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Optimizing the Potential of Vermont’s Older Workers 
  
Grafton Conferences seek to provide a setting, leadership and the 
resources for decision makers, leaders and policy makers to debate 
subjects and formulate policies that will beneficially impact Vermonters 
lives and work. Since its inception in 1984 by my predecessor, Stephan 
Morse, the Grafton Conference has become a leading public policy forum 
and I am proud that we are continuing that tradition and look forward to 
many future conferences.   
 
The Windham Foundation was the proud sponsor and host of this 34th 
Grafton conference.  Additional support and sponsorship was provided 
by the Vermont Agency of Commerce and Community Development; the 
Vermont Department of Banking, Insurance, Securities and Health Care; 
the Vermont Department of Labor, the Vermont Department of Taxes; 
the Vermont Department of Health, and the AARP Administration. I 
want to thank the colleagues from several organizations who formed the 
organizing committee and designed the program, identified the 
participants and ensured the follow up on various topics after the 
conference. Most particularly thanks to Craig Stevens, of the Governor’s 
Commission on Aging, who worked selflessly to help pull the conference 
and this report together. 
 
While hoping that the outcomes of our conferences benefit Vermont it is 
important to emphasize that these reports do not represent the views, 
recommendations or aspirations of the Windham Foundations or its 
employees.   Our role is to identify critical topics and seek to bring 
together the right participants to provide an effective forum to exchange 
ideas and identify critical steps and directions. 
 
We publish these reports electronically and make them available for 
downloading through our web site at www.windham-foundation.org. You 
can also find reports of many past conferences there. For a listing of the 
conferences see Appendix 6. If you are seeking an early conference report 
that is not available on our web site, or have ideas for future conference 
topics, please contact us.   

 
Dr. John Bramley 
President/CEO 
 
The Windham Foundation 
PO Box 70, Grafton, VT  05146 
info@windham-foundation.org 



Optimizing the Potential of Vermont’s Older Workers  /  3 

Executive Summary 
 
Labor supply is a fundamental indicator of a state’s ability to prosper and 
compete in domestic and international markets. Vermont is experiencing 
significant shifts in the labor supply which will require a strategic 
approach to workforce recruitment, retention and development. While 
Vermont expects a 6.8% increase in the labor force by the year 2020, 
there will be a relative decrease in younger workers and a substantial 
increase in the older labor force.  A consequence will be a dramatic 
shortage in labor unless Vermont employers effectively use older workers. 
 
The goal of this conference was to discuss these trends and the underlying 
issues which impact engaging older Vermonters in the labor force as a 
viable alternative to their retirement.  In particular, the assembled group 
considered six topics critical to the successful of older workers.  
 

• flexible work strategies 
• work place accommodations  
• pension and other income benefits 
• health care costs 
• social security 
• workforce capability  

 
These issues formed the framework for presentations, discussions and 
small group work which was accomplished during this three day summit. 
Keynote speaker Dr. Paul Harrington, Northeastern University, started 
the process by providing an overview of the labor force trends in 
Vermont, specific strategies and opportunities for addressing labor force 
pressures, and set the stage for the discussions which followed.   
 
These discussions focused on the six key issues listed above. Each group 
developed a problem statement related to their issue, discussed goals, and 
developed an action plan, and strategies. The conference concluded with a 
large group discussion to identify top priorities, and the next steps, and 
the stakeholders to facilitate them.  Detail is provided in the body of the 
report.   
 
During the preparation of this report, the economy has worsened 
worldwide.  While a consequence is that the demand side of the equation 
has declined that is temporary. As the economy improves demand for 
workers will return. Thus, the importance of this project is   unchanged. 
The expected demographic changes will still occur, shifts in Vermont’s 
labor supply will continue, “baby boomers” will be retiring, albeit at a 
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slower pace, other older workers will still wish to work and employers will 
need a viable, trained workforce.  
 
For many Vermont companies a major consequence of the retirement of 
the “baby boom” generation will be the loss of institutional 
knowledge/experience and the challenge of succession planning. Working 
together, the summit stakeholders developed and presented a plan to 
address the barriers to older worker employment. While some barriers are 
associated federal and state legislation, rules and practices, others are 
caused by a lack of employer familiarity with programs and opportunities 
and some simply by myths and stereotypes associated with hiring the 
older workers.  
 
 
The Road to Grafton 
 
On March 11, 2005, Governor James Douglas established the Governor’s 
Commission on Healthy Aging. The Commission, Chaired by Lt. 
Governor Brian Dubie, advisory to the Governor, and is mandated to 
prepare the state for the profound demographic changes that Vermont  
faces.  
 
As an off-shoot of that Commission, Lt. Governor Dubie established a 
separate Mature Worker Initiative to study the older worker in Vermont. 
The Initiative was tasked with identifying potential state legislative and/or 
administrative rule areas that he and the Governor could embrace as part 
of their older worker agenda for the next legislative session. Initiative 
members include the Deputy Commissioner of the Department of 
Disabilities, Aging, and Independent Living, the Commissioner of the 
Department of Labor, and the Executive Director of Vermont Associates 
for Training and Development, Inc.  
 
Areas of interest include financial incentives for employers to retain older 
employees in the workforce and/or for older workers to stay or re-enter 
the labor force; unemployment insurance (UI) regulations and the effect 
of social security income on UI benefits; examining how state government 
addresses the retention of experienced staff and enables or prevents 
succession planning; public relations and communication around the 
workforce needs. The Initiatives’ recommendations for legislative action 
were presented by the Commissioner of Labor at the general meeting of 
the Governor’s Commission and are included as Appendix 1. 
 
The Windham Foundation seeks to promote and preserve Vermont’s 
rural communities through its philanthropic and educational programs 
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and its for-profit businesses. As part of its programs it has hosted over 30 
Grafton Conferences to explore critically important Vermont policy 
issues. After being approached by the Mature Worker Initiative, the 
Foundation agreed to sponsor and host a conference of key local, state 
and federal stakeholders. The intent was to help shift the state’s aging 
workforce paradigm by: 
 

1. Creating a common understanding of the opportunities and 
challenges associated with engaging an older workforce; 

2. Identifying key activities to  facilitate successful engagement of 
an  older workforce   

3. Developing strategic plans to accomplish key activities.  
 
 
Older Workers and the Labor Supply 
 
Critical changes in the labor force 
 
Labor supply is a fundamental indicator of a state’s ability to prosper and 
compete in both the domestic and international markets.  Long term 
economic viability is closely linked to the size of the labor supply and its 
age, gender and educational attainment. Vermont is experiencing 
significant shifts in the labor supply requiring a strategic approach to 
workforce recruitment, retention and development. Increases in the 25 to 
54 year old population are most closely associated with increased labor 
market participation, since younger cohorts (16 to 24 years old) are 
transitioning into the workforce and older cohorts (55+ years) are 
traditionally transitioning out. 
 
While Vermont expects to see a 6.8% increase in the labor force by the 
year 2020, it projects a decrease of 5.0% in the labor force aged 54 and 
under and a 54.6% increase in the labor force aged 55 and over.   
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Table 1 Projected Vermont Labor Forcea 

Age Group (years) 2006 2020 Change Percent 
16-19  20,538 12,258 -8,281 -40.3 
20-24 36,057 27,901 -8,156 -22.6 
25-29 31,911 37,952 6,041 18.9 
30-34 27,291 43,737 16,446 60.3 
35-44 76,364 76,182 -182 -0.2 
45-54 90,846 70,723 -20,123 -22.2 
55-64 56,111 74,489 18,374 32.7 
65-69 7.836 18,498 10,662 136.1 
70-74 3.592 8,645 5,053 140.7 
75+ 2,684 6,960 4,276 159.3 
TOTAL 353,235 377,346 24,111 6.8 
Under 54 283,008 268,754 -14,254 -5.0 
55+ 70,227 108,593 38,366 54.6 

 
Given the assumption that individuals aged 55 and over are traditionally 
transitioning out of the labor market, these individuals may not remain in 
the labor force.   Table 2 supports this assumption.  While Vermont has 
high labor force participation rates as compared to the United States and 
New England, participation rates significantly decrease after age 55.  
While the labor supply may increase by 6.8%, the decrease in participation 
rates of individuals 55 and older, will, if left unchanged, negatively impact 
Vermont’s labor supply.   
 
Strategies to counteract this and ensure positive growth in the labor force 
are: 1) recruit individuals from outside the state and/or 2) retain and 
increase the participation of residents aged 55 and older in the labor force. 
 
Table 2 Labor Force Participation Ratesa 

Age 
Group 
(years) 

Vermont % New England % United States % 

16-19 61.0 52.1` 47.4 
20-24 84.0 79.9 77.5 
25-29 86.5 85.5 82.4 
30-34 84.9 83.4 82.0 
35-44 86.3 83.6 82.3 
45-54 86.0 83.7 80.5 
55-64 71.2 68.5 61.6 
65+ 16.7 15.8 14.6 
65-74 26.2 - - 
75+ 6.3 - - 
TOTAL 71.1 68.3 65.8 
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The data demonstrate a tremendous, albeit challenging, opportunity to 
engage a well trained and experienced older labor force cohort to help 
Vermont remain competitive in the labor market and help assure long 
term economic development and growth.    
 
Educational attainment of older workers 
 
Labor force attachment is closely related to the educational attainment of 
older workers as described in Table 3 Below.  As the table illustrates there 
is an increasing attachment or participation in the labor force with 
increasing educational attainment.   
 
Figure 1. Education attainment and Labor Force Participation Ratesa 
 

 
At each level of educational attainment, older workers represent a smaller 
percentage than do younger workers; however, Vermont’s older 
population is one of the highest educated populations in the country. 
 
Barriers and benefits to employing older workers 
 
Older workers and employers struggle with the challenges of addressing 
labor force issues.  Some challenges are real, others perceived.  While 
there is a strong business case for recruiting and retaining older workers, 
perceptions of higher costs and lower skills deter employers adopting 
innovative practices.  However, the increasing competition for talent, 
diminishing labor pool and aging workforce will require Vermont to 
capitalize on the benefits of employing older workers and address the 
barriers to their employment.   
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Benefits to Older Workers (Staying Ahead of the Curve – AARP) 
 

 There has been a rise in the Social Security full retirement age  
 The stock market decline has impacted retirement accounts and 

company pension plans  requiring individuals to work longer    
 Erosion of retiree health benefits, leads older individuals to 

remain in the workforce to obtain health care coverage and 
benefits; 

 Work provides significant meaning and fulfillment in many 
people’s lives by making them feel productive and useful; 

 Staying mentally and physically healthy is correlated with 
continued employment; 

 The social networks of employment and interaction in the 
workplace are important for people to feel connected. 

 
Barriers to Older Workers (Staying Ahead of the Curve – AARP) 
 

 Perception of age bias. This barrier most cited by job seekers; 
 Employer and co-worker receptiveness; 
 Age-related restrictions. Age-related limitations  such as memory 

or hearing loss, poorer vision or limited mobility may present 
accessibility challenges or require local transportation; 

 Working the late shift.  It is more challenging for older workers 
to adapt to late shifts to accommodate 24/7 scheduling; 

 Outdated skills.  This can be a perceived or real barrier and may 
require retraining; 

 Status as a caregiver. Many older individuals may be caring for a 
spouse, which may limit  their flexibility or ability to work 
overtime 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

Winning praise but not jobs….
 

Employers view older workers as “more attractive” than, or 
“equally attractive” as younger workers. 

 
BUT, when hiring, employers are focused on factors such as 

“trainability” and potential length of service. 
 

(Center for Retirement Research at Boston College) 
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Benefits for Employers (Safety & Health Implications of an Aging Workforce) 
 

 Retaining experienced (older) workers is less expensive than 
replacing them. 

 Older worker recruitment and retention strategies may 
counteract the impending shortage of qualified workers; 

 Older workers provide organizational memory and cultural 
knowledge   

 Older workers often have greater experience, maturity and job 
satisfaction than younger workers; 

 Older workers have fewer unscheduled absences; 
 Older workers have lower turnover than younger workers; 
 Older workers often have greater interpersonal skills and more 

common sense. 
 
Barriers for Employers (Safety & Health Implications of an Aging Workforce) 
 

 Cultural tradition, rules and regulations dictate retirement 
practices; 

 Employers fear more health claims for chronic illness; 
 Employers think that the cost of employing older workers is 

higher; 
 Workers may have difficulty with jobs requiring great strength 

and agility; 
 More training may be required in areas such as the use of 

technology. 
 
Sources  
 

• Report of the Taskforce on Aging of the American Work force, 
February 2008. 

o http://www.aging.senate.gov/letters/agingworkforceta
skforcereport.pdf 

• New Opportunities For Older Workers: A Statement by the 
Research and Policy Committee of the Committee for Economic 
Development  

o http://www.ced.issuelab.org/research/listing/older_w
orkers 

• a Tables 1-3. Paul Harrington Presentation at the 34th Grafton 
Conference      
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Conference Outline 
 
Dates:  Sunday, November 9 through Tuesday, November 11, 2008. 
 
Day 1 

 
Welcome and introduction from the Windham Foundation President, Dr. 
John Bramley. 
  
The keynote speaker was Dr. Paul Harrington, Professor at Northeastern 
University and Director of the Center for Labor Studies.  Dr. Harrington 
provided an overview of the labor force trends in Vermont as well as the 
specific strategies and opportunities for addressing the labor force 
pressures. 
 
Facilitated group discussion by Craig Stevens, Senior Consultant, JSI 
Research and Training Institute, followed in which participants reflected 
on the keynote and identified thematic areas for continued discussion on 
Day 2.    
 
Day 2 
 
During the morning a panel discussion sought to prioritize the ideas 
evolving and place them in a Vermont context. The following topics were 
addressed: 
 
1. Flexible work strategies 
2. Work place accommodations 
3. Pension and other income benefits 
4. Health care costs 
5. Social security  
6. Workforce capability 
 
During the afternoon session, participants broke into three small groups 
to continue discussions and then reported out to the group as a whole. 
 
Day 3 
 
During the morning participants reviewed results from the previous day’s 
and returned to their small groups to explore how the work overlaps and 
needs interconnection.  They also worked on steps to ensure the work 
continued beyond the conference.   
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The meeting ended with reports to the group as a whole and discussion of 
next steps, priorities,   continued coordination and communication, and 
responsibilities for actions. The findings, conclusions and outcomes are 
discussed in the following section. 
 
Findings, Conclusions and Next Steps 
 
A. Flexible Work Strategies / Accommodations 
 
Problem Statement 
 
Older persons represent an increasing percentage of the Vermont 
population. Failure to recognize this and take steps to encourage their 
employment will lead to a Vermont labor shortage, negatively impacting 
Vermont’s economic development and sustainability.   
 
Goals 

1.   Increase retention of older workers. 
2.   Develop recruitment strategies for older workers. 
3.   Increase productivity of employees. 
4.   Expand labor pool. 
5.   Retain institutional memory and skills. 

 
Action Plan 

• Identify barriers to implementing flexible work environments 
and accommodations including: 

o Costs 
o Perception / myths 
o Logistics 
o General resistance to change 

 
• Identify opportunities/benefits from successfully implementing 

flexible work environments and accommodations including: 
o Increased retention 
o Increased recruitment 
o Retention of institutional memory, skills and 

knowledge 
o Expanded labor pool 
o Increased awareness of reality (i.e., eradication of myths 

and misperceptions) 
o Effective use of an economic development tool 
o Healthy aging: Improved well-being (physical, mental, 

emotional, and financial) has individual, societal and 
economic benefits. 
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Strategies 
• Disseminate demographic information to the general public, 

especially the business community.  Emphasize that without the 
older worker, there will be a labor  shortage in Vermont  
 

• Publicize the facts that economic factors and longer life spans 
lead people to work longer.  However, often they desire part-
time work or flexible hours.   

 
• Develop and implement a public information campaign that 

describes the benefits of establishing flexible work environment 
policies and procedures.  

 
• Identify model employers (i.e., the effective practices) and have 

them share their experiences and procedures with their 
colleagues, perhaps through regional round table discussions. 

 
• Identify older workers who can speak to the benefits of flexible 

work environments and have them join the model employers in 
these regional round table discussions. 
 

• Provide accurate information on the true costs (or lack thereof) 
of providing necessary accommodations. 
 

• Flexible Work Arrangements not only put jobs within reach of 
the older worker, but these are  perceived as a great benefit by 
younger workers 
 

• Emphasize the benefits of Universal Design for all employees 
(Universal Design strives to be a broad-spectrum solution that 
produces buildings, products and environments that are usable, 
effective and aesthetically pleasing for all, not just people with 
disabilities).    

 
• Identify necessary resources to accomplish the strategies and 

where these resources might be found. 
 

• Over time differentiate what change(s) can be most effective and 
where the responsibility lies for making the change happen (i.e., 
federal, state, local, business level.) 
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B. Pension/Benefits/Social Security 
 
Problem statement 
 
Employers and employees may be misinformed or uninformed on 
pension, benefits and Social Security plans which may lead to them not 
pursuing work options for older employees. 
 
Goals 

1. Increase employers’/employees’ knowledge about pensions, 
Medicare and employer sponsored insurance coordination, 
and Social Security eligibility.  

2.  
Action Plan 

• Identify barriers to employers’ and employees’ knowledge about 
pension benefits. For example: 

o Employer may not have resources to learn about 
pension options. 

o Current employer information indicates that pension 
benefits for older workers are unaffordable. 

o Employee may not have resources to learn about 
pension options. 

o Current employee information indicates that 
transferring pension benefits makes switching jobs or 
going back to work for a second career impractical. 

 
• Identify barriers to employers’ and employees’ knowledge about 

Medicare and employer sponsored insurance coordination. For 
example: 

o Employer may assume that individuals on Medicare 
(both older workers and younger disabled workers) 
don’t, or cannot, work. 

o Employers may assume that employer sponsored 
insurance does not coordinate with Medicare.  

o Older workers may fear that working interferes with 
their Medicare benefits. 

 
• Identify barriers to employers’ and employees’ knowledge about 

Social Security eligibility. For example: 
o Employers may assume that full retirement age is 

always 62 or 65, when many people now retire at 67 or 
older. 

o Employee may assume that they may negatively impact 
Social Security benefits by continuing to work. 



Optimizing the Potential of Vermont’s Older Workers  /  14 

 
• Identify opportunities for employers and employees to increase 

their knowledge about pension benefits. For example: 
o Employers and employees who are better informed 

about pension benefits are more willing to work out 
arrangements to continue to have older workers work. 

 
• Identify opportunities for employers and employees to increase 

their knowledge about Medicare and employer sponsored 
insurance coordination. 

o Once employers and employees realize that Medicare 
can coordinate with employer-sponsored health 
insurance, they are often willing to work together to 
coordinate those benefits. 

 
• Identify opportunities for employers and employees to increase 

knowledge about Social Security eligibility. 
o Once employers and employees understand that Social 

Security eligibility is varied, they can work together to 
determine optimal timing for older workers to access 
this benefit. 

 
Strategies 
 

• Disseminate clear and concise information about pension 
benefits to employers and older workers outlining options 
people have. 

 
• Centers for Medicare and Medicaid Services; the Department of 

Disabilities, Aging and Independent Living; and local  Senior 
Health Insurance and Assistance Program staff could work 
together  to  reach out to employers and older workers around 
the state to provide basic information regarding Medicare 
eligibility and how Medicare  coordinates with employer 
sponsored health insurance. 

 
• Staff from the Social Security office could inform employers and 

older workers and provide information about eligibility for Social 
Security 
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C. Workforce Capabilities 
 
Problem Statement   
 
Changing demographics requires strategies to re-educate and re-train older 
workers to enter or remain in the workforce. Yet,employers do not 
understand the shifting demographics and opportunities to take advantage 
of this new labor force. 
 
Goals 
 

1. Increase older worker retention in the  
a. workplace 
b. workforce (transition). 

2. Develop programs which promote re-entry into high wage/high 
skill jobs. 

 
Action Plan 
 

• Develop, establish and promote programs which increase 
workforce retention among older workers.  

 
Strategies 
 

• Engage older workers in mentoring younger workers and in 
transferring knowledge. 

 
• Provide for penalty free withdrawal of 401k, IRA, pension that 

would fund workforce education and training programs – 
applicable to transitions. 

 
• Institute flexible benefits (i.e. if don’t need health care insurance 

pay Part D premium, or provide LTC insurance, or educational 
benefits for grandchildren). 

 
• Provide flexible education and training resources. 

o Expand external degree programs. 
o Provide technical training and degree opportunities in 

greater numbers and locations. 
o Create and offer employer driven occupational specific 

certification programs. 
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• Encourage workplace wellness. 

o Collaborate with Department of Health’s “Blueprint 
for Health”. 

o Develop how-to’s for employers. 
o Educate employers about the economics of a healthy 

and safe workplace. 
 
Action Plan 
 
Promote educational and training programs for older workers. 
 
Strategies 
 

 Schedule education programs in evenings, weekends, summers. 
 
 Expanded on-line post-secondary education and degree 

programs  
 
 Look at off campus locations for delivery of instruction (stigma 

of going to high school). 
 
 Use secondary vocational career centers for degree programs [i.e. 

nursing model at Vermont State Colleges (VSC) expanded to 
other sectors]. 

 
 Publicize current VSC and University of Vermont policies that 

allow senior citizens to audit courses for free. 
o Look at different pricing models for classes when space 

is available to enable seniors to obtain credit. 
 
 Better utilize Workforce Education and Training Fund (WETF) 

and the Vermont Training Program (VTP) to train older workers 
to meet current jobs. 

 
 Expand scholarships to assist older workers study for degrees in 

high demand occupations. 
 
 Better target Adult Technical Education grants (Vermont’s Act 

46) to include older workers. 
 

 Provide caregivers opportunities to be in the workforce. 
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Action Plan 
 
Increase employer’s capacity to respond to changing worker-
demographics through assessment, education and training. 
 
Strategies 
 
• Develop a method of sharing best practices amongst employers. 
 
• Provide professional development for organization. Research and 

disseminate model programs. 
 
• Engage employers through associations to educate and identify 

needs. 
 
• Engage third party employment agencies to help identify needs. 
 
• Help employer’s clearly articulate education and training needs.  
 
• Increase employers’ willingness to invest resources in workforce 

development. 
o Market existing resources that will co-invest. 
o Consider incentives to make additional investments. 
o Identify champions who are doing this now. 
o Examine the tax code and consider treating investment in 

human assets as hard assets. 
 
• Support succession planning to facilitate knowledge transfer. 
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Appendix 1 
Options for Vermont Legislative Action Regarding 
Recruitment & Retention Strategies for the Older 
Worker 
 
Mature Worker Initiative: Vermont Department of Labor, Vermont 
Associates for Training and Development, Inc., and Vermont Department 
of Disabilities, Aging, and Independent Living 
 
I. Current Federal Policies Designed to Provide Greater 
“Incentives” for Older Americans to Work: 

1. The age at which individuals qualify to retire with full Social 
Security Benefits is rising from age 65 to age 67.  

2. ERISA reforms –facilitate workers participation in phased 
retirement programs within their company (for those with 
traditional defined benefit pensions). 

 
II. Current state of Vermont law that may discourage hiring of older 
workers: 
Employer Health Care contribution (in Catamount Health) requirements 
that assess employees receiving Medicare.  

a. Employers can be assessed for an employee that is 
ineligible for receiving company sponsored health care 
due to an insurer’s policy against insuring employees 
eligible for Medicare. 

b. Employers that do not offer health care can be assessed 
for employees eligible for and/or receiving Medicare. 

 
III. Future Policies Designed to Facilitate the Recruitment and 
Retention of Mature Vermonters: 
These strategies should be considered and studied to determine fiscal 
impacts. 
 
A. Policies that Provide Financial Incentives for Older Workers to 
Become/Remain Employed: 

• Re-think the role of retirement laws and pension systems in both 
the public and private sector in order to encourage older workers 
to remain in the labor market, perhaps by mixing earnings and 
retirement income in new forms of work and retirement.  

• Explore new ways of organizing compensation and benefit 
systems that attract rather than penalize older workers.  
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• Conduct a comprehensive review of State policies that affect 
older adults who choose to remain in or reconnect to the labor 
force 

• Create additional financial incentives – tax incentives such as 
property and/or income tax. Treat social security as non-taxable 
income for any Vermonter earning wages. 

 
B. Policies that Address Employment Opportunities for Older 
Workers 

• Publicize the Medicare rule – in businesses with less than 20 
employees, Medicare is primary and the business’ health plan is 
secondary – non-legislative initiative. 

• Re-think the way work itself is organized to better accommodate 
the emergence of the new older worker labor force, those in 
their pre-retirement and retirement years. Flexibility in work 
arrangements can encourage older individuals to remain in the 
workforce. For example consider options that provide workplace 
flexibility. “Flex” arrangement include:  

• Flex-time work schedules,  
• Reduced (part) time arrangements, 
• Flex-leave (partial year work),  
• Flex-careers (worker sabbaticals), and  
• Flex-place (telecommuting).  

Utilize the EEOC’s recent adjustment of the Age Discrimination 
and Employment Act regulations which permit employers to 
create customized arrangements as incentives for older workers. 
Provide tax incentives for employers offering these options.  
Publicize these employers through an awards program. 

• Position the State as a model for promoting the employment and 
retention of older workers through innovative training, re-
training, benefits programs etc. in State government. 

• Design a comprehensive and highly visible public awareness 
campaign, as a way to help employers and employees plan better 
for the future and, by so doing, find commonality between 
employer and employee needs.  
Involve employers, employees, and governmental 
agencies/departments having either regulatory jurisdiction or a 
clear policy interest such as VDOL, DAIL, Economic 
Development, Human Resources, Treasurer’s Office, etc. 
(Modeled on the GAO recommendation for Executive Action, 
“Older workers, Labor Can Help Employers and Employees 
Plan Better for the Future” December 2005) 
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• Publicize needs of the labor market (jobs in demand, etc.) to 
fully engage older workers. Utilize the WDC and WIB’s in this 
process. 

• Develop a state initiative that focuses on improving employer 
outreach and education. This initiative may include public 
relations efforts to combat inaccurate stereotypes of older 
workers with the aim of reducing discriminatory practices against 
older workers.  

  
C. Policies that Provide Training and Education Incentives for 
Older Workers and Employers 

• Education and training will be more important to equip older 
workers to remain in, or re-enter, the workforce.  

• Enhance training and educational opportunities for older 
workers, and life-long learning resources 

• Create additional incentives for employers to train older workers 
• Consider offering free or reduced tuition to Vermont State 

Colleges and regional Technical centers for older workers as 
space is available in classes and/or as some percentage of class 
size.   

• Identify and compile a list of Vermont employers who are pro-
active with regard to hiring older workers and help connect older 
Vermonters with them. Promote these employers through 
positive public relations to raise awareness of the benefits of 
hiring older workers and to advance the proposition that hiring 
older workers is good business practice. 

• Recent government reports have raised concerns that the 
Federal performance standards used in the WIA programs have 
resulted in a bias against serving older workers. WIA 
performance standards favor workers with low prior earnings 
that, subsequent to training are placed into higher paid full time 
jobs with earnings gains and retention measures. These 
performance measures could lead to a bias against serving older 
workers, many who have relatively high prior earnings or who 
may want to transition from high paying full time positions to 
lower paying part time employment (GAO Study 2003).  
Legislation is needed to make access to workforce development 
programs including the Workforce Education and Training 
Fund, the Next Generation Initiative, the Vermont Training 
Program Grants, etc more equitable to older workers seeking 
training/re-training for lateral career moves and necessary and 
important yet potentially lower paid positions and part time 
employment.  
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• Tuition Assistance Accounts for older workers – USDOL and is 
currently supporting demonstration projects in 8 states that 
provide current or displaced workers with individual $3000 
accounts, renewable for 1 year, which must be used to pay for 
expenses directly related to improving their job skills. Since 
many older individuals may prefer to take control of their own 
preparation for entry or re-entry into the labor market, the use of 
tuition accounts could be a promising approach. The State could 
design and implement its own Tuition Assistance Accounts 
Program. Or Vermont could initiate a tax credit or provide a 
“cash match” for individuals to fund their own training 
investment.   

• Most older workers need basic or updated technology 
(computer) training. Recommend increasing the number of free 
or low cost venues for computer training geared to the older 
worker. This could include free computer classes at One-Stop 
Career Centers utilizing One-Stop partners’ services, and special 
programs at the regional Technical Centers, Community College 
of Vermont, and at community libraries, etc.  

 
D. Policies that Facilitate Successful Job Transitions for Older 
Workers. 

• To remain in the labor force in their retirement years will require 
a change of employers for many older workers since they may 
seek a change in hours, job duties or they may have been forced 
out of a job.  

• According to a study prepared for “A Future of Good Jobs: 
America’s Challenge in the Global Economy”, a best practice is 
“to place an older worker specialist in the One-Stop Centers, 
which serve as the central clearinghouse for all workforce 
development programs under WIA. This specialist would be able 
to better direct older workers to services meeting their specific 
needs and, some feel, make older workers feel more welcome at 
the One-Stops.” In Vermont, Vermont Associates has provided 
such Older Worker Specialists for many years through its Senior 
Community Employment Program (SCSEP). (The SCSEP is the 
ONLY federal employment program that specifically targets 
older Americans). Expand that partnership to ensure that the 
older worker is represented at all One-Stop Career Centers in 
Vermont.   

• Develop new information tools and improve existing systems 
that provide outreach to older workers and connect them to 
employment opportunities. Utilize existing partnerships among 
state agencies and with public and private partners.  
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• Support existing programs and partnerships that work to meet 
the specific needs of older workers by providing general career 
information, peer counseling, job placement assistance, 
networking, life planning seminars, special planning and 
assessments, computer training and other resources. Vermont 
Associates has a statewide network of local Older Worker 
Resource Centers providing these services for older Vermonters 
for over 25 years.  

 
Appendix 2 
Abstract of Vermont Older Worker Demonstration 
Project. 
 
(This grant proposal was an outcome of the Grafton Conference)  

 
ABSTRACT 
The Vermont Older Worker Demonstration presents a statewide model 
coordinating the “innovation assets” – people, institutions, capital, and 
infrastructure – of the State to demonstrate how a demand-driven 
workforce system can address concurrently the workforce needs of 
employers in high growth, high demand H-1B industry sectors and the 
needs of Vermonters 55+ to obtain quality jobs. 
 

Vermont’s challenge and strategy statement was developed at the 
Windham Foundation’s Vermont Older Worker Policy Summit: The 
aging of society and correspondingly of the workforce demand that we 
develop strategies to re-educate and re-train older workers to enable them 
to enter, re-enter or remain in the workforce (supply side). Likewise, we 
need to help employers across all industries understand these shifting 
demographics and to view them not as a vulnerability but as a competitive 
advantage, a paradigm shift (demand side). The strategies proposed will be 
driven by an understanding of Vermont’s workforce challenges and the 
education/training, workforce, and other assets available on a statewide 
basis to support solutions. 
 

This demonstration will: 1) identify current and develop new employer 
responses to the aging workforce, focusing on the needs of employers and 
the opportunities presented by the aging workforce; 2) coordinate existing 
training resources and create new opportunities for disadvantaged, 
unemployed, incumbent workers, and retirees to increase their workforce 
participation; and 3) capacity building activities including concurrence 
from the Workforce Development Council (WDC), the statewide 
Workforce Investment Board, to develop sustainable mechanisms to 
coordinate the various federal, state, and private resources available to 
Vermont businesses and Vermonters 55+.  
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This proposal will focus on providing training and related services for 
older workers that result in employment in high growth, high demand H-
1B industry sectors as part of a statewide talent development strategy 
focused on economic growth. These industries include but are not limited 
to: Information Technology; Finance and administrative support services; 
and occupations in Health Care.  
 

The applicant, Vermont Associates for Training and Development, Inc., a 
statewide 501(c) 3 organization, was founded in 1983. According to 
Governor James H. Douglas, “Vermont Associates’ work in Vermont has 
been appreciated both for its ability and willingness to develop viable 
working relationships with State agencies and other institutions, especially 
the Vermont Department of Labor’s One-Stop Career Center System, and 
for its on-going and thoughtful work on Vermont’s Human Resources 
Investment Council.”  
 

In addition to the WDC, the supporting partners in this Demonstration 
are: Department of Labor, Agency of Commerce and Community 
Development, Vermont Business Roundtable, Vermont Country Store, 
Vermont Information Technology Center and Champlain College, 
KnowledgeWave Training, Vermont Association of Adult Technical 
Education Coordinators, Department of Disabilities, Aging and 
Independent Living, and AARP.  
 

The funding amount requested is $1,000,000 and the amount of leveraged 
resources is $25,304,610. The project will train 300 people, with a 70% 
entered employment rate, 80% retention rate, and $8482 average earnings. 
In addition, the project will develop a statewide network of Older Worker 
Resource Centers to serve over 500 people.  
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Appendix 3:  
Participants and Affiliations 
 

Barbara McIntosh University of Vermont School of Business Administration 
Bill Ackerman Vermont Country Store 

Brendan Hogan 
Vermont Department of Disabilities Aging and Independent 
Living 

Craig Stevens Governor’s Commission on Healthy Aging 
David Binch Vermont Information Technology Center 
Denis Barton Vermont Department of Health 
Dolly Fleming Community of Vermont Elders 
Greg Saylor Vermont Associates for Training and Development 
Greg Voorheis Vermont Department of Labor 
Jeff Lewis Brattleboro Development Credit Corporation 
John Rynne Social Security Administration 
John Tracy Senator Leahy’s Office 
Julie Tucker Vermont Department of Disabilities Aging and Independent 

Living 
Karrin Wilks Vermont State Colleges 
Kevin Dorn Vermont Agency of Commerce and Community Affairs  
Maureen Kerrigan Center for Medicare & Medicaid Services 
Mike Bernhardt Governor’s Commission on Healthy Aging 
Mike Mandracchia The Richards Insurance Group 
Nancy Lang AARP 
Pat Elmer Vermont Associates for Training and Development 
Pat Menduni Vermont Community Foundation 
Patricia Moulton Powden Vermont Department of Labor 
Paulette Thabault 
 

Vermont Banking, Insurance, Securities and Health Care 
Authority 

Sandi Everitt Attorney Generals Office 
Susan Elliot Congressman Welch’s Office 
Tom Pelham Vermont Tax Commissioner 
William Pendlebury University of Vermont College of Medicine 
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Appendix 4 
Windham Foundation Trustees 2008-2009 
 
 
Edward Zuccaro 
St. Johnsbury, Vermont 
Chair of the Windham Foundation Board 
 
Dr. A. John Bramley 
Grafton, Vermont 
President and CEO 
The Windham Foundation, Inc. 
 
Elizabeth Bankowski 
Brattleboro, Vermont 
 
William H. Bruett 
Fair Hills, New Jersey 
 
William A Gilbert 
South Burlington, Vermont 
 
Samuel W. Lambert III 
Princeton, New Jersey 
 
Robert M. Olmsted 
New York, New York 
 
Jamie Kyte Sapoch 
Hopewell, New Jersey 
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Appendix 5 
Listing of Previous Grafton Conferences 
 
The First Grafton Conference  
Economic Development and the 
Environment of Vermont  
January 22-24, 1984  

 
The Second Grafton Conference  
The Future of Health Care in 
Vermont  
June 24-26, 1984  

 
The Third Grafton Conference  
Education in Vermont: Taking a 
Direction  
December 2-4, 1984  

 
The Fourth Grafton Conference  
Economic Development in Vermont 
International Perspectives on Policy 
Issues  
June 9-11, 1985  

 
The Fifth Grafton Conference  
Vermont's Cultural Resources  
July 14-16, 1985  

 
The Sixth Grafton Conference  
Vermont's Housing Future  
January 26-28, 1986  
 
The Seventh Grafton Conference 
 Vermont Women in Transition  
March 23-25, 1986  
 
The Eighth Grafton Conference  
A Review of Vermont's Tax Policies  
June 22-24, 1986  
 
The Ninth Grafton Conference  
Vermont's Fourth Estate and Public 
Policy  
August 10-12, 1986  

 
The Tenth Grafton Conference  
The Travel Industry in Vermont  
December 7-9, 1986  
 
The Eleventh Grafton Conference  
Vermont's Cultural Resources: Two 
Years Later  
May 31-June 1, 1987  

 

The Twelfth Grafton Conference  
Vermont: Who Are We Becoming?  
July 19-21, 1987  

 
The Thirteenth Grafton Conference  
Growth in Vermont: Under Control?  
November 8-10, 1987  

 
The Fourteenth Grafton Conference 
Governing Small Vermont Towns  
March 20-22, 1988  

 
The Fifteenth Grafton Conference  
The Judicial System in Vermont: 
Purpose and Performance  
February 26-28, 1989  

 
The Sixteenth Grafton Conference  
Global Competence in Vermont: 
An Educational and Economic 
Imperative  
May 7-9, 1989  

 
The Seventeenth Grafton Conference  
A Strategy for Providing Maternal 
and Infant Care in Vermont  
June 4-6, 1989  

 
The Eighteenth Grafton Conference  
Addressing Vermont's Solid Waste 
Crisis  
January 7-9, 1990  

 
The Nineteenth Grafton Conference  
Public Safety: Adapting to Changing 
Times  
June 3-5, 1990  

 
The Twentieth Grafton Conference  
Vermont's Transportation Needs  
August 26-28, 1990  
 
The Twenty-First Grafton Conference  
Vermont's Education-To-Work 
Transition  
March 10-12, 1991  
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The Twenty-Second Grafton 
Conference  
Vermont's Health Care System for 
the 1990's  
October 27-29, 1991  

 
The Twenty-Third Grafton Conference  
Preparing Vermont to Thrive in the 
21st Century  
November 9-11, 1997  

 
The Twenty-Fourth Grafton 
Conference  
Beyond Preservation: Keeping 
Vermont's Working Landscape  
September 13-15, 1998  

 
The Twenty-Fifth Grafton Conference  
Vermont Citizens and Civic 
Participation in a Changing World  
June 11-13, 2000  
 
The Twenty-Sixth Grafton Conference  
The Changing Landscape of 
Vermont Agriculture  
June 15-17, 2003  

 
The Twenty-Seventh Grafton 
Conference  
Wind Power and Ridgeline 
Development  
October 26-28, 2003  

 
 
 
 
 

The Twenty-Eighth Grafton 
Conference 
Driving the Next Generation of 
Economic Opportunity  
May 16-18, 2004  

 
The Twenty-Ninth Grafton Conference  
Exploring Vermont’s School Choice  
October 24-26, 2004  

 
The Thirtieth Grafton Conference  
Vermont’s Electric Energy Future  
July 10-12, 2005  
 
The Thirty-First Grafton Conference 
   
Mediating Community Land-Use 
and Development Conflicts  
November 6-8, 2005  
 
The Thirty-Second Grafton Conference  
The Future of Vermont’s Nonprofit 
Sector: a Framework for Stewardship 
and Success  
June 17-19, 2007  
 
The Thirty-Third Grafton Conference 
Seeking to Ensure the Future 
Viability of Vermont’s Dairy Industry  
March 6-7, 2008 &  
December 15-16, 2008 
 
The Thirty-Fourth Grafton Conference 
Optimizing the Potential of 
Vermont’s Older Workers  
November 9-11, 2008 
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