SkillWorks Initiative

Year Up- Financial Services Partnership

Introduction

The Year Up-Financial Services Partnership (FSP) builds on Year Up’s core program to expand career advancement opportunities for at-risk young adults in the financial services industry.  It is in the first year of implementation following a one-year planning grant from SkillWorks in 2009.  The partnership includes three leading financial services firms:  Bank of America, Bank of New York Mellon, and State Street Bank.  The current higher education partner is Cambridge College, which offers dual enrollment to Year Up students.  FSP focuses on financial operations occupations, targeting (a) pre-employment services during the internship phase of its yearlong training program and (b) incumbent worker services to recent Year Up graduates and a smaller group of older alumni who have been out of the program for several years.  Year Up is working to embed activities that support career advancement and postsecondary education goals in its existing programs as well as provide new services, including basic skills classroom training and tutoring, academic testing, enhanced academic and career coaching, workplace orientations, employer mentors, and seminars.

Background 
Year Up is the lead organization for FSP and responsible for all partnership coordination and activity.  The partnership builds on Year Up’s hub-and-spoke model of engagement.  Year Up has very strong relationships with a wide range of individual financial services employers, but generally does not engage them collectively.  For FSP, it has recruited a small core set of firms — Bank of America, Bank of New York Mellon, and State Street Bank — and organized them into a working group.  While the group will inform FSP strategy and provide opportunities for the employers to engage with each other — a practice that is not common in the financial services sector — Year Up will primarily rely on individual engagement to develop and deliver services for each employer.  Year Up identified a secondary set of prospective employer partners during the planning phase, but none of them has been brought into the partnership thus far. 

Year Up’s original higher education partner, Cambridge College, continues to participate in a dual enrollment arrangement with Year Up, conveying up to 18 college credits to Year Up graduates.  During the planning phase, Year Up determined that it needed to expand its higher education partnerships, particularly with community colleges.  It has developed articulation agreements with two additional colleges in the last year, for a total of six, and is actively looking for another college to provide dual enrollment.  There is no concerted effort at this time to coordinate engagement across these two sets of partners — employers and higher education institutions.

In the last couple of months, Year Up has approached X-Cel Adult Education Services to help design and deliver elements of FSP’s new basic skills services in math, such as a tutor orientation and an evening math class at Year Up.  It is not clear if this is simply a contractual arrangement or whether X-Cel will become a formal member of FSP.  
Theory of Change

Year Up’s overall mission is carried out through a dual customer approach that focuses on:  (1) providing access for young adults from low-income communities to well-paying entry-level jobs in the financial services industry and incentives to pursue postsecondary education; and (2) helping employers reduce their recruitment costs, improve retention rates, and diversify their labor force.  Although the broad assumptions underlying Year Up’s core model remain the same, the SkillWorks planning grant allowed for refinement and expansion of Year Up’s strategies and definition of success.  Specifically, Year Up has shifted its focus from a four-month placement target to long-term career advancement, emphasizing ongoing services and multi-year outcomes; become more proactive in leveraging the college credits accrued for targeted career advancement into mid-level jobs; and broadened its relationships with employers to help them develop new career advancement services and identify existing workforce development resources that can specifically benefit non-traditional employees like Year Up graduates.  The shift in focus to long-term career goals and helping its graduates move into mid-level positions also helps Year Up minimize possible job placement bottlenecks that might occur from improved employer retention.

Advancement within the financial services industry involves a combination of technical skills, interpersonal and networking skills, and, increasingly, amassing a broad set of experiences across various divisions within a company.  Advancement in tiers of entry-level positions typically involved lateral moves that may or may not lead to a salary increase.  Sometimes the best route to a promotion is by moving to a new company.  Year Up’s theory of change assumes it can facilitate advancement by embedding new services in its core program at the pre-employment stage, delivering ongoing support to incumbent workers directly and in partnership with employers, and helping its graduates tap into the extensive resources that exist within firms. 

Higher education is also a critical asset for advancement into mid-level financial services occupations (though exceptions are found in most financial services firms).  The importance of postsecondary education remains a core value that Year Up is committed to imparting to its students, with the goal that graduates enroll in postsecondary education within one year after graduating from Year Up.  However, data revealing that only about 10 percent of its pre-employment participants are prepared for college-level math significantly challenged Year Up’s assumptions about the readiness of its students to enter credit-bearing programs.  This knowledge signaled a shift in Year Up’s theory of change and also posed considerable operational challenges during Year 1 of implementation, as addressed below.

Changes in Internal Operations
Year Up had a difficult time implementing key components of its work plan during the first six to eight months of the implementation phase.  This was largely due to underestimating the staffing needed to implement the SkillWorks grant, but it is also a reflection of the organizational challenges Year Up faces in shifting focus from short-term job placement outcomes to long-term career advancement.  

A full-time director for the SkillWorks grant was appointed halfway into the grant year.  Robin Nadeau will direct the Financial Services Partnership through a cross-departmental “Advance Team,” which was put in place early in 2010.  It is comprised of 10 staff in key areas related to academics, interns, and alumni, as well as higher education and employers.  The Advance Team is designed to integrate the staff around college and career readiness and advancement goals in the four activity areas of the SkillWorks Initiative — services to interns (pre-employment) and alumni (incumbent workers) and activities with employers and colleges.  This will facilitate better organizational alignment and help transmit learning and improvements throughout the organization.  While this approach makes sense, it has proven challenging to implement and has required more staff time to coordinate successfully than Year Up had initially anticipated.

A few other staff changes affected the SkillWorks project.  The higher education specialist has been given considerable responsibility for key innovations and new activities, including designing and integrating the basic skills and tutoring components, managing the Accuplacer component, providing one-on-one assistance to participants to develop college and career readiness portfolios, and managing articulation agreements with colleges.  She is supported by a Vista volunteer for the math basic skill/tutoring component.  Additional changes include greater involvement of the account directors who work with employers and who also have responsibility for the internship program. 

In addition to her role as SkillWorks project director, Robin will take on an enhanced role in Year Up’s overall management.  Key program staff who previously reported to the executive director will now report directly to Robin.  To help promote integration of services, now all key program functions will be housed under this position — admissions, student services, academics, learning communities, career services, higher education, and alumni relations.  Robin also serves on an operational team with the executive director and directors of development, internships, and operations, de facto providing integration between programs and operations.  The new reporting structure is expected to be in place by the end of October 2010.  She will also be working more closely with employers on the career development and mentoring components, and with higher education institutions and other training providers.
While these changes are designed to facilitate better implementation of the SkillWorks grant, Year Up reports that it would have initiated these changes with or without the SkillWorks funding — the funding simply pushed it to address this need sooner.  It does not expect the staffing and reporting changes to have much impact on the organization’s day-to-day operations.  However, getting buy-in and building capacity to support a major shift in the organization’s theory of change could be more challenging in this environment. 

Year Up’s staffing changes and internal reorganization better position FSP going forward; however, the changes slowed overall implementation.  As discussed in subsequent sections, the delays affected each component of Year Up’s plan.  They also resulted in SkillWorks withholding two grant installments until certain contract conditions were met (specifically, working with employers to develop career pathways and developing a plan to deliver basic skills training in math).  At the time of this report, most of these conditions have been met and reasonable progress made toward resolving the remaining challenges.
participant progress

Goals and Strategies 

The goal for individuals is to provide young adults from low-income communities “with the skills, experience, and ongoing support to advance to mid-level finance support positions and achieve relevant postsecondary credentials.”  This builds on Year Up’s core program model of: (a) coupling intensive technical training, leadership development training, and ongoing services with paid professional internships in order to secure well-paying, entry-level jobs; and (b) awarding up to 18 college credits for the Year Up credential in order to sufficiently motivate graduates to pursue higher education goals.

Year Up’s core program includes a 21-week classroom training component, referred to as Learning and Development (L&D), and a 26-week professional internship with a major employer.  Training is organized along two occupational tracks — Financial Operations (FinOps) and Information Technology (IT).  Students in the FinOps track almost exclusively take internships in the financial services industry, while those on the IT track may be placed there or in other industries.  The students who are eligible to enroll in SkillWorks are those in the FinOps track who accept internships in financial services or non-financial services firms, and those on the IT track who accept internships in financial services firms.
  Eligibility for entering SkillWorks is based on completing the L&D phase, securing an internship, and starting the Professional and Educational Planning track (PEP), the professional development curriculum that supports Year Up interns.  Although L&D is not a SkillWorks-funded activity, Year Up is incorporating additional career and college readiness activities into the L&D curriculum in order to send a clear, consistent message to students about the importance of these areas to long-term success. 

Under the Alumni Advancement and Education track, Year Up will pursue advancement strategies aimed at two cohorts of incumbent workers.  The majority is classified as recent Year Up alumni who have exited the PEP/internship phase and have entered full-time employment in the financial services sector.  The overall goal for this cohort is 450 by the end of the four-year SkillWorks funding.  A second cohort is made up of older alumni who graduated from Year Up within the last four years and have been employed in the sector.  Many of them may have undergone a number of entry-level lateral promotions, but have hit a barrier in transitioning to a mid-level position.  In addition to helping hone the types of career development services needed by incumbents generally, segmenting this cohort will allow Year Up to customize college readiness strategies for individuals who have been out of the classroom for a period of time.  Year Up proposed a total of 25 older alumni for the entire four-year funding period, all of whom were enrolled in 2010.  However, the goal for this cohort is likely to be increased in subsequent grant years, based on demand and opportunities.

While the broad goals and strategies for individuals remained unchanged from what was originally proposed, elements of the strategy have been modified during 2010, as discussed in the following subsections.  Improvements to both the career advancement services and the educational advancement services are designed to support Year Up’s shift in focus from a four-month post-placement target to multi-year college and career advancement outcomes.

Goals of Career Advancement

The Professional and Educational Planning track involves weekly half-day classes held at Year Up and is focused on helping participants adjust to the internship experience and prepare for long-term career planning and development (including a focus on college readiness, discussed below).  The curriculum covers various soft skills, writing, communications and technology skills, resume writing, job searches, mock interviews, and negotiations.  Course content is supplemented by staff advising, career coaching, mentoring, college and career fairs, and guest speakers.  New activities include the employer mentoring program and the seminar series.
  The instructional, advising, and seminar components are generally provided by Year Up staff and volunteers.  Referrals to external service providers are also available during PEP for any intern needing social services.  As a final product, each PEP participant prepares a college and career portfolio, which includes a resume, job search plan, college search information, and other records germane to his or her strategy to advance to a mid-level position.  Participants who successfully complete PEP curriculum and the internship are awarded three college credits.  They continue to be enrolled in SkillWorks as alumni (the incumbent track).

Services under the Alumni Advancement and Education track include one-on-one advising from Year Up, college and career advancement coaching, and a series of monthly seminars that will be held after business hours at Year Up and multiple worksites in the region.  Beginning with the older alumni cohort, preliminary topics for the monthly seminars include career planning, college planning, performance reviews, and salary negotiations.  Participation in the seminars is voluntary.

Goals of Educational Advancement

The PEP course content has always included services that support the pursuit of higher education goals.  For the implementation grant, this component was enhanced to include seminars on pathways to two- and four-year degree programs and instruction on researching and applying to colleges online.  Additionally, higher education became more of an embedded theme in other PEP seminar, advising, and mentoring services and for participants’ PEP portfolios.  PEP course content on topics such as paying for college and financial aid and scholarships was improved and an expanded college fair drew a record number of institutions.  The August 2010 PEP curriculum was further modified to include a focus on preparing for a college fair, a college fair to be held at a community college, and a visit to a local business college.  Personal advising from Year Up staff supplements the PEP activities.
In addition to modifications to the PEP curriculum, Year Up is in the process of creating a 10-week college readiness seminar that it expects to start this fall.  It will be offered to current interns who are interested in college and want more support than what is already offered through PEP.  Although participation is voluntary, an additional hour is being added to the PEP weekly class to accommodate these seminars.  The seminars will be administered through the Learning Communities
 and, as such, will be open to L&D students (pre-SkillWorks).  Topics will include researching and applying to colleges, financial aid, and skills needed to succeed in college.  As an incentive to participate, Year Up will offer a limited number of $1,000 scholarships, which will be used to offset the cost of developmental education courses needed to meet entry-level math requirements. 

Basic Skills

Testing for basic skills proficiency conducted during the planning phase revealed that 95 percent of Year Up students were unprepared to meet the requirements to enter a college-level math class.  In fact, 79 percent of this cohort would require more than three non-credit developmental education classes to raise their math proficiency to acceptable standards.  (Writing/reading comprehension outcomes were not as bad as the math outcomes, but with only 41 percent of Year Up students testing at a level to meet requirements for college level English, improvement is also needed here.)  While the cost to students for this level of developmental preparation has broader systems change implications, it poses near-term challenges for Year Up.  The objective is to reduce the financial and emotional burden of time spent in non-credit bearing developmental education so that participants’ college and career advancement goals are not derailed.

Developing a plan for addressing math skills was a central condition of the SkillWorks grant.  Year Up’s preliminary plan proposed providing tutoring and supplemental classes, coupled with increased testing, but it was hard to find ways to incorporate new activities into Year Up’s highly structured program, either as standalone components or contextualized.  The PEP curriculum was perceived as so tight that something would have to be sacrificed in order to address basic skills.  Nor did Year Up think interns would accept additional hours being added to the PEP schedule, particularly given the demands of the internship and challenges in their personal lives (holding second jobs, transportation issues, childcare needs, etc.).  Working through these concerns and then actually finding the space to incorporate the math piece took up the better half of the year.  Additionally, the adjustments associated with the staff reorganization also affected the decision-making process.

By the time of this report, the basic math plan had been refined to reflect integration into Year Up’s core program.  To this extent, Year Up will start these services in the L&D phase, which currently is not funded by SkillWorks, and continue them into the internship phase.  The service components include:
Ÿ Math Tutoring.  Year Up’s current tutoring program provides individual tutoring in business communications/writing and is only available during the L&D phase.  SkillWorks’ funding will allow Year Up to include basic math and extend tutoring into the internship phase.  Year Up will need to recruit more volunteer math tutors and design special training for them.  Online tutoring, both self-directed and with live tutors, and Accuplacer prep support will also be offered.  Other elements of this work, such as services providers, enrollment, scheduling, duration, etc., are still being determined.

Ÿ Math Class.  Year Up has developed a new partnership with X-Cel Adult Education Services to help design and deliver classroom math instruction.  X-Cel will work with Year Up’s Vista volunteer who is responsible for the math components.  Weekly two-hour math classes will be held in the evenings at the Year Up site.  The class will be offered to students in L&D, interns and alumni, and was expected to start in November.
Ÿ Accuplacer Testing.  Year Up has used external providers to administer the Accuplacer test and will continue this through the fall testing, after which it expects to become a licensed test administrator.  All students will be tested in the first month of L&D and again before graduation.  

Year Up will continue to explore other options to build participants’ basic skills, including the possibility of including online tutorial and/or in-person small group tutoring as part of the college readiness seminar group; building contextualized basic math instruction into relevant L&D classes; and working with employers to offer workplace-based tutoring.  Additionally, it expects to develop a plan for each individual to address his or her basic skills needs.
Goals of Income Enhancement

The proposed goal for income enhancement is an average increase of $1 per year.  Although Year Up is not required to report metrics in 2010, it should be noted that its graduates earn an average wage of $15 per hour, are typically employed full-time, and have substantial benefits packages.  Promotions in the financial services industry tend to be lateral moves across entry-level tiers of occupations, as discussed in the Employers section below.

Accomplishments Related to Individuals 

Given that Year Up has not yet completed one year in implementation, it is premature to examine participant outcomes beyond 2010.  Accomplishments to date will focus on enrollment figures, which are shown below.
  By September 30, 2010, 242 participants had been enrolled, comprised of 214 pre-employment participants and 28 incumbent participants.  Enrollment exceeded the goals established for 2010 by 27, reflecting 24 more enrollees than anticipated for pre-employment participants and three more for incumbents, as shown in Table 1.

	Table 1: Total Enrollment

	 
	Goal for Year 2*
	Year 2 as of September 30, 2010

	 
	 
	#
	%

	Pre-employment
	190
	214
	88.43%

	  Unemployed
	
	214
	100.00%

	  Employed outside Sector
	
	0
	0.00%

	Incumbent
	25
	28
	11.57%

	  Employed by Partner
	
	n/a
	

	  Employed by Non Partner
	
	n/a
	

	Total for Pre-employment and Incumbents
	215
	242
	

	* In 2009, Year I of the SkillWorks, Year Up was awarded a planning grant.  As a result, no enrollment data were required to be collected until 2010.


Enrollment for the pre-employment track occurs when the participant completes the classroom training component and enters an internship.  Table 2 shows pre-employment enrollment, by class. 
	Table 2: Pre-Employment Enrollment, by Graduating Class

	
	2010 Goal
	Actual as of September, 30 2010

	January 2010
	60
	65

	July 2010
	65
	81

	January 2011
	65
	68

	Total
	190
	214


Outreach
There is no special outreach strategy to recruit participants in the pre-employment track beyond what Year Up undertakes for its core program.  In terms of outreach and recruitment of the older alumni cohort, Year Up invested considerable energy to track down graduates who had been out of the programs for as many as five years.  This work occurred during the spring and summer, building on work done during the planning grant.  Enrollment was completed by late July, as planned.  Twenty-two are employed at State Street Bank (although at multiple offices throughout the region) and two at Bank of America.  Employees of two non-FSP firms — Brown Brothers Harriman and Fidelity — make up the balance at three and one, respectively.  Alumni are drawn from the graduating classes of 2005-2008, with the majority (12) from the 2008 graduating classes.  There is one alumnus from the class of 2003.  Participation in the group is voluntary, and recruits are highly motivated. 

At the time of the evaluation site visit in early September, staff had conducted one focus group with approximately 20 older alumni.  They provided input on their areas of interest, time constraints, and desired services.  Staff have a strong commitment to a participatory process that includes alumni in the planning and design of activities and services.  A second session was planned for later that month.  Staff seemed prepared to begin individual career planning meetings with enrollees in September and conduct the first series of workshops from September through December.
Enrolled Participant Characteristics
Residency

Approximately two-thirds of the 242 enrolled SkillWorks participants, or 155, reside in Boston.  This reflects 140 in the pre-employment track and 15 incumbents.  (See the attached appendix for tables of demographic information.)
Educational Attainment

All but one pre-employment participant have earned a high school diploma or GED — a reflection of Year Up’s admissions criteria.  No data are available for incumbents, but it is assumed that the majority is equally likely to have completed high school or earned a GED.

Income Level
Of the 214 pre-employment enrollees, 151, or 71 percent, are classified as low-income.  Of the 175 pre-employment participants for which annual household income is available, 67 percent live in households with incomes of $21,000 or less; 6 percent live in households earning between $21,001 and $28,000; 10 percent report living in households with incomes over $49,000.  No data were reported for incumbent participants.

Further demographic information for participants in the Professional and Educational Planning track (pre-employment/internship) is provided in Appendix A, Table 1.  The older alumni track (incumbents) is provided in Appendix A, Table 2
Employer progress

Goals and Strategies
The strategy for employers that was proposed by Year Up involves working with a core group of partners to:  (a) develop and implement targeted career development services that are based on clearly defined career pathways in order to help entry-level employees attain mid-level jobs; (b) address the systemic barriers that hinder advancement; and (c) demonstrate the value of this work to a broader set of employers and potential partners as a means of institutionalizing these practices throughout the financial services industry.

The services component involves matching incumbent employees to workplace mentors, providing career development orientations to pre-employment interns and incumbents, and facilitating an ongoing dialogue between employees and supervisors about career advancement.  These services were to be provided to all employer partners, but customized to the opportunities and resources found at each firm.  The primary deliverables are defining career pathways for entry- and mid-level occupations; creating programmatic mechanisms to deliver employer-based services; and preliminary strategies for addressing systemic barriers to and opportunities for advancement, such as tuition reimbursement policies, policies for employing people with criminal backgrounds, the lack of consistent industry guidelines for advancement, and an industry-recognized intermediate credential — between the Year Up diploma and a four-year degree.

Employer Workforce Development Practices
Year Up’s employer partners offer a wide array of workforce development services to their employees, including web-based career development portals, online technical and soft skills training, and diversity and inclusion programs that offer training and networking opportunities.  Through arrangements with colleges and universities, companies offer hundreds of credit and noncredit classes to employees, both in the workplace and online. 

Three types of programs are particularly relevant to Year Up’s strategy:  mentoring programs, affinity groups, and tuition reimbursement.  Each employer offers mentoring programs at various employment levels.  In some instances, mentor programs are restricted to employees who do not have a four-year degree.  This is the case at Bank of America, but it is considering embedding Year Up’s program here as opposed to creating a separate program. 

Companies generally encourage employees to participate in affinity groups.  They provide good networking opportunities, host speakers, conduct events with external organizations, and, in some instances, have their own mentoring programs.  Most employers have multicultural and/or racial/ethnic-specific affinity groups.  Options for Year Up graduates include creating a new group for entry-level employees that has an explicit career development focus or plugging them into existing affinity groups.  State Street Bank, for example, sponsors 39 affinity groups.

Financial services companies offer generous tuition reimbursement packages for which Year Up graduate are eligible.  However, eligibility criteria vary from firm to firm and can involve lengthy periods before entry-level employees are eligible.  This, coupled with reimbursement rules that pay after the degree is earned as opposed to upfront, presents barriers to Year Up graduates.  Perspectives on the importance of a college degree to career advancement also vary across the companies.  Bank of New York Mellon, for example, strongly favors postsecondary education and encourages employees to take advantage of its tuition reimbursement program.  At BNY Mellon, a bachelor’s degree is deemed essential for advancement.  Representatives of State Street Bank agree that continuing education is important to its retention strategy, but suggest that there are also many operations for which a four-year degree is less important than the skills accumulated through lateral moves across the company.  While there does seem to be general agreement that Year Up graduates will advance to mid-level positions more rapidly with a degree than without, the extent to which there are differing perspectives on higher education should be considered as Year Up works to address tuition reimbursement policies.

The recession has not had an appreciable impact on the financial services industry’s workforce development programs.  Employers report the economic downturn to be less of a driver than internal pressure to increase operational efficiencies and reduce cost.  Human resource development strategies that encourage lateral moves are obviously part of this push to increase skills while not necessarily raising pay. 

Employer Goals
The FSP’s employer partners voiced a strong commitment to advancing the careers of Year Up graduates, and most understand the value of applying the model to other employees.  Fostering explicit incentives and support for career advancement can help firms meet retention and growth goals through reduced turnover, which can range as high as 20 to 30 percent for some companies.  As discussed in the 2009 evaluation report, entry-level employees often have to achieve career advancement goals by moving to another company, largely because internal career pathways are poorly defined and/or opportunities are unavailable to them.  Besides documenting career pathways to mid-level jobs, FSP’s pathways mapping activity will facilitate lateral job changes in entry-level tiers within firms.  Lateral movement is a common practice that helps financial service firms reduce the negative effects of long-established organizational silos.  At least one FSP employer is hoping the Year Up partnership can help him spread new thinking throughout his company, particularly in terms of encouraging all entry-level employees to pursue targeted career advancement strategies and building the capacity of supervisors and managers to support them.

Employers are increasingly interested in tapping pipelines of nontraditional workers, such as people re-entering the workplace (e.g., retirees or working moms), returning military, as well as people from diverse backgrounds.  Year Up graduates are recognized as bringing a very strong work ethic and exceptionally high level of commitment to the job, which, for employers, translates into higher productivity.  The access to a pipeline of employees of this caliber provides additional incentive to support advancement strategies that target mid-level positions.  For firms reporting a high level of community involvement, providing advancement opportunities for nontraditional employees like Year Up graduates is simply “the right thing to do.”
Employer Role in Partnership
While Year Up has partnerships with scores of employers, it is working with a small core group of longstanding employer partners to implement the Financial Services Partnership.  It has established an Employer Champions Group (ECG) comprised of the three firms with which it signed employer Memoranda of Agreement (MOA) for SkillWorks in 2009 — Bank of America, Bank of New York Mellon, and State Street Bank.  The companies are represented by staff drawn from the senior vice president level and are responsible for helping Year Up refine its conceptual framework and systems change agenda, generating buy-in within their companies, and ultimately helping Year Up disseminate the model throughout the financial services industry.  Year Up proposed expanding the group in 2010 as well as signing formal MOAs with additional companies as the initiative moves forward.  Wellington Management and Fidelity were initially identified as strong prospects, but have declined to join until more outcomes are demonstrated.

Accomplishments Related to Employers

Services Provided

Year Up’s proposed services for employers focused on four primary service activities and an expanded analysis of research undertaken during the planning phase.  The proposed services component included the following:

Ÿ Career Development Orientations will be provided by each employer (and possibly at multiple sites) to introduce Year Up interns and alumni to tools and resources to help them design and execute career development goals.  In addition to introducing the interns and employees to the company and the sector, the orientations will address career pathways, networking, educational requirements for advancement, and developing career advancement plans. 
Ÿ Employer Mentoring is designed to provide interns and alumni with mentors who will help them hone their career advancement strategy.  This is likely to work through existing mentoring programs or in concert with employee affinity groups.  At the time of the evaluation site visit, key tasks still needed attention, including designing the mentoring component, identifying mentors, and determining what training is needed for them and how it will be delivered.
Ÿ Monthly Career Development Meetings between employer supervisors and Year Up interns were proposed to offer guidance on career development.  The idea was to encourage supervisors to broaden the focus of discussions from day-to-day activities to career advancement.  However, this activity never got underway and was eliminated from future workplans.

No specific employer services were being provided at the time of this report beyond what is derived through Year Up’s core program.  They are expected to start in late November or early December.  While Year Up’s employer partners will be working toward common core outcomes, the platforms to deliver these activities will be different in each, based on the resources available.  Similarly, the staff effort needed to implement these programs may vary.  In some instances, services can be incorporated easily into existing programs.  In others, it may require a workaround or even a more substantial policy change, such as in cases where employer services are restricted based on occupational level, length of employment, postsecondary credential, or other criteria.  This level of analysis had not occurred at the time of the evaluation site visit. 

During the planning grant, Year Up began to map occupations and career pathways within and across companies and identify training and credentials required for advancement.  These studies laid the groundwork for implementing the career pathways component in 2010, but more work is needed on this component.  The timeframe for resuming this work is a concern, particularly since it needs to be integrated into both pre-employment and incumbent services, such as upcoming seminar series and career development orientation sessions, and the trainings for staff, employer mentors, and others.

For their part, employers think that financial services firms should be more deliberate about specifying what skills are needed for advancement, developing core skills that can lead to multiple opportunities, and steering employees toward experiences that will enhance skill development.  They think this is especially important given the focus on lateral job progression that is common to the industry.  They are quick to affirm the analysis conducted by Year Up — that career ladders within and across firms are difficult to define. 

Career lattices may be a more appropriate metaphor.  It is better suited to capture the lateral movement between a range of entry-level positions (both within and across firms) that is common among these firms as well as the vertical movement into mid-level positions that Year Up hopes will occur.  Building skills across a range of entry-level jobs means gaining experience that spans multiple departments within the organization, which helps build departmental capacity and reduce inefficiencies.  However, lateral job movement does not necessarily involve a salary increase.  This has obvious implications for assessing outcomes related to promotions and suggests the need to recognize job changes that do not necessarily lead to a salary increase as acceptable indicators of advancement.  The SkillWorks database system may not currently incorporate lateral moves and other proxies for promotions.

The career pathways strategy also proposed working with the ECG to develop an industry-wide credential, which would serve as a bridge credential between the Year Up diploma and a four-year degree.  Although the idea resonated with the employers interviewed for this report, the ECG as a group has not discussed it.

Employer Engagement
Year Up signed new MOAs with the three employer partners in April 2010, but was not able to convene them until late June for the first Employer Champions Group meeting.  Attendees were provided with an overview of SkillWorks, Year Up’s planning grant, the goals of FSP, and findings from employer assessments conducted during the planning phase.  Year Up outlined the broad objectives of the ECG and the services that would be provided to Year Up graduates working in their companies were outlined. 

The group met for the second time on October 7, 2010.  Year Up provided an update on activities to develop the employer services components, an overview of activities to support higher education goals, and a preliminary schedule to begin services.  Members were asked to approve a draft set of outcomes for the Career Development Orientation sessions, of which two are scheduled to be held at State Street and one each for Bank of New York Mellon and Bank of America before the end of the year. 

The group was also given an overview of the challenges Year Up participants face in the area of basic math skills and the implications this has for career advancement goals.  They were asked to consider including basic skills supports as part of the workplace services and were reportedly receptive to exploring it.  Although employers note that a four-year degree is important to advancement generally, there is little expressed demand on their part for improved math skills per se.  Year Up’s decision to deliver basic skills in math is based on its internal commitment to addressing overall industry needs.  To this extent, it recognizes that weak math skills prevent Year Up graduates from successfully entering and completing college, which, in turn, affects employers’ internal promotions and advancement goals.  However, employers have not explicitly requested that Year Up address math deficiencies.

The Employer Champions were asked to identify mid-level managers who will work more closely with Year Up on operational aspects of FSP’s design and implementation.  These representatives have been identified for Bank of New York Mellon and State Street Bank.  The Bank of America Employer Champion will serve both functions in the near term.  Key responsibilities will include determining where best to house Year Up services, identifying mentors, working with Year Up to design and deliver training to participants and personnel, and providing feedback and data to Year Up.

System Change

Goals and Strategies 

Goals in Relation to Employers
Year Up’s primary systems change goals related to employers are to: (a) document career pathways in the financial services industry; and (b) minimize or eliminate barriers to career advancement.  Specific to the latter goal, Year Up identified several areas of focus:  tuition reimbursement policies; barriers to jobseekers with criminal records; and low industry regard for interim credentials, such as community college degrees and certificates and other certifications.
Goals in Relation to Higher Education Institutions
Year Up’s systems change goal related to higher education is to provide interns and alumni with more services and supports for success in postsecondary education.  Its proposed strategies include:  (1) establishing new articulation agreements with areas colleges, particularly two-year community colleges; (2) developing a new industry-recognized credential; (3) identifying opportunities to reduce tuition and pursue joint scholarships; and (4) replacing the dual-enrollment partnership it has with Cambridge College with another college.  Year Up is interested in expanding the options available to its graduates to attend college by identifying options that are more affordable, increasing the relevance of college courses to real needs in the financial services sector, and providing better articulation across a network of colleges.

Accomplishments 
Accomplishments in Relation to Employers
The proposed analysis of career pathways anchors just about every element of the FSP strategy and is critically important to the content development of Year Up’s primary services.  Work on career pathways was sidelined as more pressing operational activities commanded attention.  Employers interviewed for this evaluation agree that there should be consistency across the industry in terms of the career pathways.  They remain interested in working with Year Up on this issue as well as on policies related to tuition reimbursement.  None reported having had discussions with Year Up about developing an industry-recognized credential that could facilitate career advancement prior to completion of a four-year degree.

Accomplishments in Relation to Higher Education Institutions

Prior to the SkillWorks grant, the opportunities afforded through the dual-enrollment arrangement were not strongly linked to career advancement strategies.  During the planning phase, Year Up identified curricula at a number of colleges that corresponded with its curriculum and sought to develop articulation agreements with them.  Three agreements were established during the planning phase, with Roxbury Community College, New England College of Business and Finance, and University of Phoenix.  Agreements with Benjamin Franklin Institute of Technology, Bunker Hill Community College, Kaplan, and Mass Bay Community College were signed in 2010.  The total number of credits accepted varies from college to college as does the number that articulates with Year Up’s financial operations track.  The number of credits accepted for FinOps ranges from seven to 18. 

In the course of assessing college programs during the planning phase, Year Up examined other certification programs that could facilitate advancement in FinOps occupations and identified Boston Institute of Finance as providing certification for the Chartered Financial Analyst (CFA), a credential that is better suited for employees who have worked in the field for several years.  New England College of Business and Finance, with which Year Up signed an articulation agreement this past year, offers courses that correspond to those required for the CFA certification.  This may help Year Up expand certification options for the older alumni cohort of incumbent workers. 

In August, Year Up began negotiating with area community colleges to enter into a dual enrollment partnership that would replace the arrangement it has had with Cambridge College.  Bunker Hill, Mass Bay, and Roxbury community colleges have been under consideration.  There are concerns about the distance of Mass Bay’s Wellesley campus from Year Up’s participants, but Year Up points out that the key advantage of dual enrollment for its graduates is the ability to transfer credits to other colleges, making the location of a particular college less of a constraint.  To this extent, it is more interested in partnering with an institution that is entrepreneurial and responsive to Year Up’s mission.  It expects to have the new dual enrollment partnership agreement in place by spring 2011.  A new agreement with a public community college would substantially augment the options available to Year Up alumni though Mass Transfer.  This program strengthens articulation between two-year and four-year colleges to support direct admission, credit transfers, tuition waivers, and other benefits.

As with employers, Year Up has not formally discussed the idea of creating a new industry-recognized credential with its higher education partners.  Also, given the issues related to basic skills, it is not clear if the target proposed in the 2010 application — that each Year Up graduate complete at least one-year of postsecondary education within one year of graduation — still stands.

Internal Systems Change Accomplishments
While the SkillWorks’ systems change objectives are typically associated with policies and systems external to the grantee, the implications of Year Up’s substantial internal systems changes are worth recognizing.  Although it was not declared a formal systems change objective for the SkillWorks grant, Year Up-Boston reports that this support has allowed it to promote major changes to the national Year Up model.  The focus on long-term labor market retention, career advancement, and postsecondary education outcomes is relatively new to the network of Year Up sites around the country.
  They have largely focused on short-term placement outcomes.  During the SkillWorks planning grant, Year Up-Boston began to influence the national Year Up network to adopt a one-year retention standard as opposed to the existing four-month target.  Its work under the SkillWorks implementation grant continues to influence the national network in the following ways:  (1) shifting the outcomes focus from job placement to career advancement; (2) developing multi-year, post-placement outcomes that facilitate career advancement; and (3) demonstrating how changes in the organizational structure and increased integration across program areas can support career advancement.  An emerging national strategic plan for 2012-2016 is reported to underscore Year Up-National’s commitment to these objectives.

None of the other Year Up sites, several of which are still in the start-up phase, are undertaking specific pilots or projects on the order of the SkillWorks Initiative, but all are reportedly interested in learning from the Boston experience (including efforts to address basic skills in math).  There are several mechanisms through which Year Up-Boston can engage its counterparts around the country and disseminate the learning emerging from SkillWorks, including quarterly meetings with Year Up executive directors and key national staff, annual meetings of operations and program staff, and ongoing formal and informal communications within the national network.  Year Up-Boston’s position as the leading site undoubtedly adds to its ability to influence this agenda.  At the same time, each of the sites is reported to have a high degree of local control and autonomy.  No representatives of Year Up’s national operation or other sites were interviewed for this report.
Summary of Challenges and Opportunities 

· Year Up’s major accomplishments to date are more related to internal reorganization and staffing changes than to specific participant outputs.  

Considerable operational changes set the stage to implement the SkillWorks grant, including realigning organizational capacity to make the shift from conventional job placement to long-term career advancement a reality.  Major institutional shifts are not easy, particularly when coupled with staff reorganization.  These changes monopolized the bulk of the grant year.  While progress was made on some elements, such as signing articulation agreements with new colleges and exploring new options for dual enrollment, Year Up seemed to have difficulty moving on other key components of the plan, such as the basic skills plan, career pathways analysis, and designing employer services.
· Despite Year Up’s substantial effort this year to align the organization in support of FSP’s goals, it is likely that more work will be needed to fully shift the focus to career advancement.  Central to this is strengthening the capacity of the Learning Communities (LCs) to incorporate college and career advancement into the conceptual framework and activities of the Learning and Development phase.

The LCs are the basic infrastructure for carrying out the classroom training component of Year Up’s core program.  They are like schools within a school.  There are four of them, each with 12 staff serving approximately 38 students, and each occupying a separate floor in the Year Up building.  Each LC has a site leader (who is akin to a principal), instructors, and three to four advisors who continue to be involved with interns during the internship phase — a phase when the messaging participants receive from the variety of Year Up staff, as well as employer partners, needs to be consistent.  Buy-in from the LCs is essential if the shift in orientation from placement to college and career advancement is to become diffused throughout the organization.  
The LCs are also important to addressing participants’ math deficiencies (a major obstacle to postsecondary achievement), particularly since many of the logistics associated with finding space within a highly structured curriculum to incorporate classroom training and tutoring in math and administer the Accuplacer affects them.

· A high percentage of Year Up students are deficient in basic math skills.  This poses significant challenges to meeting the admissions requirements for college-level degree programs.  Year Up has developed a set of creative services designed to mitigate this problem, but considerable hurdles will remain for those students with severe deficiencies.

While there may be other ways to modify Year Up’s core program to support the basic skills work, such as providing more contextualized math in existing coursework, its tightly structured curriculum and program components may make it difficult to add substantial basic skill activities.  The cost and time associated with additional noncredit developmental education classes may be a considerable disincentive to pursuing a postsecondary degree.

At the same time, financial services employers have not necessarily identified improved math basic skills as a prerequisite for advancement to all targeted occupations.  While there are undoubtedly mid-level careers that require math proficiency and a four-year degree, there may be others that do not and for which an alternative intermediate credential is more suitable.  The interconnectedness of these issues — developing effective strategies to reduce the cost and time of developmental education needed to meet college-level requirements and developing an intermediate financial services credential — may be worth exploring as part of Year Up’s systems change agenda. 
· Income enhancement indicators largely focus on promotions.  This may not be the most effective measure of advancement for Year Up’s FSP.
Promotions outcomes in the early life of the SkillWorks funding are likely to be in the form of lateral movements within and across tiers of entry-level occupations.  This sort of lateral movement is common within financial services firms.  Significant salary increases occur when moving from entry- to mid-level jobs.  Year Up may see some early income enhancement achievements among the older alumni cohort and participants who were enrolled in SkillWorks early, but lateral advances will be more difficult to measure under the existing framework.  This suggests a need to ground the definition of promotions in the career pathways analysis.

Additionally, given that fact that mid-level promotions are more likely to require a postsecondary credential (traditionally a four-year degree), and many of Year Up participants face considerable hurdles even entering college, these outcomes may take longer to accrue, unless Year Up succeeds in developing an industry-recognized alternative credential.
· Year Up has assembled a core group of extremely committed employers to help it design and implement workplace services and shape the long-term plan for incorporating system changes throughout the industry, but the strategy for facilitating and balancing these two levels of work — service delivery and systems change — may require a different type of employer engagement than that required to implement Year Up’s core program.
There may be value to keeping the number of formal employer partners who are implementing services small, particularly as new approaches are tested.  However, a small core group may not be sufficient for the level of engagement needed to disseminate innovation throughout the financial services industry.  Year Up’s strategies for working with other employers who are not formally a part of the FSP and bringing on new members has not been established.  This is important not only for disseminating learning and crafting a long-term agenda, but also in terms of building the group cohesion necessary for sustainability.  Clearly, Year Up knows its employer partners and has developed responsive partnerships with each of them, but different approaches may be needed to work with them collectively, to generate buy-in to institutionalizing new practices, and to promote systems changes across the industry.

· Broadening the scope of engagement with higher education institutions can offer considerably more options to Year Up graduates than just the credit transfer arrangements typically associated with articulation agreements. 

Community colleges in particular are generally very responsive to local needs and are able to develop close working relationships with employers, aligning for-credit curricula with real world needs and providing customized training to support businesses’ changing conditions.  Year Up should be encouraged to explore how its relationships with community colleges can be leveraged to increase partnerships with financial services firms that explicitly benefit from the college and career advancement goals of its graduates.
Discussion Points for Re-funding Process 

Questions 

· What is the thinking on expanding the older alumni cohort? 

· What capacities or resources are needed to accommodate additional participants?

· What actions need to occur before the career pathways work resumes? 

· How will this analysis be integrated into new services that are beginning to be rolled out? 

· How will this analysis inform the systems change agenda?

· Given the prevalence of lateral job movement in the financial services industry, what work is needed to augment how promotions are defined? 

· What are the database implications?

· What systems will be put in place to assess services to and receive feedback from employer partners? 

· What is Year Up’s strategy and timeframe for engaging additional employer partners? 

· How will you keep prospective partners abreast of project activities and lessons learned in the interim? 

· In the absence of membership, do you expect to engage these firms in any systems change discussions?

· What is Year Up’s current thinking on developing an industry-recognized credential?
· What opportunities do the college partnerships and/or a new dual enrollment arrangement present for addressing the issue of an interim industry-recognized credential?
· How can Year Up facilitate the necessary dialogue between its employer and higher education partners to explore creating an industry-recognized credential?
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� For 2011, Year Up has proposed changes to the definition of a participant and the point at which a participant is enrolled in SkillWorks.  It proposes to eliminate individuals in the IT track who intern in financial services firms, since few of these individuals ever transition into financial services occupations.  Secondly, instead of enrolling participants when they start their internships, they will be enrolled at Week 8 of the L&D phase, when they select the financial operations track.  This will allow Year Up to track outcomes associated with new basic skill services that will be offered to students during this phase.  This change in eligibility is discussed here to inform reviewers of Year Up’s 2011 re-funding application.  Otherwise, this report is limited to data collected through September 30, 2010.


� Staff advising and mentoring are also provided in the Learning and Development phase.  To advance its objectives under the SkillWorks grant, Year Up has begun to introduce concepts related to career advancement into L&D activities, though technically they are not SkillWorks-funded activities.


� The Learning Communities are the instructional units responsible for carrying out Year Up’s core program.


� This report includes data entered by Year Up into the SkillWorks database through September 30, 2010.  As such, figures may differ from those presented in 2011 Year Up's refunding application, which was prepared after September 30, 2010.


� There are nine Year Up organizations located in Atlanta, Baltimore, Boston, Chicago, New York, Providence, San Francisco Bay Area, Seattle, and Washington, DC/Northern VA.  Year Up-Boston is one of the oldest sites and the largest in terms of the number of students, companies served, and alumni. 


� This may also have implications for expanding the SkillWorks-funded services to include Learning and Development activities, which was proposed by Year Up after the timeframe for this evaluation, and referenced in footnote 1 above for clarification.
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* In 2009, Year Up was awarded a planning grant. As a result, no enrollment data were required to be collected until 2010.

** Full time defined as 35 hours a week or more

Table 1: Pre-employment Demographic Data for Participants 

Year 2 cohort as of September 30, 2010

Enrollment

Year 1 Cohort*

Total Number Enrolled

Boston Residency

Yes - Boston Resident

No - Not Boston Resident

Total

Missing

Highest Educational Level and Certification Reported at Enrollment

Less than 9th grade

U.S. Citizen Status

Citizen

Non-Citizen

Missing

Total

9-12 grade, no diploma

High School Diploma or equivalent (GED)

Some college, no degree

Associate's Degree

Bachelor's degree (4-year) and above

Missing

Total

Annual Household Income Reported at Enrollment

$0 to $21,000

$21,001 to $28,000

$28,001 to $35,000

$35,001 to $42,000

$42,001 to $49,000

$56,001 to $63,000

Total

$49,001 to $56,000

$63,000 to $70,000

$70,000 or more

Missing

Family Determined to be Low Income

Low Income

Not Low Income

Total

Missing

Employment at Enrollment

Total employed at enrollment

Full-time workers**

With employer-sponsored benefits

Without employer-sponsored benefits

Average hourly wage

Part-time workers

Average hours worked

Average hourly wage

Gender

Male

Female

Total

Missing

Missing

Report English as Barrier to Advancement

English is a Barrier

English is Not a Barrier

Total
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* In 2009, Year Up was awarded a planning grant. As a result, no enrollment data were required to be collected until 2010.

** Full time defined as 35 hours a week or more

Total

Missing

Gender

Male

Female

With employer-sponsored benefits

Without employer-sponsored benefits

Average hourly wage

Part-time workers

Average hours worked

Average hourly wage

Missing

Employment at Enrollment

Total employed at enrollment

Full-time workers**

Low Income

Not Low Income

Total

Missing

Family Determined to be Low Income

Missing

$35,001 to $42,000

$42,001 to $49,000

$56,001 to $63,000

Total

$49,001 to $56,000

Annual Household Income Reported at Enrollment

$0 to $21,000

$21,001 to $28,000

$28,001 to $35,000

Bachelor's degree (4-year) and above

Missing

Total

9-12 grade, no diploma

High School Diploma or equivalent (GED)

Some college, no degree

Associate's Degree

Missing

Highest Educational Level and Certification Reported at Enrollment

Less than 9th grade

U.S. Citizen Status

Citizen

Non-Citizen

Total

Missing

Report English as Barrier to Advancement

English is a Barrier

English is Not a Barrier

Total

Missing

Table 2: Incumbent Demographic Data for Participants 

Year 2 cohort as of September 30, 2010

Enrollment

Year 1 Cohort*

Total Number Enrolled

Boston Residency

Yes - Boston Resident

No - Not Boston Resident

Total
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Table 1

		

				Table 1: Total Enrollment

						Year 1 Actual				Goal for Year 2		Year 2 as of September 30, 2010

						#		%				#		%

				Pre-employment*						190		214		88.43%

				Unemployed								214		100.00%

				Employed outside Sector								0		0.00%

				Incumbent*						25		28		11.57%

				Employed by Partner								0		0.00%

				Employed by Non Partner								28		100.00%

				Total for Pre-employment and Incumbents						215		242





Table 2 (Preemp dem)

		

		Table 1: Pre-employment Demographic Data for Participants

								Year 1 Cohort*				Year 2 cohort as of September 30, 2010

								#		%		#		%

		Enrollment

		Total Number Enrolled										214

		Boston Residency

		Yes - Boston Resident										140		65%

		No - Not Boston Resident										74		35%

		Total										214

		Missing

		Gender

		Male										114		53%

		Female										100		47%

		Total										214

		Missing

		Report English as Barrier to Advancement

		English is a Barrier												0%

		English is Not a Barrier										69		100%

		Total										69

		Missing										145

		U.S. Citizen Status

		Citizen										176		84%

		Non-Citizen										34		16%

		Total										210

		Missing										4

		Highest Educational Level and Certification Reported at Enrollment

		Less than 9th grade										0		0%

		9-12 grade, no diploma										1		0.47%

		High School Diploma or equivalent (GED)										211		99.53%

		Some college, no degree										0		0%

		Associate's Degree										0		0%

		Bachelor's degree (4-year) and above										0		0%

		Total										212

		Missing										2

		Household Wage Earner Status

		Sole wage earner								0%				0%

		Primary wage earner								0%				0%

		Secondary wage earner								0%				0%

		Equal wage earner								0%				0%

		Other								0%				0%

		Missing								0%				0%

		Total						0		0%		0		0%

		Annual Household Income Reported at Enrollment

		$0 to $21,000										118		67%

		$21,001 to $28,000										10		6%

		$28,001 to $35,000										15		9%

		$35,001 to $42,000										11		6%

		$42,001 to $49,000										4		2%

		$49,001 to $56,000										8		5%

		$56,001 to $63,000										2		1%

		$63,000 to $70,000										4		2%

		$70,000 or more										3		2%

		Total										175

		Missing										39

		Household Wage Earner Status

		Sole wage earner								0%				0%

		Primary wage earner								0%				0%

		Secondary wage earner								0%				0%

		Equal wage earner								0%				0%

		Other								0%				0%

		Missing								0%				0%

		Total						0		0%		0		0%

		Family Determined to be Low Income

		Low Income										151		71%

		Not Low Income										63		29%

		Total										214

		Missing

		Employment at Enrollment

		Total employed at enrollment										0

		Full-time workers**										0

		Average hourly wage										0

		Part-time workers										0

		Average hours worked

		Average hourly wage

		With employer-sponsored benefits										0

		Without employer-sponsored benefits										0

		* In 2009, Year Up was awarded a planning grant. As a result, no enrollment data were required to be collected until 2010.

		** Full time defined as 35 hours a week or more





Table 3 (Inc dem)

		

		Table 2: Incumbent Demographic Data for Participants

								Year 1 Cohort*				Year 2 cohort as of September 30, 2010

								#		%		#		%

		Enrollment

		Total Number Enrolled										28

		Boston Residency

		Yes - Boston Resident										15		60%

		No - Not Boston Resident										10		40%

		Total										25

		Missing										3

		Gender

		Male										16		67%

		Female										8		33%

		Total										24

		Missing										4

		Report English as Barrier to Advancement

		English is a Barrier										0		0%

		English is Not a Barrier										7		100%

		Total										7

		Missing										21

		U.S. Citizen Status

		Citizen										8		67%

		Non-Citizen										4		33%

		Total										12

		Missing										16

		Highest Educational Level and Certification Reported at Enrollment

		Less than 9th grade

		9-12 grade, no diploma

		High School Diploma or equivalent (GED)

		Some college, no degree

		Associate's Degree

		Bachelor's degree (4-year) and above

		Total										0

		Missing										28

		Household Wage Earner Status

		Sole wage earner								0%				0%

		Primary wage earner								0%				0%

		Secondary wage earner								0%				0%

		Equal wage earner								0%				0%

		Other								0%				0%

		Missing								0%				0%

		Total						0		0%		0		0%

		Annual Household Income Reported at Enrollment

		$0 to $21,000

		$21,001 to $28,000

		$28,001 to $35,000

		$35,001 to $42,000

		$42,001 to $49,000

		$49,001 to $56,000

		$56,001 to $63,000

		$70,000 or above

		Total										0

		Missing										28

		Household Wage Earner Status

		Sole wage earner								0%				0%

		Primary wage earner								0%				0%

		Secondary wage earner								0%				0%

		Equal wage earner								0%				0%

		Other								0%				0%

		Missing								0%				0%

		Total						0		0%		0		0%

		Family Determined to be Low Income

		Low Income										0		0%

		Not Low Income										28		100%

		Total										28

		Missing										0

		Employment at Enrollment

		Total employed at enrollment										28		100%

		Full-time workers**										28		100%

		Average hourly wage										17

		Part-time workers										0		0%

		Average hours worked

		Average hourly wage

		With employer-sponsored benefits										19		76%

		Without employer-sponsored benefits										6		24%

		Missing										1

		* In 2009, Year Up was awarded a planning grant. As a result, no enrollment data were required to be collected until 2010.

		** Full time defined as 35 hours a week or more





Sheet1

		Employed by Non-Partner:

		Curernt Employer

		Name of Employer		Total

		Bank of America		2

		Brown Brothers Harriman		3

		Fidelity		1

		State Street		20

		Grand Total		26
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Table 1

		

				Table 1: Total Enrollment

						Year 1 Actual				Goal for Year 2		Year 2 as of September 30, 2010

						#		%				#		%

				Pre-employment*						190		214		88.43%

				Unemployed								214		100.00%

				Employed outside Sector								0		0.00%

				Incumbent*						25		28		11.57%

				Employed by Partner								0		0.00%

				Employed by Non Partner								28		100.00%

				Total for Pre-employment and Incumbents						215		242





Table 2 (Preemp dem)

		

		Table 1: Pre-employment Demographic Data for Participants

								Year 1 Cohort*				Year 2 cohort as of September 30, 2010

								#		%		#		%

		Enrollment

		Total Number Enrolled										214

		Boston Residency

		Yes - Boston Resident										140		65%

		No - Not Boston Resident										74		35%

		Total										214

		Missing

		Gender

		Male										114		53%

		Female										100		47%

		Total										214

		Missing

		Report English as Barrier to Advancement

		English is a Barrier												0%

		English is Not a Barrier										69		100%

		Total										69

		Missing										145

		U.S. Citizen Status

		Citizen										176		84%

		Non-Citizen										34		16%

		Total										210

		Missing										4

		Highest Educational Level and Certification Reported at Enrollment

		Less than 9th grade										0		0%

		9-12 grade, no diploma										1		0.47%

		High School Diploma or equivalent (GED)										211		99.53%

		Some college, no degree										0		0%

		Associate's Degree										0		0%

		Bachelor's degree (4-year) and above										0		0%

		Total										212

		Missing										2

		Household Wage Earner Status

		Sole wage earner								0%				0%

		Primary wage earner								0%				0%

		Secondary wage earner								0%				0%

		Equal wage earner								0%				0%

		Other								0%				0%

		Missing								0%				0%

		Total						0		0%		0		0%

		Annual Household Income Reported at Enrollment

		$0 to $21,000										118		67%

		$21,001 to $28,000										10		6%

		$28,001 to $35,000										15		9%

		$35,001 to $42,000										11		6%

		$42,001 to $49,000										4		2%

		$49,001 to $56,000										8		5%

		$56,001 to $63,000										2		1%

		$63,000 to $70,000										4		2%

		$70,000 or more										3		2%

		Total										175

		Missing										39

		Household Wage Earner Status

		Sole wage earner								0%				0%

		Primary wage earner								0%				0%

		Secondary wage earner								0%				0%

		Equal wage earner								0%				0%

		Other								0%				0%

		Missing								0%				0%

		Total						0		0%		0		0%

		Family Determined to be Low Income

		Low Income										151		71%

		Not Low Income										63		29%

		Total										214

		Missing

		Employment at Enrollment

		Total employed at enrollment										0

		Full-time workers**										0

		Average hourly wage										0

		Part-time workers										0

		Average hours worked

		Average hourly wage

		With employer-sponsored benefits										0

		Without employer-sponsored benefits										0

		* In 2009, Year Up was awarded a planning grant. As a result, no enrollment data were required to be collected until 2010.

		** Full time defined as 35 hours a week or more





Table 3 (Inc dem)

		

		Table 2: Incumbent Demographic Data for Participants

								Year 1 Cohort*				Year 2 cohort as of September 30, 2010

								#		%		#		%

		Enrollment

		Total Number Enrolled										28

		Boston Residency

		Yes - Boston Resident										15		60%

		No - Not Boston Resident										10		40%

		Total										25

		Missing										3

		Gender

		Male										16		67%

		Female										8		33%

		Total										24

		Missing										4

		Report English as Barrier to Advancement

		English is a Barrier										0		0%

		English is Not a Barrier										7		100%

		Total										7

		Missing										21

		U.S. Citizen Status

		Citizen										8		67%

		Non-Citizen										4		33%

		Total										12

		Missing										16

		Highest Educational Level and Certification Reported at Enrollment

		Less than 9th grade

		9-12 grade, no diploma

		High School Diploma or equivalent (GED)

		Some college, no degree

		Associate's Degree

		Bachelor's degree (4-year) and above

		Total										0

		Missing										28

		Household Wage Earner Status

		Sole wage earner								0%				0%

		Primary wage earner								0%				0%

		Secondary wage earner								0%				0%

		Equal wage earner								0%				0%

		Other								0%				0%

		Missing								0%				0%

		Total						0		0%		0		0%

		Annual Household Income Reported at Enrollment

		$0 to $21,000

		$21,001 to $28,000

		$28,001 to $35,000

		$35,001 to $42,000

		$42,001 to $49,000

		$49,001 to $56,000

		$56,001 to $63,000

		$70,000 or above

		Total										0

		Missing										28

		Household Wage Earner Status

		Sole wage earner								0%				0%

		Primary wage earner								0%				0%

		Secondary wage earner								0%				0%

		Equal wage earner								0%				0%

		Other								0%				0%

		Missing								0%				0%

		Total						0		0%		0		0%

		Family Determined to be Low Income

		Low Income										0		0%

		Not Low Income										28		100%

		Total										28

		Missing										0

		Employment at Enrollment

		Total employed at enrollment										28		100%

		Full-time workers**										28		100%

		Average hourly wage										17

		Part-time workers										0		0%

		Average hours worked

		Average hourly wage

		With employer-sponsored benefits										19		76%

		Without employer-sponsored benefits										6		24%

		Missing										1

		* In 2009, Year Up was awarded a planning grant. As a result, no enrollment data were required to be collected until 2010.

		** Full time defined as 35 hours a week or more





Sheet1

		Employed by Non-Partner:

		Curernt Employer

		Name of Employer		Total

		Bank of America		2

		Brown Brothers Harriman		3

		Fidelity		1

		State Street		20

		Grand Total		26






