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A strengthened economic development-workforce development 

partnership is essential for Broome County to develop new business 

and job opportunities in target industry sectors.   

To create the "industries of the future" in Broome County a 

"workforce of the future" must be highly motivated, prepared and 

trained. 
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Turning a Challenge  
Into  

an Opportunity 
 
òWhat does it take to turn a challenge into an 

opportunity?  What does it take to fill the 4,000 job 

openings?  We think it takes information, 

collaboration and a willingness to do things in a 

way weõve never done before.  The BC Talent Task 

Force is an unprecedented effort that brings 

together all of the major employment sectors 

driving our economy together with other 

stakeholder groups to create a comprehensive and 

collaborative action plan to attract and retain a 

strong workforce over the next decade.ó 
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EXECUTIVE SUMMARY 
 

ORGANIZATIONAL BACKGROUND 
 

The Agency serves as the lead economic development organization and governs the operations of the Broome County Industrial Development 

Agency (BCIDA) and the Broome County Local Development Corporation (BCLDC). In 2016,  

 

 

 

 

The Challenge, Opportunity, Vis ion  
 
The Broome Talent Task Force was created in March 2017 and charged with developing a strategic plan to address both urgent and anticipated workforce 

issues.   

The Task Force members included representatives from the employers, trade associations, local workforce development organizations, business 

development and advocacy organizations, civic organizations, economic development entities and education at all levels.   

Its members were charged with gaining an in-depth understanding of the issues, establishing a vision for the countyõs workforce in the next 10 

years and developing a set of action steps to be undertaken in the next one to three years designed to retain, cultivate, grow and attract 

workforce talent. 

The Task Force focused on six industry sectors with the greatest workforce demand including healthcare, education, 
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engineering/design/production, transportation and materials moving, construction and the skilled 

trades, and information technology.  

After extensive data analysis, focus group sessions, employer input and assessment of existing 

programs and services, the Task Force agreed it was urgent to develop a strategic action plan to 

change the course and create a workforce for the present and the future. 

 

The Challenge 
The weak labor supply conditions are a result of the converging effects of population  losses 

including out -migration,  an aging and shrinking labor force, and lessened demand for workers 

over time. Both recruitment to fill new jobs and r eplacement of the existing workforce are quickly 

becoming critical issues for many employers.   

 

1. Population in the Binghamton MSA (Broome and Tioga counties) declined 2% between 2010-2015 

to 246,020.  Broome Countyõs population declined from 212,160 in 1990 to 200,018 in 2015.1  

Further decline to 199,053 in 2025 and 192,835 by 2040 are projected. 

 

2. The rate of unemployment was 7% in September 2015, as compared to 9.6% in the prior five 

years.  In July 2017, the unemployment rate was at 5.3%.  Although lower, this still translates into 

the Binghamton MSA having among the highest rates of unemployment in New York. 

 

3. Broome County is experiencing a higher rate of labor force shrinkage than other counties in the 

region.  Broome and Chemung counties lost the most at 10% during the past 5 years; and Broome 

was the only large county in NYS to experience a net job loss in 2014-2015 with a decline of 1.2%.  

 

4. Over the past decade, Broome County has experienced a labor force decline from 122,300 in 2006 

to 107,770 in 2015; and it now stands at 96,246 as of 2017Q1.  This compares to 1990 when the 

labor force was 131,000.    

 

5. The number of prime working age persons dropped 8,156 (10.8%) between 2010 and 2015.  The 

current count is 67,372; down from 75,528 in 2010.  

 

6. The work force is aging.  Those ages 45-64 account for 26% of the population, and the senior 

                                                           
1 US Census. American Fact Finder. Quick Facts. 2015 

 
Broome County at the Crossroads 
 

Broome County stands at the threshold of its 

next economic era, facing weak labor supply 

conditions and growing challenges that have 

the potential for long -term impact. 

ü 4,859 vacant positions 

ü 5,000 employable people without jobs  

ü 5.3% unemployment rate (July 2017); #50 

among 62 counties in NYS 

ü Labor force participation rate of 58.7%; 

compared to 63.3% at both the national and 

state levels 

ü Workforce has declined from 122,300 in 2006 

to 107,770 in 2015 to 96,246 in 2017Q1 

ü Drop of 8,156 in past 5 years among prime 

working age persons  

ü Most job openings in 2010-2020 will be 

replacement openings due to aging  

ü Population is projected to decline to 199,053 

in 2025 and 192,835 by 2040 due to out -

migration and an aging population  

ü 30% of the workforce will need to be  

replaced in the next 5-8 years due to aging 

ü Most industry sectors are witnessing an aging 

workforce such as healthcare where 25% of 

employees are over the age of 55 

ü 17.2% of Broome Countyõs population lives in 

poverty as compared to the national rate of 

13.5% 

ü NYS regulations act as barriers; ranging from 

K-12 curriculum to on -site work experience 

and tractor trailer driver licensing  
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population is at 17%.  The issue of replacing the aging workforce is highlighted by the 

concentration of worker s age 55+ in these sectors:  Education with 30%; Healthcare Professional 

sector with 25%, Transportation and Material Handling with 25%, and Engineering with 30%.  

 

7. The cost of employee acquisition and retention is growing disproportionately.  Much of this 

challenge is related to a high turn-over in several hourly jobs, ranging from manufacturing to 

healthcare, and the need for constant training of new workers.   

8. Due to the aging population and anticipated retirements over the next five  years, the NYS 

Department of Labor projects that most job openings in 2010-2020 will be replacement 

openings and not new ones.  The replacement of an estimated 30% of the workforce over the 

next 5-8 years will put added stress on the weak labor supply.  Several companies are replacing 

retiring workers and simultaneously seeking workers to support expansion; and they are 

competing from a rapidly shrinking pool of qualified workers.   

 

9. In 2017Q1 there were 4,850 job openings in Broome County, with the largest demand in 

healthcare with 300 job openings.  The countyõs school districts are struggling to fill school 

teacher positions, and the transportation and warehousing industry demand is ramping up.  

10. The immediate and long-term workforce develop ment needs of select sectors such as 

transportation, warehousing and distribution  are being driven by regulatory changes. Increasing 

consumer demand, rapidly changing technology and a globally comp etitive market place 

require removal of the regulatory barriers to attract and retain a qualified workforce. 

 

11. The forecast for a reduced demand for workers in target industries is based on historic job 

losses, and does not consider potential for expansion of existing businesses or recent business 

development such as the Dickõs Distribution Center project.  It will be important for the newly formed workforce model to be data-driven and closely 

monitor workforce demand and make adjustment in communication programs and education/training programs.  

 

12. Middle to upper manage ment and workers in professional positions are more stable; however, it is more difficult to replace them due to retirement o r 

being recruited from outside the area. Employers are concerned about replacing top management because there is not a local pool to recruit from, and 

successfully securing a top-notch person from outside the area is challenging. 

 

13. The county has the benefit of a wide range of workforce development programs and services available through agencies such as Broome-Tioga 

Workforce NY; however, gaining access and maximizing the benefits of these services is hindered by the current location, limited technology to support 

activities such as submission of on-line applications, and lack of state-of-the art training facilities and communication t ools that are in alignment with 

Top Recruitment Issues 
Identified by Broome County 

Employers  
 
ü Shrinking pool of skilled workforce at all 

levels 

 

ü High level of competition for skilled workers 

 

ü Lack of technical skills among existing 

population 

 

ü Demand for higher salaries, due to the high 

rate of competition for skilled workers 

 

ü Inadequate public transportation (Kirkwood) 

 

ü Inadequate/appropriate single family and 

market rate rental housing to attract new 

employees 
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todayõs social media communication channels and tools for interactive learning. 

 

14. An inventory of education and training programs reveals that the number and quality of programs, particularly those offered by SUNY Broome and 

BOCES, are extensive and targeted at employer needs.  The gap is in equipment, faculty and clinical sites for healthcare, particularly nursing.  BOCES has 

the potential to play a role in introducing persons age 16-24 to careers with added equipment offerin g simulation and interactive experiences. 

The Opportunity  

 

1. There is potential to grow the countyõs economic base.  The employer base is stable and some companies are interested in expanding, but they are 

constrained by lack of a qualified workforce. 

 

2. Over the next 10 years, employment in Broome County is projected to contract by 5,332 jobs based on statistical modeling; however, this does not take 

into consideration new business development activity that is expected to create a minimum of 500 new jobs in the next 12 months. 

3. There are existing gaps in Broome Countyõs workforce and the demand will continue to grow in all the target industries as they attempt to merely 

maintain current levels of production and services.  This is most critical in the healthcare industry, where there is a combination of an increasing number 

of jobs combined with retention and aging out issues.   

 

4. The average worker in Broome County earned annual wages of $42,181 as of 2017Q1. Average annual wages per worker increased 4.5% in the county 

during the previous year. For comparison purposes, annual average wages were $53,246 in the nation .  However, it is important to note  that Broome 

County wages are competitive with similar jobs throughout the country in the selected target indust ry sectors. 

 

5. Broome County has several assets that have the potential to be attractive to prospective workers such as outdoor recreation, sports teams, easy access 

and proximity  to major metropolitan areas such as New York City and Philadelphia, quality schools, healthcare, family oriented communities and a 

reasonable cost of living. 

 

6. There has been a growing focus on workforce development among leading organizations dedicated to business development includi ng The Agency, 

Chamber of Commerce and GBEOP; and this strategic initiative can maintain its momentum with their support.  

 

7. The county has extensive education, training and employment support services provided by organizations such as Broome-Tioga Workforce NY, SUNY 

Broome, BOCES and Binghamton University.  An investment in cutting edge facilities and equipment can have a significant impact on the ability to 

expand the existing education programs to meet demand.  Simultaneously, taking steps to increase access and heighten the visibility and value of the 

vast array of workforce development programs and support services have the potential to move people into the workforce.  
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8. The coming together of employers, education, economic development and business advocacy organizations to form the BC Talent Task Force and 

prepare a strategic plan in response to this workforce crisis is unprecedented.  There is the 

energy, commitment and a level of collaboration essential to change the current conditions.  

The Vision  
 

A strengthened economic development -workforce development partnership is essential for 

Broome County to develop new business and job opportunities in target industry sectors. To 

enhance business development in Broome County, a "workforce of the future" must exist.  A 

public-private sector partnership should be created that offers an effective approach to add ress the 

labor shortage and need to improve workforce skills in a manner that both increases the potential 

growth among businesses and provides a source of qualified labor to support that growth.  

 

Broome County needs to adopt a comprehensive approach to workforce development  that includes 

retaining and strengthening the existing workforce, attracting talent, and growing its own workforce 

beginning in the K-12 pipeline, retention of high school and college graduates .  

 

The stakeholders should collaborate to òdevelop and ownó a workforce development strategy that is 

an integrated, holistic and outcome -driven system.   

 

 

A Vision for the Future 
 
The Task Force adopted an understanding 
of the issues and set a vision to guide its 
strategic planning. 
 
òA strengthened economic 

development -workforce development 

partnership is essential for Broome 

County to develop new business and job 

opportunities in target industry sectors. 

To create the "industries of the future" 

in Broome County a "workforce of  the 

future" must be  highly motivated, 

prepared and trained must exist. έ 

 

 



8 
 

 
Broome County Workforce & Talent Attraction Plan 2017-2020 

The Agency                  September 2017 

                          

Focuses on a Process that 
Meets Employer Needs 
Today and In the Future 

and Has Measurable 
Outcomes

Is Dynamic and Flexible 
Enough to Respond to 

Changing Demands and 
Can Intervene at Critical 

Points to Embrace 
Opportunities

Has Ownership based 
on Collaboration and 
Meaningful 
Partnerships Between 
Employers, Education 
(Pre-K to college), and 
Government Agencies 
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The Strategic Planning Process  

 

Task Force Focus 

The Task Force focused on six industry sectors with the greatest workforce demand.  

 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

Healthcare  

 

Education  

 

Engineering  and Design  

 

Transportation and Materials Moving  

 

Production  

 

Information Technology  

 

Construction and Skilled Trades  

 

What Will It Take? 
 
ü The business community must take a 

leadership role and work in close partnership 

with agen cies and organizations ranging 

from workforce development, education, 

economic development agencies and the 

non-profit sector.  

 

ü The prime work force base must be stabilized 

and grow  

 

ü The false perception regarding lack of jobs 

must be dismissed  

 

ü Immediate employer workforce needs must 

be addressed to retain and grow key industry 

sectors, or risk further decline of the 

economic base and essential services  

 

ü Workforce development programs, services 

and information should be provided in easily 

accessible locati ons and provide unemployed 

workers with information and services using 

cutting edge technology and effective 

communication channels  

 

ü An investment must be made in state -of -the 

art equipment and facilities at SUNY Broome 

and Broome -Tioga BOCES 

 

ü A workforce pipeline for the next 20 years 

must be developed  

 

ü The county must offer a quality of life that 

is attractive to those seeking employment 

and careers  
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Planning Approach  
The Task Force agreed on the importance of developing a strategy based on collaboration and partnerships that would result in an integrated and outcome -

driven workforce model focused on strengthening the existing workforce, retention and attraction of new talent to Broome County.  The group further 

agreed to pursue a planning approach was based on the following principles. 

Á Successful workforce and economic development efforts develop long-term strategies and make investment decisions based on hard data. 

Á The best workforce-development solutions happen when leading employers come together to address the talent problem . 

Á Education combined with experience both inside and outside a classroom form the foundation of a strong workforce, and the acc umulation of personal 

knowledge and job skills is a lifelong learning p rocess beginning in elementary school 

Á Workforce development must incorporate collaboration, cross -sectoral partnerships and continuing education opportunities.  

Á A workforce-development system must be strategic and outcome driven, and results in qualified people filling jobs.  

 

Fourteen focus group sessions involving more than 130 participants provided the Task Force with insight and important informat ion about th e challenges and 

opportunities.  In addition, three subcommittees were formed including training and e ducation, regulatory and K-12 to answer key questions. 

V What structures and programs are already in place that can be enhanced to get the unemployed workforce to fill the current po sitions?    

V How and what do we need to invest in people who are unemployed and want to work?   

V How can the young workforce (ages 16-35) be retained?  

V What are the barriers and opportunities related to talent attraction?  

V What are Best Practices from across the country that can be applied? 

V How can we prepare the workforce for the future?  

Short-term and 
long-term 

strategies and 
determine 

investments 
needed with  for 

greatest return on 
investment

Collaboration  
among employers, 
trade associations, 
education business, 

development 
organizations, 
government 

agencies to identify 
priorities

Input from focus 
groups and 

subcommittees

Inventoy of  
existing workforce 

development 
programs and 

support services, 
education and 

training programs 
at all levels

Market analyses to 
understand supply-

and-demand 
dynamics and 

current state of the 
workforce based on 
(real-time data and 

employer input

Identify sectors 
with current 

shortages or high 
turnover, and 

forecast demand 
based on growth 

sectors 
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Conditions for Success 
 

Building a highly qualified workforce requires equal focus on the following conditions.  

 

1. Resolving the workforce crisis will take commitment and leadership to continue collaboration, making investments and undertaking meaningful 

evaluation of progress toward objectives. 

 

2. There has never been a concerted effort to build a functional and collaborative relationship among the many different partner s to address this issue.  

There is opportunity t o build on  the strength of the Task Force and this new approach to addressing county-wide issues.  It will require a fundamental 

rethinking of how the business community , education, government, and a wide range of agencies and organizations work together .    

 

3. The success of this ambitious strategy will require an alignment of goals and funding priorities between organizations and across jurisdictions, as well as 

a reinvention of the way government , businesses and community organizations fund workforce devel opment.   

 

4. There needs to be a continued focus on addressing urgent and immediate need for workers to fill job vacancies in the target i ndustries and retain a 

quality workforce, while simultaneously being data-driven to understand the anticipated workforce shortages in target industries in the future.   

 

5. Working closely with the school districts to create a Career Path Program for Grades 8-12 is not for the future ê the hard work must begin immediately.  

 

6. The population base must grow, and the area must offer a quality of life that is attractive to those seeking employment and careers.  A  

multipronged approach should  be taken to address issues such as housing and revitalization of the urban cores; while simultaneously a county-wide 

promo tion program  needs to be executed that promotes the area as a desirable place to live and work.   

 

7. A workforce systems model and organizational structure must be formed and maintained that is stakeholder driven and in alignmen t with business and 

economic development initiatives. 

 

8. Adequate financial resources for the strategy are necessary to provide multi-year investments and operating support for key initiatives . 
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The Strategy:  Objectives and 

Strategic Priorities  
 

 

 

 

 

 

 

  

 

 

Broome County will continue to lose its competitive edge without  

a strong workforce development strategy  

to be the foundation for an aggressive business retention and recruitment effort.  

 

 

 

 

 

 

Strategic Priorities  

Strategy 1.  Address Urgent and Immediate Need for Workers to Fill Job 

Vacancies in the Target Industries and Retain a Quality Workforce 

Strategy 2. Address Workforce Shortages in Target Industries over the Next 

1-3 Years 

Strategy 3.  Create a Comprehensive and Integrated Career Path Program 

for Grades 8-12 

Strategy 4.  Create an Integrated Workforce Systems Model and 

Organizational Structure that is Stakeholder Driven and in Alignment with 

Business and Economic Development Initiatives 

 
 

What are the  Overall Objectives  

and Expectations?  

 
Å Improve the skill level of the existing workforce  

Å Move the unemployed into the workforce  

Å Reverse the out-migration trend and retain the 

existing workforce 

Å Attract new talent  

Å Create a pipeline of new workers to replace retirees 

and build grow  the workforce base 
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Strategy 1.  Address urgent and immediate need for workers to fill job vacancies in the target industries and retain a quality workforce  

Objectives: 

Á Increase awareness of and accessibility to workforce programs and services 

Á Develop shared marketing strategies under the umbrella of the Good Life Campaign  

Á Strategically coordinate programs among workforce partners to provide clear pathways to secure services, gain skills training and education, and pursue a career  

Á Advocate for change in NYS policies that create barriers such as curriculum development, age restrictions for tractor-trailer drivers, and more.  

 

Strategy 2.  Address workforce shortages in target industries over the next 1 -3 years 

Objectives: 
Á Enhance programs and increase enrollment in critical career clusters by targeting resources in capital equipment, faculty and other education and training program 

needs; particularly in nursing education and tractor trailer training  

Á Make workforce resources and services easily accessible and exciting using cutting edge technology    

Á Reduce out-migration, particularly among members of the prime workforce ages of 18 -34 

Á Motivate former natives to return to Broome County to pursue a career  

Á Increase employer success in efforts to attract talent to the county  

 

Strategy 3.  Create a Career Path Program for Grades 8 -12  

Objectives 

Á Engage interested students directly into career paths beginning in grade 8 

Á Create opportunities for exposure to career opportunities  

Á Establish work and life mentoring relationships  

Á Recognize that workers with a high school diploma, strong work ethic and commitment to constantly upgrading their skills are just as valuable as those with a college 

degree 

Á Promote Broome County as a place to live and work 

Á Involve parents, while also providing them with information about job opportunities  

 

Strategy 4.  Create a Workforce Systems Model and Organizational Structure that is Stakeholder Driven and in Alignment with Business 

and Economic Development Initiatives  

Objectives: 

Á Create a workforce system that is responsive to the changing needs of Broome Countyõs economy; and is relevant, valuable and easy to access by the business 

community and individuals  

Á Coordinate and align partner services and strategies so they remain focused 

Á Develop a common brand to be used across workforce programs that is recognizable to businesses, workers, residents and those considering employment in Broome  

Á Use real-time data and employer input to maintain a constant understanding of the Supply-side and Demand-side of the workforce issues 

Á Routinely monitor progress against objectives and make changes to the strategic plan as needed 

Á Measure and report on the effectiveness of the workforce development system 
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Metrics and Performance Measures  

Metrics  
 

Quantitative changes over the next three years 

Á Number of persons securing CDL licensing increases by 50%  

Á Success is achieved in changing NYS regulations that are barriers to education programs, as well as CDL licensing and new curriculum 

Á Number of employers involved in BC Talent implementation action activities totals a minimum of 100  

Á Annual number of unemployed is reduced by 15% 

Á Number of vacant jobs is reduced by 15% 

Á 5,000 people are actively engaged in the Broome County ê Itõs a Good Life Program social media tools 

 

Quantitative changes over the next five years 

Á Outmigration is reduced by 25%  

Á Annual number of unemployed is reduced by 25%  

Á Annual job fair participation increases by 25% 

Á Number of graduates majoring in healthcare professions from SUNY Broome and BOCES increases by 20% 

Á Number of vacant job postings is reduced by 30%   

Á Number of participants in apprenticeships and internships is increased by 25% 

Á Number of high school participants in learn -and-earn, on-site work programs and internships is increased by 20% 

Á 10,000 people are actively engaged in the Broome County ê Itõs a Good Life Program social media tools 
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Performance Measures  
 

Strategy 1.  Address urgent and immediate need for workers to fill job vacancies in the target industries and retain a quality workforce  

V Good Life Campaign is expanded and a wide-range of social media and on-line communication tools are created and operational  

V Central clearinghouse of jobs, internships and apprenticeships is created 

V Broome-Tioga Workforce application forms are available for submission via an on-line portal  

V Funding for apprenticeships and training programs is secured  

V Traditional òjob fairó model is replaced with contemporary models that are intereactive and utilize boot camp tactics 

V Involvement with social, civic and Veteran organizations is increased to reach underemployed and unemployed 

 

Strategy 2.  Address workforce shortages in target industries over the next 1 -3 years 

V A Regional Workforce Services and Career Simulation Center is established 

V A òcomebackó campaign is launched 

V Home-buying program is launched 

V Employer recruitment programs are linked to the Good Life Campaign 

 

Strategy #3.  Create a Comprehensive and Integrated Career Path Program for Grades 8 -12 

V New and updated curriculum is introduced with a focus on career development and  increased alignment with workforce demand  

V School administrators, counselors and teachers at all levels become knowledgeable about workforce issues, demand fields and resources  

V A sophisticated career path website is developed for use by teachers, parents and children 

V Experiential learning outside the classroom is increased via mentors, learn-and-earn and on-site work programs, and internships 

V Regulatory barriers related to curriculum development and off -site work experiences are overcome 
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The Action Plan 

Strategy 1.  Address urgent and immediate need for workers to fill job vacancies in target  industries and retain a quality workforce  

1.1 Create dynamic communication channels using cutting edge technology and social media to provide up -to -date information and links 

to jobs openings and career paths  

¶ Create a centralized website portal under the Good Life banner with links to Broome-Tioga Workforce; a new clearinghouse for job openings, 

apprenticeships and internships; information about boot camps and job fairs; asset map and transportation and wrap -around services.  Include 

videos of a òday in the lifeó with workers in target job categories, workplace simulations and interactive tools.  Link to new career path modules and 

other information being developed by the Chamber under Strategy #3.  

¶ Create a central clearinghouse of jobs as part of the Good Life Campaign website, and utilize an existing social media tools such as SocialGrad.com 

¶ Actively promote Broome-Tioga Workforce programs and services, programs, boot camps, etc. via social media and digital platforms i.e., Facebook 

Twitter, Instagram, LinkedIn, etc. 

¶ Utilize existing organizations and their communication channels to reach Veterans, women, and persons re-entering the workforce; i.e., Vet Center, 

young professionals, Urban League, etc. 

¶ Utilize the school districts and their communication channels to communicate with parents, administ rators, teachers and school counselors at the 

individual school level 

 

1.2  Leverage, expand and aggressively promote existing workforce support programs available through Broome -Tioga Workforce and NYS 

DOL to move unemployed and underemployed into workforce  

¶ Deliver Broome-Tioga Workforce support services and training utilizing on-line information and application forms, videos and mobile apps  

¶ Campaign for infusion of substantial funding for both union and non -union apprenticeships via NYS DOL 

¶ Aggressively pursue training grants via NYS DOL (i.e., warehousing) 

¶ Collaborate with various Veterans services and organization to move employable Veterans into the workforce pipeline 

 

1.3 Bring the Job Fair Concept into the 21 st century  

¶ Conduct òFamily Night ê Jobs and Careers in Broome Countyó target and parents and youth in targeted neighborhood hubs  or community schools 

throughout the county  

¶ Conduct non-traditional job fairs òCareers that Donõt Require a College Degreeó and/or òReady for a Career Changeó with simulations, presentations 

by real workers, etc. (focus on jobs in transportation, production, healthcare, skilled trades).   

¶ Replace traditional job fairs with 1-2 day career òboot campsó for jobs in target industries.  The boot camp must be practical, including in-person 

simulations, interaction with current employees, information about education requirements and apprenticeships, and òserious gamesó customized to 

the workplace, where people can play virtually 

¶ Develop programming in collaboration with recommended initiatives in the Greater Binghamton ESPRI plan, and efforts such as the NAACP 1-day 

intensive job readiness conference 
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1.4  Launch an Aggressive Messaging and Local Recruitment Campaign under the Good Life Campaign Focused on the òThere Are Jobsó 

theme  

¶ Maintain the sense of urgency by conducting routine information sessions with business and community leaders via the Chamber of Commerce and 

The Agency, superintendents and school boards, civic organizations, not-for-profit community and municipalities  

¶ Counter the òno jobsó assumption ê utilize new on-line information (Strategy 1.1).   Target the 18-36 year old population.  

¶ Link Good Life Campaign to existing corporate recruitment efforts  

¶ Work with SUNY Broome, BOCES and other 2+2 programs in surrounding counties to conduct messaging program and facilitate direct contact with 

students and recent graduates 

¶ Target students and career centers at colleges and universities (BU and other SUNY campuses, SUNY Broome, Cornell, Clarkson, etc.) with a 

messaging campaign promoting career opportunities in Broome County; also include direct link to  Good Life webpage for job, internships and 

apprenticeships clearinghouse. 

¶ Target female and Veteran populations 

¶ Promote image of jobs in transportation (t ractor-trailer driver), production and skilled tradesmen as òTotally Cool Jobsó  

¶ Focus on messaging in demand jobs in healthcare and professional positions in engineering 

¶ Undertake aggressive joint recruitment program among skilled trade unions, Southern Tier Home Builders Association and warehouse and 

distribution employers.  Link with existing promotions such as òHire Our Heros Campaignó and promotions by trade unions and Southern Tier Home 

Builders & Remodelers Association using social media.  Consider promotion themes such as òItõs not a manõs world;ó with a sub-focus to attract 

females 

 

1.5 Take Action to Overcome Barriers to Hiring in Target Industries  

¶ Develop creative and competitive hiring packages; i.e., free training for CDL drivers, earn-and-learn training, housing or home buying incentives 

¶ Campaign against NYS regulatory restrictions (21 yr. age restriction for CDL drivers) 

¶ Address transportation issues that serve as barriers to getting to interviews, job fairs, training and the job 

¶ Advocate for an increase investment in anti-drug efforts of government and community service agencies 
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Strategy 2.  Address workforce shortages in target industries over the next 1 -3 years 

2.1 Invest in Education Programs and Training Facilities to Accommodate Demand in Target Industries  

¶ Invest in capital improvements to expand healthcare training facilities at SUNY Broome and BOCES 

¶ Support efforts of SUNY Broome and BOCES to address need for additional clinical sites 

¶ Develop tractor-trailer simulator program with BOCES; target 19-20 year olds and coordinate with Broome -Tioga Workforce Elite Program 

¶ Expand Elite Youth Program (16-24 yrs. facing employment barriers).  Note: This paid training and job placement program is in collaboration with    B-T 

Workforce NY, BOCES and CCE and currently focuses on CNA, building trades and teacher aides 

¶ Expand TANIFF summer employment program to include exposure to job opportunities and career paths 

 

2.2 Make Workforce Resources and Services Easily Accessible and Exciting Using Cutting Edge Technology    

¶ Establish a Regional Workforce Services and Career Simulation Center in the Greater Binghamton area to increase accessibility and create a 

dynamic/interactive setting.  Consider repurposing a large and highly visible vacant commercial space that offers easy access from major traffic corridors, 

convenient public transportation, parking, etc.  

 

2.3 Focus on Retention of 18 ð 36 Year Olds 

Á Expand the Good Life Campaign  (Strategy 1.4) to focus on retention of 18 -30 age group, involving a range of digital platforms, including online 

and mobile; continue òThere ARE Jobs in Broome Countyó campaign focused on this age group  

 
Á Promote  the Excelsior Scholarship Program in collaboration with SUNY Broome and BU 

 

Á Proactively support initiatives related to the revitalization of commercial districts and neighborhoods  

  Leverage NYS funding sources to improve neighborhoods downtown areas via Greater Binghamton Fund 

  Establish a home buying incentive program utilizing tools such as the Broome County Land Bank and Greater Binghamton Fund; consider a first-time 

home buyer assistance programs to retain both residents and BU students  

 

2.4 Launch a Campaign Under the Good Life  Campaign to Attract òComebacksó 

¶ Promote Broome Countyõs unique assets to attract and motivate natives living outside the county.  Examples:  Dickõs Open, Spiedie Fest and LUMA 

¶ Use other social media tools such as LinkedIn to communicate with former residents 

¶ Develop a home buying program in collaboration with the BC Land Bank and Transform Greater Binghamton Fund, and develop a targeted messaging 

campaign in collaboration with the Greater Binghamton Association of Realtors 

 

2.5 Support Talent Attraction Activi ties of Employers  

¶ Include a tab or link to the asset mapping under the Good Life campaign banner  

¶ Improve downtown and neighborhoods  

¶ Provide home buying incentives 
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Strategy 3.  Create a Comprehensive and Integrated Career Path Program for Grades 8 -12 

3.1 Programming and Curriculum  

Á Routinely inform administrators, teacher and counselors  about their role in the w orkforce development continuum and resources available  

  Superintendent Opening Day Message 

  Annual Symposium of school districts to discuss state of the workforce, best practices and share current initiatives with business community 

  Annual symposium of school counselors to inform them of òstate of the workforce,ó demand in career categories and available resources  

  Establish "Career Counseling Programs" with trained support staff  

 

Á Curriculum  

  Take a collaborative approach among superintendents, employers, the trades, SUNY Broome and BOCES to develop curriculum.  Recommendations 

include a Career Education seminar for middle school and 12th grader students, entrepreneurial and mentor-based curriculum, embedding job and 

career simulation in curriculum, and routinely engage students in conversation about what would attract them to jobs  

  Expand and replicate PTECH  

  Purposefully expand STEM education to be in alignment with workforce demand  

 

3.2 Create multiple touch points for direct exposure to career opportunities and transitions to transition to jobs or education     

Á Establish job search and career planning services  and tools  that are easily accessible and will motivate parents and students to explore careers 

  Create a career path website (types of jobs, wages, education/certification, attributes and skills) with links to training, job apps, support services 

  Create virtual platforms to share info about jobs, personal attributes and career paths (see Strategy #1) 

Á Increase experiential learning outside the classroom  

  Develop additional Learn-and-Earn and on-site work programs using the New Visions model 

  Expand opportunities for youth apprenticeships programs  

  Expand the summer jobs program using the Windsor School District model  

  Conduct summer career/job boot camps in conjunction with Broome -Tioga Workforce.  Convert Manufacturing Day into boot camp format, and 

replicate for Healthcare, Transportation /Distribution  and Skilled Trades. 

  Undertake messaging and job shadowing programs targeted at grades 7-12.  Include career opportunities that lead to a good quality of life and do not 

require a college degree; specifically, the skilled trades, transportation and materials handling, production and healthcare 

 

3.3 Undertake a Multi -pronged Messaging System and Career Path Counseling  

Á Capture stories of recent graduates in both college and non-college career paths for use in the Good Life Campaign and in social media. 

Á Develop a HS student driven program to build pride in Broome County  

Á Promote Excelsior Scholarship Program 

Á Advocate for change in NYS regulations: curriculum, on-site apprenticeships 

Á Expand participation of life role models and mentors from the business community , and BU and SUNY Broome students 
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Strategy 4.  Create an Integrated Workforce Systems Model and Organizational Structure that is Stakeholder Driven and in Alig nment 

with Business and Economic Development Initiatives  

 4.1  An integrated workforce systems model must include several agencies and organizations working together to effectively impact the current 

and future demand for qualified workers  

 
 

Wrap-around 
Services (childcare, 

transportation, 
support services)

Public Workforce 
System:  Broome-
Tioga Workforce 

Development Board 
and NY Dept of 

Labor

Education and Training: 

K-12, BOCES, SUNY 
Broome, BU, Trade 

Associations, BT 
Workforce,  
Community 

Organizations and  
Employers

Employers

Leads and LInks:  
The Agency and 

Chamber of 
Commerce

Qualitied Workers 
Meeting Employer 

Needs and 
Expectation
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4.1 A central organizational structure is recommended to own, drive and coordinate the overall strategic plan  

 

Successful execution of this strategic plan will require the full buy -in and participation of employers, the economic development agency, business support 

and advocacy organizations, education, workforce development agencies, community and support service organizations, and government agencies. A lead 

organization should be responsible for seeking financial support, maintaining the overall messaging initiative, coordinating the various initiatives and action 

items with the responsible organizations, monitori ng performance against objectives, tracking and understanding real-time data to understand both the 

supply and demand side of the workforce needs, and constantly updating the plan.  

 

The Agency

GBEOP

Greater Binghamton 
Chamber of Commerce

Education:  K-12

EmployersTrade Associations

Broome County Government and 
Agencies such as the BC Land Bank

Community Organizations such as the Cornell 
Cooperative Extension, United Way, Urban 

League and Others

BOCES, SUNY Broome and BU

Broome-Tioga Workforce 
NY

NYS Dept of Labor
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The K-12 Pipeline Strategy requires further detail of its role and the partners involved in the execution of the related action items.   

                       Curriculum and Programming                       Direct Exposure to Career Opportunities                   Messaging and Career Path Counseling
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Lead:  Superintendents working hand-in-hand 

with Business Leaders 

Navigator:  GBEOP 

Partners:   The Agency, Employers, BOCES 

Lead and Navigator:   Chamber and GBEOP 
 
Partners:   Superintendents and School Counselors, STEP, 
Employers, Broome-Tioga Workforce, Chamber, BU 
Fleishman Center, SUNY Broome Applied Learning Center 

Lead:  Superintendents working hand-in-hand 

with Business Leaders 

Navigator:  GBEOP 

Partners:   The Agency, Employers, BOCES 
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BACKGROUND 
 

 

A competitive workforce is an essential ingredient to business growth and successful economic development.  As 

lead economic development organization in Broome County, THE AGENCY recognized the importance of this issue 

and in 2016 engaged Susan Payne, Strategic Planning and Economic Development Consultant, to undertake a study 

to assess the countyõs labor supply and labor demand conditions.   

 

The study revealed the following and set the course for creation of a Task Force in early 2017 to address these challenges and barriers. 

 

1. Historic Binghamton MSA and Broome County Population:  Population in the Binghamton MSA (Broome and Tioga counties) declined 2% between 

2010-2015 to 246,020.  Broome Countyõs population declined from 212,160 in 1990 to 200,018 in 2015.2  Further decline to 199,053 in 2025 and 192,835 

by 2040 are projected. 

 

2. Prime Age Workers in Broome County (25-54):  The number of prime working age persons dropped 8,156 (10.8%) between 2010 and 2015.  The current 

count as of 2016 is 67,372, down from 75,528 in 2010. 

 

3. Overall Labor Force Decline: Over the past decade, Broome County has experienced a labor force decline from 122,300 in 2006 to 107,770 in 2015 to 

96,246 in 2017Q1.  This compares to 1990 when the labor force was 131,000.    

 

4. Employment Trends:  Broome County has a labor force participation rate of 58.7%, which compares to 63.3% at both the national and state levels. The 

Broome-Tioga Workforce estimates that 5,000 employable persons in Broome County are not working. 

 

5. Unemployment : The rate of unemployment was 7% in September 2015, as compared to 9.6% in the five years before.  In August 2017 there was a 5.3% 

unemployment rate.   

 

6. Employment Comparison to Other Large NYS Counties:  Seventeen of the 18 largest counties in New York had employment gains from June 2014 to 

June 2015. Only Broome County lost jobs; down 1.2%.   

 

7. Workers Living in Broome County by Industry: The greatest number of workers are in these industry categories: healthcare, education, transportation and 

materials moving, production, and engineering and design.  Fewer worked at Manufacturing/Production jobs and more worked at Healthcare jobs in 

2015 as compared to 2003.  

 

                                                           
2 US Census. American Fact Finder. Quick Facts. 2015 
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8. Worker Replacement vs. Job Growth:  Job growth is marginal, but replacement demand is increasing.  It is projected that roughly 30% of the current 

workforce in the target industries will need to be replaced over the next 5 -8 years due to aging, a weak pipeline of incoming prime working age persons 

and outmigration.  

 

9. Job Growth/Decline in Broome County:  The number of non-farm jobs in the Binghamton MSA dropped from 103,700 in September 2015 to 102,103 in 

September 2016.  This represents a decline of 1.4%; the largest decline among all MSAõs in the state. 

 

10. Impact of Migration Patterns :  For the period 2013 ð 2014, Broome Countyõs out-migration was 6,362, while the in-migration was 5,111.  The value of the 

adjusted gross income of in-migration was $110,722,000 while the value of the out-migration was $156,964,000.  

 

The report concluded that Broome Countyõs workforce situation is serious with workforce 

replacement needs in several industry sectors already requiring talent attraction and skills training 

efforts to maintain current employment levels .   

 

Broome County is experiencing a higher rate of labor force shrinkage that other counties in the 

region.  Broome and Chemung counties lost the most at 10% during the past 5 years; and Broome 

County was the only large county in NYS to experience a net job loss in 2014-2015 with a decline 

of 1.2%.  

 

There is a shrinking pool of pri me age workers, out-migration, and an aging workforce with 

retirements pending over the next 5 -10 years.  In fact, those ages 45-64 account for 26% of the 

total population, and the senior population is at 17% and growing.  The issue of an aging 

workforce that will need to be replaced is highlighted by the concentration of worker ages 55+ in 

each of the major industry sectors:  Education with 30%; Healthcare Professional sector with 25%, 

Transportation and Material Handling with 25%, and Engineering with 30%.  

 

Due to the aging population and anticipated retirements over the next five  years, the New York State Department of Labor projects that most of the job 

openings in 2010-2020 will be replacement openings and not new ones.  The replacement of an estimated 30% of the workforce over the next 5-8 years will 

only put added stress on the weak labor supply. 

 

During the period 2017 -2022, jobs in Broome Countyõs healthcare sector are expected to grow 3.8% based on historic trends and industry demand 

projections.  Although  the count in the other major industry sectors are forecasted to decli ne, the replacement factor is a major challenge for many 

companies to retain their competitive edge.  The forecast models project  growth in Education at -3.4%, Engineering and Design at 10.5%, Transportation and 

Materials Moving at -1.2%, and Manufacturing at -17.5%. 

 

Economic 
Diversity

Talented and Well-
trained Workforce 

- Today and 
Tomorrow

Commitment to 
Innovation and 

Infusion of 
Technology

Regionalism

Environment to 
Attract Talent
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Although these calculated projections do not reflect new business development such as Dickõs Distribution Center, these numbers are in sharp contrast to 

projected double digit growth in all sectors, except manufacturing, on the national level.   It also is important to point out that Interviews with more than 

twenty employers paint a slightly different picture, and several stated their growth is being stunted by the limitation of th e workforce.  A combination of data 

and preliminary feedback from area employers indicate that those sectors in Broome County facing the greatest challenge are in Engineering, Manufacturing 

(production workers), Healthcare (practitioners, nurses and support staff), Education, Information Technology, and Transportation and Materials Handling 

(licensed truck drivers).   In fact, Dickõs recent announcement of plans to hire 500 workers puts added pressure on demand for licensed tractor trailer drivers 

and warehouse managers. 

                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                            

Interviews with 21 major employers in the Broome County work shed were conducted in the 4 th quarter of 2016 and the results parallel national trends and 

issues.   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Recruitment Issues  

 

Shrinking pool of skilled workforce at all levels 

 

High level of competition for skilled workers  

 

Lack of technical skills among existing population 

 

Demand for higher salaries, due to the high rate of 

competition for skilled workers  

 

Inadequate public transportation (Kirkwood)  

 

Inadequate/appropriate single family and market 

rate rental housing to attract new employees 

Retention Issues  

 

Competition from other companies within the same pool 

of potential workers, resulting in employees jumping 

from job to job  

 

Aging of the workforce resulting in waves of retirements  

 

Lack of commitment and strong work ethic, particularly 

among the younger workforce  

 

Cross-generational communication issues 

 

Drug/alcohol issues 

 

Inadequate public transportation  
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BC TALENT TASK FORCE  
 

The Agency Board of Directors understood that workforce plays an important role in a companyõs decision to expand or 

locate in a particular area.  In the economic development world, it is understood that òcompanies are following the 

workforce.ó  The board also recognized the urgency to address these challenges and create a strategic plan that would 

outline the key elements of a multi -pronged appro ach and development of a stronger workforce development system.   

The Agency Board appointed the Broome Talent Task Force in March 2017.  The Task Force members included representatives from employers, trade 

associations, local workforce development organizations, business development and advocacy organizations, civic organizations, economic development 

entities and education.   

 

Task Force Charge 
1. Agree on the industry sectors that will drive Broome Countyõs economy of the future and should be the focus of a workforce development and talent 

attraction action plan.  

 

2. Establish a vision for Broome Countyõs workforce composition in the next 10 years. 

 

3. Agree on the major workforce challenges and barriers facing the target industries today, in the next 3-5 years and in the next 5-10 years.  Below are top 

issues identified in the 2016 Workforce Analysis. 

Á Improve the internal and external image of Broome County for both retention and attraction by aggressively promoting Broome C ounty as a good 

place to live and work s such as The Agencyõs òGood Lifeó initiative 

Á Continuously and effectively identify business needs for both the short -term (incumbent worker retention and skill development) and long -term 

(future talent) in target industries  

Á Address immediate skill gaps ranging from job related technical skills to power work skills such as analytical skills, problem-solving skills, and critical-

thinking skills 

Á Develop a workforce pipeline for the next 20 years that matches education/training to employer needs, continuous tr aining for all segments of the 

workforce, life skills development, continued focus on STEM skills in K-12, and creating opportunities to connect students to career options such as 

apprenticeships, internships, work-study programs, hands-on learning experiences, train-to-hire programs and community service programs 

Á Strengthen the support structure needed to ensure the workforce pipeline ranging from education and training to job placement   

Á Identify and prioritize quality of life issues critical to workforce retention and talent attraction such as overall image (internal and external), housing, 

property taxes, vibrant downtowns, culture/entertainment, etc.  

Á Identify gaps that need to be addressed by community service organizations such as transportation, childcare, and drug and alcohol programs  
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4. Direct a deep-dive analysis as needed of the priority workforce issues, and further define the extent of the relevant barriers and challenges based on 

input from key partners and stakeholders. 

 

5. Agree on the top issues to be addressed in a Broome County Strategic Demand-Driven Framework and a set of action steps to be undertaken in the next 

1-3 years to retain, cultivate, grow and attract workforce talent; including metrics to measure success. 

 

Task Force Focus 

The Task Force focused on six industry sectors with the greatest workforce demand including healthcare, education, 

engineering/design/production, transportation and materials moving, construction and the skilled trades, and information tech nology. 

After extensive data analysis, focus group sessions, employer input, assessment of existing programs and services, the Task Force agreed it was 

urgent to focus on the following topics.  

 

Å Continuously and effectively identify short -term and long -term employer needs  

Å Address immediate skill gaps with imp roved access, information via contemporary communication tools, and state-of-the art training 

and career simulation in target industries 

Å Develop a workforce pipeline for the next 20 years 

Å Strengthen the support structure needed t o ensure the current and future  workforce pipeline  

Å Improve internal and external image as a good place to live and work 

Å Address issues of community image and perception about lack of jobs 

Å Identify quality of life issues:  housing, vibrant downtowns, culture/entertainment, etc.  

Å òDevelop and Ownó a workforce strategy that is integrated, holistic and outcome-driven system 

 

 

 



29 
 

 
Broome County Workforce & Talent Attraction Plan 2017-2020 

The Agency                  September 2017 

STRATEGIC PLANNING PROCESS 
 

 

 

 

 

 

Vision to Drive the Planning Process  
 
 òA strengthened economic development -workforce development  partnership is essential for Broome County to develop new business and job 

opportunities in target industry sectors. To create the "industries of the future" in Broome County  a "workforce of the future"  is required  that is 

highly motivated, prepared and t rained  must exist.έ 

 

Planning Approach  
The Task Force agreed on the importance of developing a strategy based on collaboration and partnerships that would result in an integrated and outcome -

driven workforce model focused on strengthening the existing work force, retention and attraction of new talent to Broome County.  The group further 

agreed to pursue a planning approach was based on the following principles. 

Á Successful workforce and economic development efforts develop long-term strategies and make investment decisions based on hard data 

Á The best workforce-development solutions happen when leading employers come together to address the talent problem  

Á Education combined with experience both inside and outside a classroom form the foundation of a stron g workforce, and the accumulation of personal 

knowledge and job skills is a lifelong learning process beginning in elementary school  

Á Workforce development must incorporate collaboration, cross -sectoral partnerships and continuing education opportunities  

Á A workforce-development system must be strategic and outcome driven, and results in qualified people filling jobs  
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A total of fourteen focus group sessions involving more than one-hundred thirty  participants provided the Task Force with insight and important information about 

the challenges and opportunities. 

In addition, three subcommittees were formed including training and education, regulatory and K -12.  These groups provided insight to important questions about 

issues, barriers and opportunities, and addressed the following questions.  

V What structures and programs are already in place that can be enhanced to get the unemployed workforce actively engaged to fi ll the current 

positions?    

V How and what do we need to invest in people who are unemployed and want to work?   

V How can the young workforce (ages 16-35) be retained?  

V What are the barriers and opportunities related to talent attraction?  

V What are Best Practices from across the country that can be applied? 

V How can we prepare the workforce for the future? 

The Task Force then took a deep dive into the short-term workforce issues, as well as challenges related to retention and talent recruitment. 

 

 

Short-term and 
long-term 

strategies and 
determine 

investments 
needed with  for 

greatest return on 
investment
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Deep Dive into Short-term Workforce Issues 

 

 
Deep Dive into Talent Retention and Recruitment Issues 
 
Task 

Identify talent retention issues i.e., overall image, housing, vibrant social life and downtowns, etc. by conducting surveys and focus groups among young 
professionals, high school students, etc. 

Understand efforts underway for downtown and neighborhood revitalization initiatives. 

Understand current efforts underway and barriers to attracting a more diverse workforce 

Conduct asset mapping as base-line information for websites, promotion programming, etc. 

Understand the competitive market place and position BC to promote its strengths; especially, quality of life.  Consider preparing and utilizing a Quality of Life 
Index 

Explore Best Practices and opportunities for talent recruitment across industry sectors 

Identify links or pathways to work that connect businesses, high school and college students and work options  

 
 

Task 

Identify sectors with high growth potential but have shortages or high turnover 

Undertake in-depth job-market data analyses in target sectors to understand supply-and-demand dynamics; and follow-up with employers to confirm 

Project new short-term workforce demand (3-5 yrs.) based on demographics, business expansion, new businesses, university R&D commercialization, 
entrepreneurial start-ups 

Inventory existing education, training and workforce programs/services, assess ROI based on employer feedback; identify gaps 

Understand issues with moving unemployed into the workforce (both employer and unemployed) i.e.; job requirements, transportation, childcare, literacy, math 
skills, background check, access to education and training, etc. 

Inventory existing initiatives to enhance basic skills:  math, communication, critical thinking, data analysis, problem solving skills, teamwork, time management, 
etc. and identify gaps 

Inventory financial resources available to secure training, credentials or licensing; and identify gaps 

Identify existing communication portals, and identify best practices and cutting-edge technology-based solutions to enhance or supplement in-person training 
such as mobile app dashboard for path to targeted jobs, mobile apps for job application by sector, and digital workplace simulations 

Inventory programs and one-time events targeted at grades 7-12 and college students (e.g. New Visions Academy, Junior Achievement, Manufacturing Day, etc.) 

Understand regulatory barriers faced by employers 

Inventory all community assets and resources (asset mapping) 
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SITUATION ANALYSIS 
 

Demographic Profile  
The US Census reports that Broome Countyõs population was 195,334 in 2016. Between 2005 and 2015, the countyõs 

population declined  at an annual average rate of 0.3%.   

 

 Percent  Value 

 Broome 

County  

New York  USA Broome 

County  

New York  USA 

Demographics  

Population ð ð ð 195,334 19,745,289 323,127,513 

Population Annual Average Growth -0.3% 0.3% 0.8% -557 64,066 2,474,760 

Median Age ð ð ð 40.2 38.0 37.2 

Under 18 Years 20.2% 22.3% 24.0% 40,559 4,324,929 74,181,467 

18 to 24 Years 13.0% 10.2% 9.9% 26,065 1,983,517 30,672,088 

25 to 34 Years 11.5% 13.7% 13.3% 22,984 2,659,337 41,063,948 

35 to 44 Years 11.1% 13.5% 13.3% 22,211 2,610,017 41,070,606 

45 to 54 Years 15.3% 14.9% 14.6% 30,736 2,878,691 45,006,716 

55 to 64 Years 12.6% 11.9% 11.8% 25,201 2,303,668 36,482,729 

65 to 74 Years 7.8% 7.0% 7.0% 15,668 1,360,602 21,713,429 

75 Years, and Over 8.6% 6.5% 6.0% 17,176 1,257,341 18,554,555 

Educational Attainment, Age 25 -64 

No High School Diploma 8.4% 12.3% 11.8% 8,117 1,306,879 19,736,243 

High School Graduate 29.3% 24.9% 26.4% 28,439 2,641,113 43,982,863 

Some College, No Degree 19.3% 16.8% 21.7% 18,688 1,787,450 36,187,232 

Associate's Degree 13.6% 9.4% 8.8% 13,180 998,201 14,742,654 

Bachelor's Degree 16.8% 21.3% 19.9% 16,352 2,264,242 33,245,950 

Postgraduate Degree 12.7% 15.2% 11.4% 12,294 1,617,475 18,952,103 
Source:  US Census.  American Fact Finder.  Quick Facts 2016. 
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Labor Force and Employment Trends  
Broome County has a civilian labor force of 96,246 with a participation rate of 58.7%, which compares to 63.3% at both the national and state levels.             

Of individuals 25 to 64 in Broome County, 29.5% have a bachelorõs degree or higher, which compares with 31.3% nation-wide.  

 

Employment Trends  

As of 2017Q1, total employment in  Broome County was 

90,658 (based on a four-quarter moving average).  The 

Broome-Tioga Workforce estimates that 5,000 employable 

persons in Broome County are not working. 

 

 

Employment data are derived from the Quarterly Census of Employment and Wages, provided by the 

Bureau of Labor Statistics and imputed where necessary. Data are updated through 2016Q3 with 

preliminary estimates updated to 2017Q1.  

 

Unemployment Rate  

The seasonally adjusted unemployment rate for Broome 

County was 5.3% as of May 2017. The regional unemployment 

rate was higher than the national rate of 4.4%.  

 

Unemployment rate data are from the Local Area Unemployment Statistics, provided by the Bureau of 

Labor Statistics and updated through May 2017. 
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Trends and Factors Shaping Local and Regional Labor Supply   
 

Population Decline and Aging Workforce  
Both nationally and in New York State, the proportion of working -age individuals who were in the labor force experienced a sixth consecutive drop during 

the past six years.  It also is important to note that the number of individuals aged 65+ in the labor force jumped by  nearly 24%, significantly more than the 

14% increase in that age groupõs population. 

The Southern Tier is home to more than 648,000 residents, a population that has eroded slightly since 2000 (-1.3%) as there have been increases at the state 

and national levels (4.3% and 14.2%, respectively, between 2000 and 2015).3   

Thirty percent of the Southern Tier Regionõs population lives in Broome County.  Slightly more than 50% of the countyõs population lives in the Town of 

Union and the City of Binghamton.  

Broome Countyõs population declined from 212,160 in 1990 to 200,600 in 2010 and 196,567 in 2015.4  

The working age population in Broome County dropped from 106,508 in 1990 to 100,040 in 2015, and it is projected to drop to 9 3,859 by 2025.    

These facts are of concern in terms of both the short-term and long -term demand for a qualified workforce in Broome County.  Multiple factors are colliding, 

including the aging of the existing workforce with a substantial percentage of retirements in the n ext five years, a shrinking pool of the existing workforce 

due to out -migration of the younger cohort, and a reduced pipeline of future workers.   

 

Diagram 1.  Broome County Population Mix by Age  

This chart depicts several important factors affecting the current and future workforce:  

V The workforce pipeline for the future is weak. 

 

V As the prime working age workforce is shrinking, the population 45 ð 64 and the 65+ groups are 

increasing.  The 45+ population represents 43% of the total population.  

 

Long-term continuation of the trend depicted in Diagram 2 could limit prospects for Broome Countyõs overall economic growth.   

                                                           
3 2016 Progress Report.  Regional Economic Development Council of the Southern Tier  
4 US Census. American Fact Finder. Quick Facts. 2015 
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Diagram 2. Broome County Population Trend  

 

 

 

                

Source:  U.S. Census Bureau.  Made through Cornell Program on Applied Demographics 

 
 

Diagram 3.  Broome County Population Trend:  Ages 25 -44 

Source:  U.S. Census Bureau.  Made through Cornell Program on Applied Demographics 

     

 
 
 
 

 
 
 

Diagram 4.  Broome County Population Trend :  Ages 45-64 

 

Source:  U.S. Census Bureau.  Made through Cornell Program on Applied Demographics 
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       Diagram 5.  Broome Countyõs Aging Population: 65 + 

 

Source:  U.S. Census Bureau.  Made through Cornell Program  

on Applied Demographics            

 

 

 

 

Those considered to be of prime working age, between the ages of 25 and 54, are of importance in assessing the future workforce needs.  In 2015, an 

estimated 128 million Americans fell into the òPrime Working Ageó bracket. Over the past five years, US Census estimates suggest many areas of the country 

have experienced notable declines in the prime working age population even though overall numbers have increased slightly.  

 

Diagram 6.  Shrinking Prim e Age Work Group in Broome County  

 

Today, the Prime Age Work Group in Broome County represents 67,372 persons; 

down 8,156 (10.8%) since 2010.  Aging of baby boomers accounts for the decline, 

as well as the outmigration of the countyõs young and middle-aged adults. 

 

Source:  US Census Bureau.  July 2016. 
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Migration Trends  

Between July 2014 and July 2015, all but nine states added population via migration. Illinois and New York lost the most residents, while Florida and Texas 

recorded the largest gains.  

 

In every year since 1999, residents have migrated out of the Southern Tier. In 2015, the region lost 5.7% of its residents, with the highest outward migration 

in Tioga, Delaware, and Chenango counties (10.4%, 9.3% and 9.0%, respectively).5 

 
Broome County also saw out-migration during the period 2011 - 2014.6 

 
 

 
 

 
 

For the period 2013 ς нлмпΣ .ǊƻƻƳŜ /ƻǳƴǘȅΩǎ ǘƻǘŀƭ ƻǳǘ-migration was 6,362. 

 
 
 
 For the period 2013 ς нлмпΣ .ǊƻƻƳŜ /ƻǳƴǘȅΩǎ ǘƻǘŀƭ ƛƴ-migration was 5,111. 

 
 
 

 

For this same period, the value of the adjusted gross income of in-migration was $110,722,000 while the value of the out-migration was $156,964,000.  

 

 

 

 

 

                                                           
5  Cornell Program on Applied Demographics 
6 U.S. Census Bureau; migration estimates current as of July of the corresponding years. 

 
Year 

 
Net Migration 

 
2011 - 2012 

 
-1,670 

 
2012 - 2013 

 
-889 

 
2013 - 2014 

 
-1,215 

 
Year 

 
Out-Migration 

to Another 
State 

 
Out-Migration 

Within NYS 

 
2013 - 2014 

 
-3,323 

 
3,001 

 
Year 

 
In-Migration 

from Another 
State 

 
In-Migration 
Within NYS 

 
2013 - 2014 

 
2,207 

 
2,840 
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Labor Force and Employment Trends  
 

The labor force participation rate has declined at the national, state and local level over the past 10 years.  Diagram #7 below depicts the national trend. 

 

Diagram 7.  National Labor Force Trends  

Source:  US Bureau of Labor Statistics.   

November 17, 2016. 

 

 

 

 

In September 2017, the U.S. Bureau of Labor Statistics released its 2017Q1 report regarding employment and wages.7  It was reported that national 

employment was 142.3 million (as measured by the QCEW program). Over the year, employment increased 1.6 percent, or 2.2 million. 

The report further states that from March 2016 to March 2017, employment increased in 299 of the 346 largest U.S. counties.  York, S.C. had the largest 

percentage increase with a gain of 6.8 percent over the year, above the national job growth rate of 1.6 percent. Within York, the largest employment increase 

occurred in professional and business services, which gained 3,539 jobs over the year (40.3 percent). Kanawha, W.Va., had the largest over-the-year 

percentage decrease in employment among the largest counties in the U.S., with a loss of 2.7 percent. Within Kanawha, trade, transportation, and utilities 

had the largest decrease in employment, with a loss of 692 jobs (-3.9 percent).   

The U.S. average weekly wage increased 6.6 percent over the year, growing to $1,111 in the first quarter of 2017. McLean, Ill., had the largest over-the-year 

percentage increase in average weekly wages with a gain of 27.8 percent. Within McLean, an average weekly wage gain of $1,006 (69.9 percent) in financial 

activities made the largest contribution to the countyõs increase in average weekly wages. Peoria, Ill., experienced the only percentage decrease in average 

weekly wages with a loss of 1.1 percent over the year. Within Peoria, manufacturing had the largest impact on the countyõs average weekly wage change 

with a decrease of $605 (-31.3 percent) over the year.  

                                                           
7 U.S. Department of Labor.  Bureau of Labor Statistics.  September 6, 2017.  County Employment and Wages Report.  First Quarter 2017. 


