessibility by leveraging the technology at the
colleged for example, using smart rooms with technological supports, such as dual
monitors and microphones and speakers, enhances audio and visual content

o Be mindful oftransportation access and optid@rshoose event and course locations
close to public transportation or provide transportation services to facilitate plus 50
studentsdéd access to courses and services

o Make community college more affordadlé possible, offedirect financial aid.
Design referrals to sources of financial aid and financial assistance workshops that are
tailored to plus 50 students

Also, data on program effectiveness are not presently available to measure performanee of non
credit vocational prgrams, particularly in regards to the primary goal of attaining employment.
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ASSESSMENT OF PROGRAVIS: ENCORE!HARTFORD (UCO NN)

Encore!Hartford is a program of the University of Connecticut Department of Public
Policy Nonprofit Leadership Program (UConn NLBstablished in 2010, Encore!Hartford was
designed to achieve two goals: theerenp | oy me nt of Connecticut os
public service professionals and the filling of professideatl and managerial human resource
needs of Conititesectori cut s nonpr o

The program was designed and implemented in partnership with Leadership Greater
Hartford, Connecticut Department of Labor, Capital Workforce ParfAe2dWorks™ United
Way of Central and Northeastern Connecticut, Connecticut Association rgirdfits, Jewish
Family Services, over 100 nonprofit partners and its newest paftABP ConnecticutThe 16
week training program consists of 64 hours of educational training held at diffeneptofit
agencies with facilitation by experienced nonprofit professionals and consultants followed by an
8-week fellowship project at a nonprofit in professicleaiel management.

Funding

The current program fee is $2,850 per particifaApproximatey half of each class has
paid this fee oubf-pocket, while the remaining half has been eligible for full scholarships
through the Wrkforce Investment Act (WIA)For scholarship consideration participants must
first apply for WIA eligibility at his or hedocal OneStop.In addition, AARP Connecticut is
providing a total of $8,000 in financial assistance for up to five Fairfield County residents who
have beeraccepted into the 2014 Clagsnal financial assistance from AARP CT awards may
be for te full a partial program feeAwards will be determined by a university review
committee based on merit and financial need.

Direct costs to the program arpproximately $35,000 per yedndirect costs include
staff salaries and benefits, office spaetgctricity, and administrative support and are also
estimated at approximately $35,000hus, the total program cost is an estimated $70,000
annually. Each Encore!Hartford class has generated sufficient revenue, comprised of student
course fee® andorgarization fellowship host fees ($100 to $300 each based on a sliding scale),
to cover the cost of the program.

Population Served

Although there are no age requirements, the program is targeted-716 vi€arold
unemployed or underemployed rudreer and trational retirememtaged professionals. These
former corporate and public service professionals hear about the program through media
coverage, referrals from partners and word of molibhdate participant ages have ranged from
35 to 72, with the majoritpf participants being over age 50 amtemployed for over one year.
Chosen through a competitive application and selection process based on thegtslalhd

2 North Central Connecticut Workforce Investment Board

9 Onestop career guidance and training center

% Due to projected increased costs it is anticipated that the program fee will increase to $3,000 after the upcoming
Spring 2014 class.

% Maximum 25 participants x $2,850 = $71,250.
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potential for success in the nonprofit sector, a maximum of 25 candidates atedséeche
program each yeaMVhile Encore!Hartford currently receives more applications than it can
serve, program staff estimate replication in another area of the state is feasible with the addition
of one fulttime staff member.

Program Description

Encore!Hartfordassists unemployed corporate professionals transition their skill sets and
experience into successful professional and managerial employment in the nonprofifTéector.
64-hour classrom component of the program focuses on the similarities as well as differences in
best practices between corporate and nonprofit business management. Beginning in March of
each year, the fothiour classes medwice a week for two monthd opics covered iclude
nonprofit leadership, program management, finance, governance, funding strategies,
organizational management, program outcome measurement, and job search strategies. Using a
practitionerbased learning model, each session is facilitated by seasonpdbfit executives
and expert ansultants serving the sectdro ai d i n the participantso
classes are hosted in a diverse selection of nonprofit agencies.

The capstone of the program is a tmonth, 3Ghour per week unpaid fellgship,
scheduled from mid\pril to mid-June at a Connecticut nonprofit. Encore Fellows are carefully
matched with a vetted host nonprofit to work on a professienal project that meets the career
goals of the fellow and the specific needs of the ndipsoganization. During the fellowship
period, fellows meet as a group, facilitated by the Nonprofit Leadership Program, tastare
process their experiencels. a few cases, a fellow becomes employed with the organization
where the fellow completed his her project, however this is an expectation.

Networking is emphsized throughout the prograRarticipants select organizations from
a wide range of identified nonprofits including those representing the arts, culture and history,
social services, yohitand education, health, and environment as informational contacts.

Upon completion of both the education and fellowship components, graduates work with
program staff to prepare and connect with employment opportunities. As the program has gained
recogniton, staff has been routinely contacted about job openings, asking if there are any
Encore!Hartford graduates who might be suitable for the position. Thr@IdNorks WIA
participants are provided with a reemployment coach and job developer for assisidnce
updating résumés, interview coaching, and job placement.

Outcomes

Since it began in 2010, Encore!Hartford has enrolled and graduated 93 participants
resulting in a 100% graduation rate for each of the four ceteglprogram year3he average
overall (full-time and partime) employment rate for the 70 who graduated in 2010 through 2012
is 87 percent. Average fulilme employment for the 2010 to 2012 graduates is 67 percent, with a
96 percent retention rat® As of November, 12 of 23 graduates frone thune 2013 class have
been employed (7 fulime, 5 partime) within five months for an employment rate of 52

% The full-time retentiorrate assesses retention at any job at a nonprofit (if someone moved around to several jobs
at nonprofits, that would still count as job retention, as long as the person is working at a job.
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percentFactoring in this newest class, the average overaltt{fo# and partime) employment
rate for the 93 graduating from 2010 to 20438.5 percent.

In addition to employment outcomes, surveys are used to gauge program satisfaction and
make necessary improvements each ydarcore Fellows are asked to complete three
comprehensive evaluations: two focused on the classroom componeafpobginam and one on
the fellowship. Encore Fellowship Hosts are asked to complete one comprehensive evaluation
covering their experience as a host organization.

Cost Effectiveness Analysis

Cost. Costs for the Encore!Hartford program astimated at $7000 per yearThe program has
run for four years.

Outcome. 78.5 percent of graduates (73 of 93) have been placed Hinfell or pat-time
employment (2012013). Thus, the average annual number of program letenpwho became
employed is 18

Cost per reemployed program participant. Combining the cost and primary outcome
information for the past four years, it is estimated to cost a total of $3,836 for each of the
participants who became employed ($70,000 x 4 yrs = $280,000) / 73 job placements).

ASSESSMENT OF PROGRAMS: ADVANCED LEADERSHIP TRAINING PROGRAM
(CCSU)

The result of a collaboration between the Central Connecticut State University Institute of
Business Development (ITBB)and Capital Workforce Partnéfsthe Advanced Leadership
Training Progranequips and empowers dislocated professionals to transition into leadardhip
upper management positiond.he program covers five modules: Six Sigma, Project
Management, Emotional Intelligence, Lean Enterprise, affdC2htury Leadership.

Funding

National Emergency Grant (NE®B)funds were utilized to cover the cost of tuition
(approximately $6,000) for a package of training courses at the ITBD, resulting in-o& out
pocket costs to student participantalthough these NEG funds have expired, tmalividual
courses are still availablerthugh the ITBD.Students may be eligible for WIA funding through
their workforce development boartd.not eligible, tuition costs are paid eof-pocket.

" Since 1986, ITBD has been supporting Connecticut businessesgamizations by providing a full spectrum of

training, technology, and manufacturing process assistance, government procurement services, small business
development, and conferencing services.

BCWP is the workforce i nve shCentraitegoh.oard for Connecticut (
9 National Emergency Grants (NEGs) temporarily expand the service capacity of Workforce Investment Act

Dislocated Worker training and employment programs at the state and local levels by providing funding assistance

in response to largenexpected economic events that cause significant job losses.
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Population Served

The i1 deal candi datgees or lequivadent axpeBemae,heenplaymedts
experience in insurance, banking, finance, information technology and/or manufacturing, and are
seeking management positions witliheir respective industrieShere are no age requirements;
however, participantsh the NEGfunded (now expired) Advanced LeadersRippgram had to
be unemployedAdmission to courses is on a rolling basis, with classes held once a sufficient (at
least 68) number of students has enrolled.

Program Description

This 12week, graduatéevel training program is designed to equip participants with the
knowledge, skills, and abilities needed to succeed in transitioning into management positions.
Training modules include:

Six Sigma
1 Six Sigma Black Belt Certification assists individuals imigeable to utilize statistical
tools and measures to reduce and control
The format allows participants to work on projects between classes, either individually or
in teams, utilizing the tools learned.
1 Fifteenday course.
1 $2,495
Project Management
1 The objective of this program is to provide project leaders with planning skills, and the
confidence to effectively manage project teams of one or tweewgn when there is
little formal authority over humaand other resources. This workshop is highly
interactive and discussiarriented. Participants are encouraged to plan ateear
project that they will manage.
1 Threeday course
1 $995

Lean Enterprise
1 The focus of Lean Enterprise is to reduce waste imbgsiprocesses, improve lead times
and ontime-delivery, reduce inventory levels, cut costs and provide better customer
service. Students learn the methods to implement Lean Enterprise process improvement
in organizations.
1 Fourday course
7 $1,195

21st Centiry Leadership
1 A threeday course covering the following topics:
0 Leading the Organization

de

o Leadership 6Presence6 and I nterpersonal
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Setting Expectations to Enable Performance
Managing and Improving Performance
Developing Your OrganizatioRfomoting Teamwork
$695

o O 0O

Since the training program meets the education requirements for Six Sigma Black Belt
and Project Management Instituteds Project Ma
who complete the program obtairdemand managemecredentials.

Outcomeg®

Data were not readily available for trainees funded with National Emergency Grant
money, althought was collectedOf the 95 dislocated workers trained at ITBD between April
2009 and April 2013 under regular WIA Dislocated Worfkerding:

95 were trained

72 reported employmeint76%

60 reported working 37 hours/week or mor@5% of employment

11 reported an hourly wage of $50 or more (annualized salary $104)j006%)

11 reported an hourly wage of $3847 (annualized salary$80,000+)i 15%

9 reported an hourly wage of $3836 (annualized salary = $62,40$74,880) 13%
17 reported an hourly wage of $2828 (annualized salary = $41,60858,240)i 24%
23 reported an hourly wage less than $20 (annualized salary belgg0@4133%

1 personeported hours but not the wage

The averageeported hourly wage was $28.38

=4 =4 -0_-9_49_95_95_42_2._-2-

Cost Effectiveness Analysis

Cost. Costs for the Advanced Leadership Training program are estimated at $6,000 per
participant.There were 95 participants fortatal cost of $570,00Q0or 24 participants annually
for an annual cost of $142,500)

Outcome. 76 percent of graduates (72 of 95) reported employnidnts, the average annual
number of program completers who became employed is 18.

Cost per reemployed progam participant. Combining the cost and primary outcome
information, it is estimated to cost a total of $7,916 for each of the participants who became
employed ($570,000 / 72 employed).

1% Outcomes data provided by Capital Workforce Partners.
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Chapter VI

Potential Use of Technical High Schools as a Resource for Older Worker
Retraining

This chapter evaluates the stateds techni
reemployment of older workerCurrent uses for adulearners, after hours use and potential
collaborative opportunities are discussed.

The Connecticut Technical High School System (CTHSS) consists of seventeen technical
high schools located throughout the state, one technical education center locatstbin a8l
two aviation centers (Hartford and Stratford) (FigurelY.l The mission of the Connecticut
Technical Hi gh School System is to Aprovide
environment that: ensures both student academic success, anted¢rad#dgy mastery and
instills a zest for lifelong learning; prepares students for-pesbndary education, including
apprenticeships, and immediate productive employment; and responds to employers' and
industries' current and emerging and changing ghabakforce needs and expectations through
busi ness/ sc h d’Technical highrsehooks berve tsoth éraditieaged high school
students and adult students (pbith school graduates).

Like the community colleges, each career cluster withintélenical high schools is
statutorily required to have an industry advisory commifteédvisory committees assist in
establishing specific skills standards, curriculum and a career ladder.

FUNDING & GOVERNANCE

The state of Connecticut funds and operdtes ConnecticufTechnical High School
System.High school tudents attend free of chargBuition costs for adult students for 2012
2013 are $3,500 for a-ylear program and $4,100 for the 1.5 year LPN prodfarThe
Connecticut Technical High School Systeffers financing options includirg:

Title IV/Pell Granti may be available to eligible futime students;

tuition waiversare available for veterans, students age 62 and over (subject to seat
availability), and students enrolled in the Certified Nurssigtant program that are
experiencing financial hardship;

1 funding from other state agencig®. Dept. of Labor via WIA); and

1 G.l. Bill Veteran Education Benefits

il
il

Alternatively, adult students can also apply for a private student loan or inquire in their
communities about local scholarships and grants.

101 hitp://www.cttech.org/central/abeus/mission.htmAccessed on Namber 4, 2013.
192CGs Sec. 424qgg.

193 CTTHS 20112012 Gainful Employment Disclosures

104 http://www.cttech.org/AdultED/indeEinanciatAid.htm Accessed oNovember 292013.
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Until FY 13 the CTHSS was under the jurisdiction of the Connecticut State Board of
Education, which appointed four of its members to the CTiE88mittee. Effective July 1,
2012, in accordance with Public Act-126, a new ldnember Connecticut Technical High
School System Board was createthe new board includes members from education and
industry as well as the commissioners from the DeparsnehtLabor and Economic and
Community Development.

POPULATION SERVED

In 201213, a total of 11,195 students were enrolled in technical high schools: 10,652 (95
percent) secondary students were enrolled full time and an additional 96 (1 percent) secondary
students were enrolled in Bristol Technical Education Center (TEC) (11th and 12th graders
only), and 447 (4 percent) adult students were enrolled in programs across the district, as of
October 2012. The only general requirement for adult students is adhglol diploma or its
equivalent.

PROGRAM DESCRIPTION

Current Uses

Technical program relevance is ensured through an extensive network of technology
advisory committees, assessments and adaptive response to the implementation of emerging
technologies of the workplac&he secondary school program offers 30 trade/technologies,
however not all programs are available at each school (Takl¢. Vhe median number of trade
programs available at any @ secondary school is eleverhe tradegchnologies with the
most number of shop locations are as follows:

Culinary Arts (17)
Automotive Technology (17)
Carpentry (16)

Electrical (16)
Hairdressing/Barbering (14)

Manufacturing Technology (13)
Plumbing andHeating (12)

Computer Aided Drafting & Design (11)
Heating, Ventilation & A/C (10)

0 Automotive Collision Repair &
Refinishing (9)

arwnE
'—‘“990.\'.@

Adult students are offered feime postsecondary day programs and parie evening
apprentice and exteion programs for teaining and upgrading skillsAdult full-time day
programs at Bristol TEX> are Automotive Technology, Culinary Arts, Electronics Technology,
HVAC (Heating, Ventilating and Air Conditioning), Manufacturing Technology, and Welding
and Meal Fabrication. Eligible students can qualify for the Work Based Learning Program in
which they earn wages from an ewygr in an industrial settingThe program reinforces
studentsod classroom theory with acdauasbeamx per i
credit hours toward apprenticeshi8&.Employers are required to pay the minimum wage,

195 Adult students at Bristol TEC attend classes with junior and senior high school students.
1% see Chapter Il for further discussion of the apprenticeship program.
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however many companies pay up to $14 per hour. Some students continue as a full time
employee after completing their certificate program at Bristol TEC.

There are also six aduinly day programs located amongst ten of the technical high
schools: Aviation Maintenance Technician, Certified Nursing Assistant, Dental Assistant,
Medical Assistant, Licensed Practical Nurse, and Surgical Technf¢igmening appnetice and
extension programs are currently offered at six of the tech high schools: Bristol, Bridgeport,
Danbury, Hamden, Hartford, and Norwich.

After-Hours Use

The technical high schools are at full capacity during the daytimédartraditional age
studentsFor instance, Bristol TEC gets twice as many applications as they have spaces, however
not all trade cluers are as popular as othefbus, when space is available, adult students are
accepted into trade programs, beingesuwot to exceed a 2:1 ratio of high school student to adult
student. Bristol TEC does not market its programs, so it is likely that increased awareness would
result in more interested adult students seeking admisalibn.the exception of the six schools
offering evening programming, technical high school classrooms and equipngenot used
after 3:00 pmSimilarly, facilities are not fully utilized in the summer months, with the exmept
of remedial summer schoolt should be noted that not all tecbai high schools have air
conditioning, however, and may not be suitable for usage during the summer.

Fiscal limitations, primarily related to instructor expenses, are the main challenge to
expanded use of the technical high schools for adult retrainogygns. Per CTTHS faculty
contracts, there is a 1 to 18 tearto-student classroom ratidhis ratio proved insufficient,
however, in training adult workers in the recent Jobs Funnel programs in Weatherization and
Building Analysis (see next section flurther details)The highly motivated unemployed adults
worked at a faster pace and required an additional instructor.

Identifying qualified technical instructors for afleour programming ey also prove to
be difficult. There is a requirement that teach have a minimum of eight yseof experience in
the field. However, field experience does not necessarily make someone a good tetuher
ability to manage a classroom and successfull
Current CTTHS faulty could potentially be tapped, however may already earn more after hours
as adjunct faculty at community lEges. There apparently is a significant pay differential
between high school faculty (~$27/hour) and college adjuncts (~$55/hour), makingreddit
hours spent teaching at community colleges more lucrative.

POTENTIAL COLLABORAT IVE OPPORTUNITIES

Collaborative relationships between technical high schools and their nearby community
colleges vary from school to schooCurrently only certain techrad high schools have
articulation agreements witspecific community colleges.eadership of the two systems has
recently begun working to establish articulation agreements with all of the community colleges.
For example, the Board of Regents for Higheruéadion (BOR) is spearheading the

197 Connecticut Technical High School Management Plan, January 2013.
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collaboration between the Connecticut Technical High School System and the Manufacturing
Center community colleges to determine a process for approving college credits for technical
high school graduates who graduate whtional Institute for Metalworking Skills (NIMS)
credentials®® CTTHS and BOR are also working on developing a memorandum of agreement
regarding the availability of several technical high schools to supporthaites education and
training for communitycollege programs.

A recent successful collaboration between the technical high schools and the community
colleges developed in providing Jobs Funnel programs in Weatherization and Building Analysis
to instruct unemployed adults designated by the five wockf regions in Connecticut. CTTHS
faculty designed, and students built, the mockups utilized for the program. Programs were
offered at four technical high schools (Ansonia, Bridgeport, Hartford, and Norwich) and one
commurity college (NVCC- Waterbury).Another successful collaboration exists between Ellis
Tech andQuinebaugValley Community CollegeThey have partnered to ensure adequate
capacity for the CNC Machining & Programmi ng
manufacturing center.

OUTCOMES*™

In 2012, 79 percent of the more than 2,400 technical high school graduates were eligible
for either national or state certifications and/or licensing credentials in their trade, in addition to
earning a high schodliploma and trade endorsementventy one pearent of students earned a
diploma and trade endorsement, but their trade curriculum did not have an association to a
national or st certification at that timeAccording to a survey of high school graduates four
months following graduation, 58.5% wererpuing additional education, 34.6% had entered the
workforce or armed services, and 6.9% were unemployed.

Outcomes data on adult students mad been collected until 2012f the 119 adult
student respondents, 86 students (72%) reported being employgehndral, there is a lack of
data to measure performance of adult student vocational programs, particularly in regards to the
primary goal of attaining employment.

198 College credits were previously awarded by Charter Oak regarding the NIMS credentials.
199 Connecticut Technical High School System (Dept. of Education): 2013 Program Report Card

86



L8

Figure VI-1. Connecticut Technical High Schools
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Table VI-1. Offerings at Connecticut Technical High School System 20413}
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