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PROJECT OVERVIEW

This remrt summarizes the findings of a study conducted from January to December 2009 by the
Lehigh Valley Research Consortium (LVRC), which operates within the Lehigh Valley
Association of Independent Colleges (LVAIC). The research project was directed bgtiert R

T. Brill (Moravian College). Additional researchers who contributed to this project include Dr.
Bhagyavati; Dr. David Gilfoil (DeSales University); Dr. Yuping Zhang (Lehigh University); Dr.
Susan McGorryeSales University); and Intan Suwagidbrthampton Conmunity College).

In addition,we collaboratedavith Dr. Teii Ooms and Sherryracewskiwith The Institute for

Public Policy & Economic Developmenthe Institute is a parternship of colleges and

universities in the Wilkes BariieScranton regio.

This workforce solution was funded by a grant awarded under Workforce Innovation in Regional
Economic Development (WIRED) as implemented by the U.S. Department of Labor's
Employment and Training Administration. The solution was created by the grantdeesnaot
necessarily reflect the official position of the U.S. Department of Labor. The Department of
Labor makes no guarantees, warranties, or assurances of any kind, express or implied, with
respect to such information, including any information okdahsites and including, but not

limited to, accuracy of the information or its completeness, timeliness, usefulness, adequacy,
continued availability, or ownership. This solution is copyrighted by the institution that created
it. Internal use by an org&ation and/or personal use by an individual for-nommercial

purposes is permissible. All other uses require the prior authorization of the copyright owner.

Your questions and comments about this report are welcome. Please direct inquiries to:

Dr. Robert T. Brill Dr. Michele Moser Deegan

WSW Project Director Director, LVRC

Associate Professor, Psychology Associate Professor, Political Science
Moravian College Muhlenberg College

1200 Main St. 2400 Chew St.

Bethlehem, PA 18018 Allentown, PA 18104

(610)8611561 (484)6643828

brillr@moravian.edu deegan@muhlenberg.edu

Further information is available on our websltdp://www.lehighvalleyresearch.arg

HOW TO READ HIS REPORT

This report provides detailed analyses about the impact of WSW on the 10 county area of
northeastern PA. Although the Executive Summary provides highlights of the findings, the best
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way to read this report is by targeted impact area (i.ecatidm and workforce development

impact; regional impact: collaborative partnerships and economic benefits; sustainability). Each
section contains multiple methodologies, each of which ends with its own summary. In addition,
key findings are included #te end of eactargetedmpact area section.
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SUMMARY OF KEY FINDINGS

The current evaluative status of the WSW initiative must be understood in the context of the
history of the WSW journey. A sound and innovative plan that garnered committextsupp

from broad spectrum of local leadership and was nobly designed to meet a critical need of the
nation, the enterprise was faced with a devastating setback early on due to fiscal constraints that
severed the funding for the broadband fiber optic conmexti This resource was basically a

lifeline for the company recruitment efforts which were to bring the bricks and mortar to the
WSW region which would house the developed talent nurtured by the initiative. Without this
infrastructure asset realized, WSWeded to adjust their strategic plan andlign their funding
criteria accordingly. They did so admirably. Still, external forces beyond their control generated
a second overwhelming obstacle in the form of an economic downturn that cast a phkover
entire nation, but disproportionately devastated the financial service sector. Setting aside the
unfortunate gloom and accepting the challenge, WSW settled into launching a complex web of
programs that focused upon bolstering the human talent, inne@esvironment, and regional
collaborations to strengthen and ready the region in areas where it still had potential impact.

It is through this difficult lens, confounded by economic setbacks, that the present impact
assessment program evaluated the WiBWative concurrently as the funded grants were

winding down. The details of this rich, muliceted investigatory study should provide
constructive guidance for future efforts by grantees and strategic planning by successors to the
initiative. In addtion to providing some evidence as to how the initiative performed, the report
should contribute in three specific ways: 1) as a model for future, more proactive impact
assessment efforts that could be designed and implemented as an intrinsic pataof ®eas a
framework for learning more lessons about the sustainability of present ardtneaefforts in

this area, and 3) as an input for any leadership transitioning, revised goals, resource allocation to
programs where funding is available, atichtegic planning for any additional regibased

education / workforce development initiatives.

KEY FINDINGS FOR EDUCATIONAL AND WORKFORCE DEVELOPMENT

IMPACT

x In comparing a variety of labor trend metrics, our workforce trend analysis found a mix
of postive and negativehanges between 2005 and 20D&0 of the five WSW
Wor kforce I nvest ment Areas (WI Ab6s) exceede
growth within the financial service industry. Total employment in this sector increased
substantially in Bckawanna and Lehigh Counti@sh r ee WI As t hat exceed
reduced job separations also experienced comparable or more drastic drops in turnover
rate compared to Pennsylvania levels. Both Lackawanna and Lehigh Valley experienced
an increase in theturnover rates. The job creation and new hire metrics in the WSW
Metropolitan Statistical Area (MSA) regions are poor both by the Pennsylvania standard
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and relative to the other national benchma
earnings, however, weretably stronger than the overall state increase. Every WSW

WIA had positive increases in average new hire earnings; each reflecting at least an 11%
increase in average new hire earnings since 2005.

The regional comparison found ttethough the Allentavn, Bethlehem, Easton (ABE)

MSA experienced some increase in total employment within the financial service sector,
the reduced number of created jobs, new hires and increased turnover rates relative to
2005 is poor compared to state aradional benchmarktandardsLike the ABE MSA,
Reading experienced a concerning reduction in created jobs and new hires compared to
2005. However, the financial service sector in this area experienced a radical
improvement in stability based on substantive reductions eragpns and turnover rate;
while also increasing earnings (both monthly and new hire) at a rate fairly comparable to
both state and national benchmark standards. Like the ABE MSA, the Scirafvitkes-

Barre MSA had some increase in total employmentphtdllieled their PA counterparts

in terms of reductions in created jobs and new hires compared to 2005. Although not
achieving the siWikesBasredxmenenckdsahealhy reduatianann
job separations, and their turnover rated declsiigghtly. Their increase in average

mont hly earnings ranked fifth among the si
earnings nearly tripled the monthly earning rate, landing them second in rank for
improvement in new hire wages.

The comparisonof WW MSAGs with other national bencl
impressive stability achieved in Berks County via reduced job separations and turnover
rate. The WSW MSAOGs al so demonstrate a rel
wages compared to timational benchmark trio. Overall, there exists a very diverse
profile of | abor and wage indicators betwe

metrics, such that few consistent themes or trends emerge from the data. Instead, the data
suggest very differergtories within each geographic region.

The Lackawanna WIA stood out in terms of comparison of labor metrics with PA

standards for benchmark jobs. The Lackawanna WIA showed the greatest consistency in
exceeding the state comparisons, particularly foeegpced level wages among the

relevant benchmark jobs (75%). None of their wage categories among any of the

benchmark jobs experienced a decline in wages; this the only WIA to achieve consistent
positive improvement rates among these wage indicatoroThéer WI A6s t ende
exceed the statebds change percentages acro
categories or slightly under half. With the exception of Lackawanna, the other four

WI A6s experienced a number angeinwagésevgsor i es i
negative: Berks (7), Lehigh Valley (6), Luzef8ehuylkill (8), and Pocono (12). Each
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WIA had at least one benchmark job that exceeded the state level increase rate of change
in all three wage levels. This may reflect particular fociimdifcial service workforce
development patterns particular to each WIA.

Of the seven completed grants, five institutions successfully fulfilled their goals and
objectives in providing relevant abilities to students who entered their programs. From
granee survey responses, completed grantee final reports and quarterly aggregated
reports, a strong impact on regional education is clearly seen. There are novamtisgbs
number of both new andhproved educational and caretvelopment
programs/resourcdlat were not available before WSW funds were disseminated. The
WSW Initiative, through its strong partnerships and outreach efforts, has improved
educational and caredevelopment programs and resources throughout Hvedtty
region in Pennsylvania.

The WSW grants have had a significant impact on the beneficiaries from, and
participants inthe funded programs. Students, workers, teachers and others have
benefited tremendously from the WSW grfumided programs, as seen in the

guantitative analysesd qualitative examples abovE&alent and knowledge were

developed in a wide range of areas, including economics, financial literacy, insurance and
banking, investments and other aspects of the financial services sector.

In terms of the grantee survey,ddblan one third of the 28 participating grantees

reported creating Jus as a result of WSW fundinigowever, impressive results from a

few grantees provide strong credence to the assertion that job creation would have been
improved had it not been for tlsggnificant challenges faced by the grantee institutions
due to the prolonged recessiénfew career placement professionfdample too small

to analyze) alssupported positive impact on the pipeline of future talent as a result of
their | WSWoranut i onds

Our participant survey documented testimonial strengths highlighted by the instructional
talent featured in the training and educational programs, anrdsssgsment evidence of
strong pesonal and professional growiWhere real world applation and transferability
were embedded as part of the training or
learning impact; while conversely, if this learning aspect was not present, participants
readily identified it as a clear and noticeable kvesss. Most other concerns were
perceptions by participating learners that format and content were not ideal given their
learning styles, needs, competing demandgxtenuating circumstancedsterestingly,

the most frequently endorsed weakness reflette@mbitious and large potential scope

of content the grants were targeting.
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KEY FINDINGS FOR REGIONAL IMPACT: COLLABORATIVE PARTNERSHIPS

AND ECONOMIC BENEFITS

Collaborative partnerships are central to the success of the projects funded by thedgaaata

key to future economic benefifEhe importance of partnerships, especially in influencing the
regional impact, was expressed by both executive committee members and grantees. Moreover,
both parties seemed to agree that collaborative partnershipdokrcome one of the most

successful results of the project.

x  The multiplier analysis highlights an estimate of the indirect economic impacts that
would have been forgone bytheterounty regi on in the absence
workforce developmeryrojects. Though the results in this analysis were limited to
indirect impacts from the change in final demand in émeounty Wall Street West
region, it is important to realize that there are deeper benefits and contributions from the
workforce develpment projects that go beyond dollars. The impact of the educational
benefits from the Wall Street West initiative are not determined in this analysis but they
certainly add value to the workforce and most likely will attract other opportunities for
the reion. Further, the economic impact of the collaborative partnerships is not
determined in this analysis but they certainly add value to regional workforce
development, education and training, and economic development initiatives. Future
impact analyses c@iibenefit from the availability of detailed information on direct jobs
created and wages earned as a result of the 52 workforce development projects. Changes
in initial direct employment and wages would have allowed for this analysis to provide a
more conprehensive picture of the total economic impact on thedoemty region.

x From the viewpoint of the executive committee members, collaborative partnerships
contribute positively to the regional impact of WSW initiative. Specifically, regional
collaboratia is considered as both an important goal and an indicator of productive
success of the initiative. There are two forms of collaboration that the executive members
focused on: (1) collaboraticbetween counties within the Northea$térregion, and (2)
collaboration among the three sectors: education, workforce development, and economic
developmentln their opinion, hese collaborative partnerships, according to the
members, have helpattengthen theegion as a whole, especially in making the region
morecompetitive and visible in the eyes of prospective businesses.

x The above viewpoint is compatible with gra
justifications. First, grantees report their organizations developed, enhanced, and
maintained good partnghips with other regional institutions, especially with local
educational institutions and WIBs as a direct result of the funding. Second, several
partnerships highlight effectiveness and innovation resulting from the collaboration
among the education, wdorce development, and economic development sectors.
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Moreover, the focus grolipterviewparticipants shared strong concrete benefits from
these relationships. Third, grantees indicated that partnerships have positively affected
not only the locatountes, but also the whole Northeast&r region and even beyond

to national organizations.

KEY FINDINGS FOR SUSTAINABILITZ/INDICATORS OF LONG TERM
POTENTIAL

Based on the sustainability framework assessmeganitee self reports about contract

activities, grant projects seem to be fairly strangvorking to ensure their work is replicable,
adaptable, and scalabbind on getting community btig and involvement in their grant work.
Grant activities seem to be lacking in the success outcomesthgirbmote sustainability and
ongoing investment, includingreating jobs oimprovedwages as well as thereaton of new
degreesandcertification programsin addition, evidence suggests that more effort may be
needed inisk awarenesand mitigationand program renewal protections, such as deliberate
succession planning and institutionalizing the programs into the existing organizational
framework and systemgsrantee scores on other sustainability factors, according to grantee self
reports, were uemarkable.Key Findings, broken out by Sustainability Factor, are listed below:

x Collaboration and Partnershiggom the completed grantee reports, grantees appear to
be working to strengthen existing partnerships and building new partnerships as a
potential mechanism to sustain grant work beyond the grant period. Beyond working
relationships, they doot report incremental collaborative effort to jointly seek funding
for future work. Nor do they provide much collective evidence of systematically working
through political or other work groups to ensure that their work will be supported or
financially sustained in any meaningful way. Focus group data corroborate these
findings. Data from the grantee survey and the executive interviews, however suggests
more optimism: nearly 60% of survey responde
addition to your collaborative partner, have you partnered with the local Workforce
|l nvest ment Board (WIB) for ongoing referra
collaboraton is ubiquitous in the executive interviews. Regional collaboration is
considered as the main emerging goal and important component of the WSW initiative,
and an indicator of productive success of the project. Having said this, there is not
widespread carction among interviewees that collaborations/partnerships will continue
to flourish once the funding goes away.

x Long Term Vision andPlanning:From the seven completed grantee self reports, there

does not appear to be much direct evidence of systeeaicterm thinking or planning
(beyond a few Atrain the trainero kinds of
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grant funds run out. No contradictory or supporting evidence was found in focus group,
grantee survey data or executive interviews

Risk Awareness and MitigatioAccording to self reports from completed grantees, it
appears that most grantees did not give much thought to risks to grant work continuity or
identification of individuals to carry out grant work beyond the contractifigngoeriod.
Discussions on these issues showed up in the grant reports, but apparently on an
Afafterthoughto basis. The | arger body of
consistent story: The majority of respondents indicated they did not do arsj figkn
assessment while working through their grant activities (85.7%). Of the grantees that did
do a formal risk assessment, only half developed risk mitigation plans. Responders were
then asked if they included any succession planning to determine Wharvy on grant

work after grant end date. About 64% of respondents indicated they did.

Infrastructure and Resource Supp&tores from completed grantee reports, on this

factor, were unremarkable relative to other higher (or lower) scoring fackargely

because of a lack of significant evidence. Sample activities that improved infrastructure
and resource support scores were availability of training materials, simulation software,
teachers training teachers, Internet 2 connections, video confeyeauipment, and
educational curriculum. Group focus discussions were consistent with this finding. The
grantee survey (all grantees) tells a more encouragingistety e n as ked ADi d
identify key strategic resources (people, equipment, technologgeddor long term
success?0 Over 85% indicated they did.

Community Buyin and InvolvementScores for this factor, while not particularly high in
an absolute sense, ranked second among the 12 sustainability factors. Many detailed
examples of engagin@itd partnering) with local vendors, teachers, schools, colleges/
universities, corporations and various local and regional government agencies were
reported. The lowest scoring grantee on this factor, reported only a modest amount of
community engagement the pursuit of its grant activities. Data from the larger grantee
survey pool was not as encouraginig reported that only 40% of respondents did an
external search of the local grant community to identify local stakeholders to work on
their grant.

Work Standards and Trainingihree of the seven grantees scored 2 or less on the BARS
scale for this question/factor while two scored a 4 of 5. Those grantees scoring high
(Kings Coll ege Math Summer I nstitute and

showed Atrain the trainero type programs,

U

gathering and di ssemination of fbest pract
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discussion or other data from grantee surveys or focus groups supported or refuted these
findings.

Marketing and PublicityCompleted grantee scores for this sustainability factor were
unremarkable. Key activities that drove scores for this factor were Best In Class
benchmarking, publication of success stories, personal coaching, overbd#é m

behavior, volunteerism, development of marketing collateral, and the development and
launching of formal grant marketing campaigns. The larger pool of all grantees was asked

if they gathered and disseminated any best practices relating to the fisendiees
industry as part of their grant work. An e
Anoo. Grantee survey data al so showed that
that any role models or exceptional leaders/motivators emerged wshkeoh Somewhat
contradictory to the grantee self reports, over 85% the larger body of grantees surveyed
indicated there was a Marketing Plan developed and implemented to raise awareness of
their grant work. Grantee survey data also indicated that 64% ¢driper grantee

population felt that succession planning was in place identifying individuals to carry on

grant work post funding no such evidence was found in the completed grantee reports.

Adaptable, Replicable, Scalableypical grantee self repoatctivities that drove these
higher sustainability scores for this factor were the development, documentation, and
distribution of planning documents, business processes, brochures, curriculum, training
materials, certification criteria, videos, templagsides, and computer programs and
systems. Most grantees seemed to understand and implement this factor with some
facility. Grantee survey data support these findingger 92% of respondents indicated
their grant work developed processes, tools, or progrthat can be readily modified
and/or replicated across Northeastern Pennsylvania counties.

Program or Funding Renewdlhe data suggests that the granteesatthinking/acting

with a future mindset with respect to funding or other program exteagdingties. There

are however, some indications that at least 3 of the completed grantees reported behaviors
that could provide continuous access to resources or business protocols. Some examples
of these activities include CD ROM tools, college credigpams, continuous access to
individual trainers, process documentation, best in class benchmark publications, new
Masters curricula, business templates, primer guides, and financial service competency
models. Focus group data were limited, but consistéhtthis finding of minimal

forward thinking. Data from grantee surveys was somewhat more optinostr 35%
indicated they planned to seek additional funding while 32% said the project was self
sustaining and 10% said they had a commitment obtaineddupporting institutions.
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x  New Degees and Certification Programhile scores were quite low for this factor
(second lowest scoring), reported grantee activities that tended to score well were faculty
training, students taking courses, teacher ¢eatibn, Masters course development,
improved teacher knowledge ratings, and financial services degree received. Low scores
for this factor were at least partly due to the fact that it is an irrelevant factor for several
of the grantees based on their (remademic) grantee work. Grantee survey data for the
much larger pool of all grantees showed that 43% of responpievisied workforce
training, but training did not necessarily result in conferral of degrees or formal
certification.

x Job or Wage ImpacWith the exception of three grantees, all others basically provided
no data or indication of any job creation or retention or wage increase. The three who did
report some impact on these factors only had minor incidences of internships or a handful
of full time jobs created or facilitated. None of the grantees reported having any impact
on wages as a result of grant activities. Survey responses from the larger grantee
population indicated a bit more optimisri0% said grant work resulted in any financial
services worker(s) receiving higher wages than before they participated in your grant
program. Survey data also showed that while the majority of respondents (82.1%) said
their grant work did not result in greater productivity of any financial servicesan(sy,
28% of respondents reported hiring employie@8% hired one, 7.1% hired two and
3.6% each hired three, seven, and ten. A total of seventeen employees were reported to be
hired.

x Economic OutcomedVith the exception of two grantees (Compass Paridt Originate
Ventures), none of the completed grantees reported any meaningful changes to revenues,
corporate financials, or individual or corporate productivity. Such gains were only
moderate for the two grantees mentioned. Findings from the largeofpmaivey
grantees reported similar findings: the vast majority of respondents (82.1%) said their
grant work did not result in greater productivity of any financial services worker(s).

x Responses suggest that the partnerships played a critical rotemiotmg innovation and
enabling programs to integrate leading edge trends, including global, cultural, and
especially technological tools and content arBascisely due to this strong outcome
regarding collaborative partnerships, both executive comamtiembers and grantees
expressed deep concerns about whether or not these partnerships can be maintained once
the grant is ovefThey certainly hope there will be a way to sustain what has been
achieved. Some assert that the achievement of these progeasngsitical in tempering
the negative effects of the recession.
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The issue of funding was asserted by the gramteestop fearThey expressed a mixture

of hopefulness and concern about whether their collaborative relationships will extend
beyond the lié of the grant. While some grant projects have been institutionalized, others
seem less stable and more transient. The stability of programs seems to connote
confidence in the durability of the partnerships. Although they express confidence that
future resurces will become available as the WSW grant funding comes to an end, our
investigation found only one organization that has actually pursued funding beyond the
grant by collaborating with its new partners.

Another concern, expressed mainly by the efteelcommittee members, is the limited
scope of the WSW initiative. Some members thought the scope was overly narrow,
limited to the financial service industry, particularly given the foiling effect of the
economic downturn. One specific suggestion is dn@ater attention be given to STEM
based industries. They speculate that an expanded spectrum will also manifest stronger
collaboration between critical and emerging sectors in our informbtead world.

The above concerns were underscored by thedfairkolvement of the economic
development sector. This, according to some members, was a devastating result of the
narrowfunding limitations realizethte in the planin other words, focusing the funding

only on the workforce development sector crea&@mendous disadvantage toward
realizing many of the economic goals of WSWhis is posited to remain a huge hurdle

but some feel the right type of dynamic, credible leadership body can achieve a mutually
beneficial collaboration with the economic dieyement sector.
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|. CONTEXT AND OVERVIEW

Wall Street West as a WIRED Initiative

Pennsivania particularly thenortheastern regionyas once home to booming steel and coal
mining industriesThe two resources were so plentiful that they were the economic engine in the
region and the region was dependent on their suddesgver, researchnd development of

natural gas and electric and steel production moving out of the country left this region without a
strong business bas®ince the 1940s, the region has been searching to reinvent itself, to build
new industry and create sustainable jdtsmerous efforts have been made over the years by the
Commonwealth and the federal government to increase economic activity in this region. The
most recent influx of federal funding, the WIRED initiative, is due in part to our unique
proximity to New Yok City as well as the recognition of the potential to create educational and
workforce opportunities that would lay the foundation for future economic growth

Department of Labor WIRED Project

In 2005, the United States Department of Labor (DOL) impleetktite Workforce Innovation
in Regional Economic Development (WIRED) projélis project would give $15 million over
three years to-80 different regionsicross the United Statessy that they could develop talent
and build a stronger workforce

The DOL solicitation indicated that their success was predicated on leveraging the following
three key elements:

1) Workforce development and IHeng learning strategies;

2) Investment and entrepreneurial strategies; and,

3) Regional economic development strategies.

The ultimate goal of the WIRED Initiative was to expand employment and advancement
opportunities for workers and catalyze the creation of-blghand highwage opportunities in

the context of regional economies. Regions were granted some flexiiigsign a system
capable of fueling regional economic competitiveness. They could choose their own partners,
and based upon their statement of need develop a delivery system that would fit their unique
characteristics. The DOL encouraged partnershipsiiimhtion of existing federal, state, and
local programs to build upon foundation and leverage resources under the WIRED umbrella.

The DOL required a regional approach to problem solving recognizing that regional cooperation
leads to greater successworkforce and economic development efforts. Therefore, DOL

required that applicants find partners from various sectors and part of its economic geography to
use as the approach to problem solvikgey to succss under this initiative ihe quality and

strergth of the regional partnershi@overnors were asked to submit an application on behalf of
the regional partnerstspa maximum of three per state
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Wall Street West as aResponseto the WIRED Initiative
GovernorRendellidentified a nine county ggon in eastern Pennsylvania to join forces and
apply for the grant. The nine counties included: Berks, Lehigh, Northampton, Monroe, Pike,
Wayne, Lackawanna, Luzerne, and Catbidre countieswere encouragetb work as a team and
apply for the grant. Aftethe award was grantednd the collaborative operation&chuylkill
County was added to make this acdunty region(Map 1) The regional response was modeled
after a white papér called Wall Street West (WSW).

Figure 1
Wall Street West Impact Region(Eastern PA)

Wall Street West White Paper

The Wall Street West white paper, prepared in 2004, focused on developing a four county region

in northeastern Pennsyl vani a,al eednonictdevelopmenmtc i d e s
partnershipgeogrghic areas of representation) Lackawanna, Luzerne, Wayne, and Monroe

county. This economic development strategy identified a business recruitment strategy to link
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Wall Street to northeastern Pennsylvania by having this region serve as a backup site for
sensitive financial information and operations in the event of another terrorist attack on New
York City. The paper was written in response to a 200&agency Paper on Sound Practices to
Strengthen the Resilience of the U.S. Financial Sysaewipreparedy the Federal Reserve
System, Department of the TreasuBffice of the Comptroller of the Currency, and Securities

and Exchange Commissiofihe paper identifiethree new business continuity objectiés

special importance in the peSeptember Mrisk environment for all financial firm3:he Wall

Street West strategy was endorsed and further developed by Congré@sarniéamjorski(D-

PA) who tried to have the initiative funded along with his transportation plan to link northeastern
Pennsylvania to Ne York City by passenger rail.

This original WSWistrategyincluded the infrastructure development to ensure the broadband
capability as well as the passenger rail.lifleis was truly an economic development strategy to

recruit business to the area antighlighted the strong higher education infrastructure to
support not only ongoing education and traini
quality of life and affordable cost of living made this a wiim strategy to reinvent northeastern
Pennglvania with higher wage paying jobs. The available and affordable real estate along with
numerous economic development incentives were highlighted in the paper.

The white paper identified all of the attributes a business needs to consider as it
relocates ex pands. The strategy included all of the
Northeast as the regionds economic devel opmen
this to companies on Wall Street. It ran into difficulty as the broatlbad rail infrastructure

were not yet developed.

However, in 2005, with the redse of the DOL solicitation, this original pla@came the
foundation for a regional response. The Great Valley Taolyy Allianceformed a team
representative of the majstakeholders in the broader region to respond to the DOL solicitation
using the Wall Street West white paper as its basiese stakeholders included:

Ben Franklin Technology Partners (Fiscal Agent)

Pennds Northeast

Lehigh University

Berks County Loal Workforce Investment Board

NEPA-Alliance

Lehigh Valley Economic Development Corporation

Great Valley Technology Alliance

X X X X X X X

These stakeholders engaged 25 different partners to support the initiative. The statement of need
focused on the declineofcaain d st eel and t h-énventdsgliaodtler=fore nabi |
suffered from high levels of unemployment and earned the federai labeli st r e sosted r egi
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also highlighted the issue New York City faced without a redundant backup system after

9/11/2001 The system of transformation included leveraging the partners and their expertise to
build a world class financial services workforce through a variety of education and training
programs. The Commonweal t h ofcorfecnthergadbarmdni a o s
and the economic development benefits of Keystone Opportunity Zones and Keystone

Innovation Zones combined leveraged resoufcash matching of the WSW proposai)d

demonstrated collaboration along many froktsally, these resawes would be used to attract
business from New York and New Jersey, to create new busamesg) grow businesses

already here.

Wall Street West Award

In 2006, the DOlawarded 13 regions, including our 10 county reg&i#d millionover a three
year period to jumpstart local economies in an effontebuild This included building a wireless
broadband network betwedlortheasteriPA and New York City, strengthening the talent pool
and investments ibusiness expansiomhe DOL also stated that thedfirthree years wilbe
evaluated, and then the impact of the project would be studestther the DOL solicitation nor
the WSW response identified the ndedoutputs and outcomes, quantitative or qualitative.
Desiredoutcomes/metrics were identifiedtime WSW four goal plans, but thesere articulated
as taskcompletion outcomes rather than impstendardsTherefore no clear, directive
benchmarks for tracking amyaluating impact were available.

TheWSW goalstructured plajas reported in the 20@&Vvaluation of Generation | Workforce
Innovation Regional Economic Development Initiatpy@duced by Berkeley Policy Associates
recognized four goal areas for the WSW initiati¥eConnectivityi Building the Infrastructure,
2)Creating the Talent Pod) Creating arinnovation Environment; and 4ytegrated and
Sustainable Economic aWdorkforce Development Systerhs.

Modifications : Challenging Adjustments for WSW Strategic Plan

A primaryand criticalchangehat evolved during the early implementatmfrthe WSW plan
was the clarifying messagieat WSW could not spend any of its grant monies on the economic
development objectives of its grant applicafiospecifically attracting new business to the
region. Further complicating the situation was that@mmmonwealth of Pennsylvania would
not release the infrastructure money to complete the broadband connection without prior
commitments from companies willing to move to the WSW/WIRED redibese changes were
not a reflection of the success or failufahee initiative which had hardly yet commenced, but
rather a severe chasm in the WSW strategic roadmap that was strongly founded upon a
collaborative efforbetweerboth workforce and economic development professioinaks
funding for the infrastructureras, understandably, a primary incentive and motivator for the

! Berkeley Policy Associates is the WIRED initiatives evaluation group.
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economic development leadershijme lack of such funding made it difficult to pursue the goals
of each group in the balanced, integrative manner as plapaitularly, the first WSW goal b
Infrastructure Connectivity was basically thwartdthe desired outcome of a completed fiber
network by March, 2008vas an unrealized foundational milestone that remains vacant at the
beginning of 2010.

Due to these constraints WSW shifted its foaavwarding money to education, training and
workforce development and began to make awards in 200th resiliency, the WSW

leadership moved forward to optimize the use of money where they could, toward the greater
development of a pipeline of talefihe WSW grant investments promoted efforts to achieve
thar other three goals: Inproving financialservice related competenciesgating the talent
pool), 2) nurturing effective educational and workforce developnpeogramginnovative
environment) an@) making these systemic and assible throughout the region (integrated /
sustainableeconomic andvorkforcedevelopmensystems).

WIRED - Wall Street West: Impact and Sustainability Assessment

Unfortunately, the function of impact assessment was untitibto thefederalWIRED initiative
systems on the front end of the pl&m2007, the Berkeley Policy Association published its
Interim report on the progress of the first generation of WIRED initiatas of their

conclusions was that the uniquesmie$ each WIRED initiative made it very difficult to provide a
prescribed model of impact assessment that would fit and work for all of these efforts. Part of
their recommendations were to use third party research groups to design, conduct and analyze
theimpact in a manner tailored to the needs and foci of the specific WIRED initiatieg
recognized two challenges facing such assessment efforts: 1) a typically inadequate post
initiative time lag for capturing the full effectd the programming activies, and 2) design and
data collection difficulties in assessment efforts aterfact, rather than prior to

implementation.

In November of 2008, the current impact assessment research effort was funded as one of
WSW6s second r o.0dmedriginmafpro@aapfociGedadtsnresearch questions upon
workforce, education, and economic development impact outcomigiarch, 2008 the WSW
leadership requested that we expand our scope in three additional ways: 1) growth in regional
partnerships, 2) theotential sustainability of the WSW initiative, and 3) expand our workforce
development assessmentnclude rippleeffectsinto other industries beyond the financial

service sectoiConsequently we developed our research questions and methodologytasound
following impactareas:

1) Educational an®Vorkforce Development Impact

2) Regionallmpact:Economic Benefits anddllaborative Partnerships
3) Sustainability
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Prior to launching into the details of our research methodology, an overview of the WSW region
is warranted.

The Wall Street West Region in Context

The most recent available data on the WSW region is reported below. Figures highlight changes
in the population, work force and employment/unemployment from-200Z by county.
Unfortunately, completdata for most of the WSW implementation period was not available at

the time of our research. Thssparticularly problematic age entered into a recession, which
continued through the close of 2009. Thus, the trends reported below do not reflect the
economic climate during the WSW implementation phassvever, some of the more current
workforce trends are discussed in a latter sectdonetheless, the data do provide a point of
comparison across counties and place the region into the contexeddtatastics.

Population

All the counties, with the exception of Lackawanna and Schuydkihv in population between

2001 and 2007. Pike and Monroe ltlad largest increas&s populationof 21.9% and 14.58%

respectively. The Commorealth of Pennsylvaa recorded slightly more thanl&o overall

population increasd h e r e g i e of B/sdensoustatea that the WS@gion grew more

than the statéds a whole, the region represenfed % of Pennsyl vamiads tot
2007 It is likely that thepopulation of the region remained steady from 200&s the recession

affected the entire nation and our state did not experience the same economic shocks found in

other states.

Figure 2: Population
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Higher Education Enrolim ent

The college enroliment rate ¢slculated athe number of higher education students enrolled in
each institution in the ten countygion from2001-2007. All the countiesn which exist higher
education institutionswith the exception of &wylkill, experienced an increase in enrollment.
The regionds 22% ctateaverdge of %3 his is an impodtantvsetistic to e
consider as educational innovation was a key goal of WSW.

Figure 3 College Enrollments
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Employment Levels

Employment levelénclude allclassifications oNorth American Industry ClassificatiorySem
(NAICS) employment fron2001:2007. Employment levels peaked in 2007 across the region.
With the exception of Monroe and Pike, whose levelsiggeadually, the lowest levels of
employmenin the region occurred i2003.The tencounty region showed a labor force increase
of 5.44%from 20022007,which is higheithan the state increase of aboi.3'he region also
increased its share of total g&mploymentin 2001, the region represented abti# of all
Pennsylvania employment, remaining fairly steady through 2@0GWwever, as the next figure
suggests, it is likely that these levels of employment were not maintained througd2008
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Figure 4: Employment
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Unemployment

Unemployment levels are depicted by the civilian unemployment totalfharuivilian
unemployment rates f@&0012007. Until 2009, mnemployment was at its highest from 2602
2004 Unemployment waat its lowest in 2001 and 200&KIthoughunemplgyment levels in the
regiondecreaseduring this periogdtheaverage of the counties remairazbve the Pennsylvania
state unemployment rat&ince the economic downtunmemployment rates in the regiorvbea
increased. As of November 2009 Wayne county had the lowest unemployment rate of 7.4%,
followed by Pike (8.9%), Lackawanna (9%), Berks and Northampton (9.1%), Lehigh (9.4%),
Monroe (9.5%), Luzerne (9.7%), Schuylkill (10.3%), Carbon (10.9%). The setage
unemployment rate for November 2009 was 8.30us, the trend of higher unemployment
rates in our region prior to the recession continued during the recession.
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Figure 5: Unemployment Rates 20012007
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Number of Financial Establishments

The numbeof financial establishments consists of the total number of finance and insurance
establishments in the regitnrom 20012007 There is no distinctive trend presented in the
financial institutions dataNhile some counties recordad increase in finanai establishments
(Monroe 23.72%, Northampton 3%, Pike 55.17%), others decreased (Schuyki@% and
Lehigh-0.6%) The region showed an overall increase of 7.72% in the number of financial
establishmentswvhich is similar tdPennsylvania screasef 7.82%.

Figure 6: Number of Financial Establishments
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Number of Financial Employees

The number of financial employees includes all paid employees in the financial and insurance
industry for the yearBom 2001-2007. Lackawannaounty experienced an increasdinncial
employees b¥3.89% while Schuylkill saw a22% declineAs a whole the region fared better
than thestate average of6.5% Until 2006, the percentage of Pennsylvania financial employees
was increasing. Midate 2007 was the first year layoffs began in the financial servicestigdu
andcontinued through 2008 and into 200%ie regiolds statistics verify this decrease in

financial employeesThe true impactor this specific time periodould not be measured

200809 data areinavailable.

The Current Economic Environment

The outcomes of the data are linked to external fab®ysnd the control of any one

employment aredJnfortunately, the Wall Street West project occurred in the beginniagrof
currenteconomic downturnThe housing recession and the collapse of Wall Street had major
impact on a number of indicators in the region, the Commonwealth, and the United States as a
whole.

Thehousing recession, which began in 2006, resulted in a largber of defaults on loans,
foreclosures and a decline in the pricee#| estate This housing recession was a key

contributor tobank insolvency.Responding to this crisifhe financial service industry has had

to reinvent itself, downsize, adopt neazonservative business practices, and be open for intense
scrutiny by the federal government. Since the recession, consumer spending and investing has
decreased and confidence is IGWis has continued to impact the markets and all industries as

of thebeginning of 2010

The true impact of WSVend ofthe recession on the WSdnnot fully be detenined until

more current data are available; more importantly until the momentum of the WSW investments
have had time to gather strengttowever, it is safectassume that since the financial services
industry was forced to retrench and restructoi®recessiomashad a negative impact on

WSW6 s atb growithe finanial services sector in the teounty region.

The current possible scope of impaatcomes of the projectarebeing reviewed in this report.

Various quantitative and qualitative research studies are occurring to evaluate the impact of

WSW on the region. Data under review is through September 30, 2009. Therefore it does not

reflect the finalguarter of data from those grantees still implementing their strategies. In fact,

much of the programdés success may not be capt
grantees, continued participant benefit, and {argh output of participants dreducators.

Page29 of 149



. METHODOLOGIES: RESEARCH QUESTIONS AND DATA COLLECTION

In order to properly tell the WSW story, and capture its impact, our research endeavor was
broken intoseverakesearch question¥he variety of questions reflects, and are categdrby,

the various types of impact that were measurable (economic, workforce, sustainability, etc.), as
well as the diverse constituencies (grantees, program participants,WIBBD leadership,

etc.) Table 1 aligns our research questions, listed belptatget impact area, with WSW goals.
This table also provides #nk between methodologies apdch target impactrea.

Note, from this point on; except where the full designation may be needed or purposeful, the
WSW WIRED initiative will be given theekignation, WSW, for conciseness.

As noted earlier, WSW has not been able to recognize its goal of a broadband connection to New
York. Thus, we did not evaluate this goal. As no clear directive benchmarks for tracking and
evaluating WSW impact were cted during the front end planning stage, we established

targeted impact areas. In contemplating the measurement challenges for these impact areas the
research teams derived operational research questions, listed below, to guide the study design.
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Table 1: Target Goals, Research Questions, and Methodologies

WSW GOAL AREAS

IMPACT RESEARCH QUESTIONS

METHODOLOGIES

1) Connectivity: Building
the Infrastructure

Note: Given the funding modifications and status of this goal as discussed in the
historical overview above, this area was not part of the impact assessment scope.

Does the region have a more qualified workforn
in financial-related knowledge, skills, and abili
since this initiative began?

Grant Reports
Employer Survey

Have these trends transferred to non-financial
service organizations that hire for financial
service oriented occupations?

Employer Survey

2) Creating the Talent Po

According to employers, have the changes in {
demand and supply for financial service relate
skills changed in the past year?

Employer Survey

What impact have the grants had on the
beneficiaries from / participants in (students,
workers, etc.) the WSW grant-funded program|

Grantee Survey
Participant Survey
Career Placement Survey

Does the WSW region have improved
educational, career-development, and workfor

3) Innovation Environmentraining programs/resources?

Grant Reports
Grantee Survey
Career Placement Survey

Has there been growth in the jobs and wages
the region since the initiative began?

Grant Reports
Employer Survey
Archival Data Base

What has been the economic impact of the
workforce trends documented above?

Multiplier Analysis
Employer Survey

4) Integrated and

Sustainable Economic ar

Workforce Development
System

Are students and workers participating in the
WSW educational, career-development
programs/resources likely to remain in the reg

Participant Survey

How has the WSW initiative increased the
quantity and quality of collaborative partnershi
in the region?

Interviews
Focus Groups

What aspects (practices, strategies, innovatio
etc.) of these partnerships indicate short term
potential long term positive impacts on the
region?

Sustainability Analysis
Grantee Surveys
Focus Groups
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RESEARCH QUESTIONS

Educational Impact
1) Does the WSW region have improved educational, cateeelopment
programs/resources for students?
2) What impact have the grants had on student participants in the WSWfgrdad
programs?
3) Are students participating in the WSW educational, cadegelopment
programs/resources likely to remain in the region?

Workforce Development Impact

1) Does the regiohave a more qualified workforce in financralated knowledge, skills,
and abilities since this initiative began?

2) Have these trends transferred at all to-financial service organizations that hire for
financial service oriented occupations?

3) Accordingto employers, have the changes in the demand and supply for financial service
related skills changed in the past year?

4) Does the WSW region have improved workforce development programs/resources?

5) What impact have the grants had on workforce participarttseel WSW granfunded
programs?

6) Are workers participating in the WSW workforce development programs/resources likely
to remain in the region?

Growth of Regional Collaborative Partnerships
1) How has the WSW initiative increased the quantity and qualitpltdtzorative
partnerships in the region?
2) What aspects (practices, strategies, innovations, etc.) of these partnerships indicate short
term and potential long term positive impacts on the region?
3) What are the leadership perceptions of the function andgs®g@f the WSW initiative?

Economic Impact
1) What has been the economic impact of the workforce trends documented above?
2) Has there been growth in the jobs and wages in the region since the initiative began?
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Sustainability Principles

1) What is the statusféhe grants, collectively, in terms of demonstrating the sustainability
principles identified as factors to promote the continued momentum of the WSW
initiative?

2) What aspects (practices, strategies, innovations, etc.) of the-tv&weéd partnerships
indicate sustainable collaborations that will maintain the momentum of the WSW
initiative?

3) What are the leadership perceptions of the future status of the collective progress of the
WSW initiative?

DATA COLLECTION STRATEGIES

A multi-method research approach¢iuding both quantitative and qualitative measurement
strategies, was employed to ensure reliable and valid assessment of these gAsstlomsn in

Table 1, many of the investigatory compondatgeted more than one research question. Details
for eachmethodology areummarized belowAll methodologies that involved data collection
directly from human subjects (interviews, focus groups, and surveys specifically) were reviewed
and approved by either the Moravian College or DeSales Univ@rsiitynan Sujects

Institutional Review Board.

To help guidéN'S Wdpknning,threeresearch projects were funded

1) People Front and Centerds Financi al Servic
2) WSWé6s Regi onal l nnovation Asset Mapping
3) WSW6s Workforce and Wor kdpdmnalysss Devel opment

These three documents provided valuable input for ournedseadeavors discussed below.
Cdllectively, they complement ouesearch project as a holistic effort to better understand the
WSW journey from its inception, its immediate currenp@ut, and the potential for sustained
improvements in the years ahead.

For this research studyath collection efforts consisted of:

Constituent Surveys

Thesurveys weredesigned to collect seteport data fromdur target audience&rantees,

Program Participants, Career Placenrdfessionals, and Employelswas determined that

each audience could lend some valuable input on a variety of the research qudssbns

surveys were distributed electronically, but since most of the data gathermafter the

program was completed and little incentive could be provided, response rates and sample sizes
were less than idedbtill, valuable insights on the research questions were gained to help
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understand the impact and sustainability of the W8liative from the perspective of multiple
constituents.

Archival Data

We conducted a compar i"§quarter @005 ddt@asdimeith2’® Bur e a u
guarter 2008 datémost recent availabléyr the following metrics: Employment, Job Creation

New Hires, Separations, Turnover, Avg. Monthly earnings, and new hire earnings within each
Workforce Investment Area (WIA) for the financial service industry (NAICS Code 52: Finance

and Insurance)lhe percentage change between these time periods waamuhto the

percentage change for all of Pennsylvania within the financial service industry.

Multiplier Analysis

The focus of this analysis is on estimating the economic impacts of the WIRED funded

workforce development projects and their indiramttribution to the temounty Wall Street

West region over a thregear period. To calculate the economic effects of these projects this
analysis uses the United States Bureau of Eco
Modeling System (RIMS 1) to anate data collected from the Wall Street West Investment

Portfolio which provides the service area, investment, and leveraged resources for each of the 52
workforce development projectiRIMS Il multipliers attempt to estimate how much a-tinge

or sustaind increase in economic activity in a particular region will be supplied by industries

located in the region.

Document Reviews

In addition to analyzing thieistoricaldocument related to the WSW amid order to provide a

proper context for this impact &ssment, the research team attempted to conduct a review of the
self report data provided by granteBsth qualitative narratives reporting goals and goal

progress and quantitative metrics on job creation and program attendees, among others, were part
of a system of expected accountability reportifige diverse nature of the programs and

reporting made standardized comparisons and aggregation difficult, but some results were able to
be gleaned from these sources.

Focus Groups with Grantee Representatives

A focus group of five Wall Street West (WSW) granteesiatetviews with three WSW

grantees were conducted using a standardized protocol of queBaoimspants included project
directors, assistant directors and representatives from grantee orngasigdio participated in

the WSW grantsThey were prompted to share their perspectives on successful principles that
fostered high quality regional partnerships and sustainability of the projects.
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Interviews of WSW Executive Committee members

Eight membes of the executive committee participated in a structured interview exploring
leadership perceptions of the strength and weaknesses of the WSW initiative, as well as
opportunities and threats regarding the sustainability of the momeAtumembers who wre
invited participated and they represented various parts of the region and different expert
specializations (education, workforce development, and economic development).

STUDY LIMITATIONS AND CHALLENGES
The nature of this study required informatioorh multiple stakeholders including WSitie
grant recipients, state and local data sources, employers and program participantse Thus, w
faced multiplechallenges to our WSW impact assessméhngse include:
1) The epanded scope of our initial goals argjextives
2) Difficulties obtaining pertinent, accurate and timely data;
3) Truncated timeline for capturing the full impact of grant activities.

The first challenge pertained to the expanded scope of our prgeatir project unfolded we
were asked to expd our scope to include the development of a sustainability framework for
WSW projects. A second expansion request involved the development, administration and
analysis of a structured interview for a sample oMH&V Executive Committe@Vhile fruitful,
these activitis requiredhe revision obur timeline andhe need toe-allocate wok activities
across our research team

The second challengeas our difficulty obtaininghe data with the ideal time parameters for
capturi ng t he ontheregion&itst tiveendss current pearoftdata available from

state and local source for our wage and labor analysis was the second quarter of 2008. Second,
our ability to assess the individualctsthatant 6 s
were completed by September 2009. Thus we could not include a final analysis of the majority

of the WSW grants ending in December 2009, within our contracted timeline. Third, since
surveying participants was done long after their involvemerhitargtant programs it was

extremely difficult to identifyand contacthis group. Finally, relying on employers and

participants voluntary responses limited the size of our sample for those two research strategies.

The third challengevolves the prol@matic time line of conducting an impact assessment
concurrent with grant activitieJypically, impact is assessed after funding isptete and the
results are realizedHowever the majority of the grantees meecompleting their projects at the
same ime as our assessmetitus making any impact assessment stavrh at best. Long term
assessment is at the very core of sustainabilityjus, we were unable to complete a full
assessmentinfortunately, only 7 grantee final reports (out of 52 grantees) m&vided to us
in time for inclusion in this analysis.
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Despite the challenges presented above, many of these-aeg bff exploring the research

guestions from multiple sources; thus, converging evidence strengthens many of the themes and
trends presnted. Since many of the challenges arise from the timing in which impact
assessment was introduced to the initiative, it is strongly asserted that one of the main
contributions of the report is a reliable multifaceted systematic assessment modellthat cou

guide future efforts or continued programs. As such, sound assessment best practices suggest
that these methodologies will be greatly strengthened when introduced and conceptualized
during the planning phases of grants and initiatives.
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I1l. WORKFORE TRENDSEDUCATIONAL AND WORKFORCE

DEVELOPMENT IMPACT

In this Section we discuss our analysis of the impact of WSW on educational and workforce
development. As mentioned in Section |, obstacles external to the WSW inpisgixented the
organization fom recognizing their goal of buildingireless capacity and fiber optic cable to
support the data transfer and information processing capabilities for financial service firms. As
part of their adjustment to this impediment, the WSW investments were helaatipeled into
bolstering innovativeeffectiveeducational andiorkforce development prograim orderto
strengthen the pipeline and existing talent pool respectively.

Collectively, the grant programs varied in setting (education, workforce develtpamen

function (curriculum improvements, skill development, and cgpaéwvays etc.). Therefore,

mul ti ple methodol ogies were employedOneo captu
component otlatacollectioninvolved trend analyses derived frarchival sources of labor and
wagesavailable from state and national databasgdf report sources of data from grantees

were collected from two sourcesocumentzompleted for WSW reporting purposasd a

survey designed explicitly from our reseanthestions.

Before discussing our analysis of educational and workforce development programs funded
through WSW, it is useful to put WSW into the larger context of regional workforce trends in the
ten counties.

RESEARCH QUESTIONS
The research questiortsat drive this section of the report are as follows:

Educational Impact
4) Does the WSW region have improved educational, catexelopment
programs/resources for students?
5) What impact have the grants had on student participants in the WS\Afugrded
programs?
6) Are students participating in the WSW educational, cadlegelopment
programs/resources likely to remain in the region?

Workforce Development Impact
7) Does the region have a more qualified workforce in finasrelated knowledge, skills,
and abilties since this initiative began?
8) Have these trends transferred at all to-financial service organizations that hire for
financial service oriented occupations?
9) According to employers, have the changes in the demand and supply for financial service
related skills changed in the past year?
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10)Does the WSW region have improved workforce development programs/resources?

11)What impact have the grants had on workforce participants in the WSWgnaled
programs?

12)Are workers participating in the WSW workforcewtlopment programs/resources likely
to remain in the region?

WORKFORCE TRENDS

In this section we examine workforce trend data and compare it to perceptions of employers in
the financial service sectors and those in thefimancial service sector thhtre for financial

service related occupations (ear¢countants working in manufacturinglling andaccount

cadlectors working in hospitalsphn counsel@working in higher educationgtuaries working

for legal firms,sales agents working in the aunhdustry, etc.)n the WSW region.Having

assessed various sources of workforce data for areas covering the WSW region with the needed
research comparisons in mind, we concluded that the best sources of data are from the US
Census Bureau and the Penmaylia Center for Workforce Informati@ndAnalysis (PA

CWIA). In addition to meeting the needs of our research questions, these are the primary
databases used in tiéSW Asset Report and Gap Analyaigaluable resource that helped to

shape many of ouesearch questions and subsequent methodol@p¢s from the second

guarter of 2005 are used as the baseline and second quarter figures for 2008 are the most recent
available metrics to gauge change since the commencement of WSW funded grant programs.
Wethen compare these findings to an analysis of employers from the region.

Methodology

Workforce Trends Data

To examine workforcetrendsew conduct ed a compar i29quarterof US C
2005data with2" quarter 200&lata for the following mteics: Employment, Job Creation, New

Hires, Separations, Turnover, Avg. Monthly earnings, and new hire earnings within each
Workforce Investment Area (WIA) for the financial service industry (NAIC8&52: Finance

and Insurance). These terms are defimetthé Table below, along with the type of questions that
these metrics typically addresSince job growth and wage impact are both multivariate

concepts our analysis will explore the five job metrics defined above, and the two types of

tracked earningdMonthly and New Hire Earnings). In quantifying percent change between the

two time periods, it is important to note that for separation and turnover, negative percent
changes are desirabl@lso, since the two data points are sometimes themselves reprgsen

change from the last quarter (e.g., Job Creation, New Hires), they represent changes between two
discrete time periods rather than total change. As such, the second quarter 2008 data is
representative of curretrendsin these aspects of employment.
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Employer Survey

An employer arvey was developed to collect perceptions of changes in hiring trends among
human resource professionals working in the financial service industry and those working in
nortfinancial industries that hire for financisérvicerelated occupations (e.@countants
working in manufacturinggilling andaccount ctlectors working in hospitalsphn counselar
working in higher educationgctuaries working for legal firmsales agents working in the auto
industry, etc.). The resan for including the lattegroup was to gauge the rip@éect of the

WSW workforce development initiatives on the applicant pools of other industries that hire
individuals trained as part of one or more of the WSW programs. This extension of ounfscope
impact was suggested during the WSW Executive Committee interviews we conducted. This
survey will help us to shed some insight on current employer perceptions reltiteduality of
theworkforce in financiarelated knowledge, skills, and abilitisgce this initiative began

Also, to measure the extent to whitlese trends transferred at all to fimmancial service
organizations that hire for finaradiservice oriented occupations.

The survey was developed using SurveyMonkey and administeredsurveilink embedded in

an emailed cover letter sent to potential participants. Beyond background information
(respondentds organization, job title and cou
twelve benchmark jobs, if any, they employ&tis was followed by the presentation of nine

hiring trend dimensions (listed in the table below) for which respondents were asked to judge the
change in these areas over the past twelve months using their collective fisandcd

oriented jobs as theccupational frame of reference. After each item, respondents were given the
option of providing any additional information or qualifiers they felt were relevant. Finally, the

hiring professionals were asked an ogeed question concerning the impacthef economic

crisis on their applicant pools in the past year.

Recruitment of respondents took place in two waves. First, using the Employer Search Index on
the website of the PA Center for Workforce InformatamaAnalysis, researchers randomly

identified 50 financial service firms and 50 rfinancial service firms that tend to hire one or

more of the 12 occupations listed as benchmark financial service jobs discussed in our
Workforce Trends Analysis section of this report. Both groups were straifreds the 10

counties; thus five in each group were located in each of the WSW area counties. Extensive
efforts were made to contact the hiring professionals in each of these 100 organizations and to
request their help with the short survey. Secondragbearch team formed a partnership with the

PA Society for Human Resources Management (SHRM) professional association. This group
consists of human resource professionals, many of whom are the targeted hiring professionals.
Our team submitted a proposabamorked collaboratively with the stalevel officers in order

to have the survey sent to the four regional
endorsement and encouragement to participate. PA SHRM requested the following four chapters
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to distibute the survey to their membership of hiring professionals: Lehigh Valley Chapter,
Berks County Chapter, Northeastern PA Chapter (WiB&se / Scranton), and the Greater
Valley Forge Chapter.

Sixty-two hiring professionals completed the survey @rifinancial service organizations and

54 from nonrfinancial service organizations). Twelve of the +fimrancial service organizations
indicated that they did not hire any of the benchmark jobs, and four were located outside of the
WSW area,; therefore, the 16 organizations were not included in the analysis below.
Organizations within the sample used represented Berks, Carbon, Lehigh, Luzerne, Monroe,
Northampton, and Wayne; seven of the ten counties in the WSW area. All jobs, except Title
Examiner, wereapresented in the hiring domain for the financial service organizations although
there was some variability on the range of jobs. Thefimamcial service companies did not hire
for any Title Examiners, Loan Counselors, or Tellers, but participating iaegemms typically
employed at least three jobSverage= 3.24).

Analysis of Workforce Trends

As mentioned aboveye conducted a compar R2'Sgoaner 2008atdS Ce n s
with 2™ quarter 200&lata for the following metrics: Employment, Jokeation, New Hires,

Separations, Turnover, Avg. Monthly earnings, and new hire earnings within each Workforce
Investment Area (WIA) for the financial service industry (NAICS Code 52: Finance and

Insurance). These terms are defined in the Table belowg alith the type of questions that

these metrics typically address.
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Table 2: Census Bureau Local Employment Dynamics Statistical Term Glossary

TERM DEFINITION
Beginning of Quarter Employment Total. Number of workers who were employ
the same employer in both the current and previous quarter

What industries are biggest employers?

TOTAL EMPLOYMENT

What industries employ the largest numbers of particular types of worker?

The number of new jobs that are created by either new area business or the e
JOB CREATION of employment by existing firms.
What industries are creating the most jobs?

Total number of accessions that were also not employed during the previous fq
quarters.

What industries are hiring the most workers?

NEW HIRES Which industries are hiring older workers?

Which industries are hiring young workers?

What geographic areas are doing the most hiring?

Total number of workers who were employed by a business in the current quar
not in the subsequent quarter.

What workers are leaving jobs?

SEPARATIONS

What industries are workers leaving?

Turnover Rate= % * (full-quarter accessions + full-quarter separations) / emplo
stable jobs

TURNOVER What is the turnover rate in the workforce?

What proportion of workers is new?

Total quarterly earnings of all full-quarter employees divided by the number of
AVERAGE MONTHLY quarter employees, divided by 3.
EARNINGS

What are the average earnings of core employees?

Total quarterly earnings of all full-quarter new hires divided by the number of fy
AVERAGE NEW HIRE quarter new hires, divided by 3.
EARNINGS

What are new hires earning?

The percent change figures fmch WIA in the WSW region ampresented in TabBbelow
The percentage change between these time periods was compared to the percentage change for
all of Pennsylvania within the financial service industry.
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Table 3: 20052008 Percent Change in WorkforceMetrics within the Financial Service
Sector (NAICS Code: 52) for WSW Workforce Investment Areas (WIA's)

WA, TOTAL AVERAGE | AVERAGE

I(l:l/\\//(I)EZWF'S/IFI;CN:E EMPLOYMEN CRIgS'I?;ON H’\IIFE\IQ/S SEPARATIONS TURR'X_CF)\E/ER MONTHLY | NEW HIRE

AREAS) T EARNINGS | EARNINGS
Lehigh Valley 4.72 -32.84 -38.52 -4 43.64 9.31 12.07
Lackawanna 35.17 -0.71 4,95 29.12 6.38 7.22 16.23
Luzerne-Schuylkil -16.49 -44.67 -22.9 -38.86 -13.11 7.99 15.39
Pocono Countiegd -8.9 -30.25 -37.45 -25.85 -9.23 8.32 29.71
Berks -1.17 -49.23 -36.73 -57.49 -51.4 10.45 11.55
Pennsylvania 0.6 68.76 21.18 -20.76 -10.77 10.73 12.73

NOTE: Data obtained from US Census Bureau Quarterly Workforce Index based 8hdharer of each year,
2005and 2008.81 d values for WIAO6s indicate the percent chang

-

71 OE 40AT AO xEOEET 7)!80

Two WSW WI A6s exceeded the state | evel 8s mini
the financial service industry. Total employmhén this sector increased substantially (35.17%)
in Lackawanna county and in Lehigh county by

in total employment within the industry.

Job creation within the industry was enormous in Pennsylvania relat®@06; but the opposite
trend was evident in the WSW region as all Wi
ranging from slight{0.71%) to substantive49.23%); a similar trend was evident for new hires,
although Lackawanna did have some growithin this metric. Despite the workforce talent
development which is evidenced via other metrics, and largely due to the failed effort at creating

the fiber optic infrastructure, the large job creation targeted in the WSW goals did not come to
fruition. The elusive question is how helpful was the talent investment and improved regional
collaboration and innovation in helping stem or moderate the negative impact of the economy on
the financial service industry within this region.

Given that a reductiomiseparations is ideal (thus negative percentage changes are good), three

of the five WI A6s reduced their separations r
(-20.76%). Separations dropped only slightly in the Lehigh Valley; while Lackawanna

experienced an upsurge in separatiohs1e s ame t hree WIAs that exce
separation change also experienced comparable or more drastic drops in turnover rate compared

to Pennsylvania. Both Lackawanna and Lehigh Valley experiencedr@ase in their turnover
rates, and the | atter W A6s was quite | arge a
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None of the WI AG6s achieved the state | evel of
(10.73%), but none were far off that percent increase as the average monthly eethings

WI A6s ranged fromhd&. WRAO$ oavl®r &HEb.new hire eal
notably stronger than the overall state incre
(the Pocono WIA change was more than double the state levelFag2Q while the other two

were comparably close. Every WSW WIA had positive increases in average new hire earnings;

each reflecting at least an 11% increase in average new hire earnings sinc&i2@@3hat the

substantive changes relative to the stedee most notable in new hire positions may be an

indicator that collaboration and innovation are percolating into the existing financial service
organizations and manifesting in higher paying new positions relative to other areas in the state.

Regional# 1 | PAOEOT T . %0! -3180 7EOQOE " Al AEI +
In the next analysis we compare the three recognized WSW Metropolitan Statistical Areas
(MSAG6s) with three other regions (selected fr
benchmark regions ithe WSW Regional Asset Map). In a sense, these analyses geographically
overlap with the analyses above, but provide insight at a larger level of analysis and take

advantage of the opportunity for regional comparisons beyond the state, at the natitnal leve
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Table 4: 20057 2008 Percent Change and WithirCategory Ranking for Workforce
Metrics in Selected Metro Statistical Areas (MSAs) Compared to Pennsylvania MSA's that
Constitute the WSW Regionwithin the Financial Service Sector

NATIONAL MSA |TOTAL |JOB NEW SEPARATIONS |TURNOVER |AVERAGE |AVERAGE

(METRO EMPLOY |CREATION [HIRES RATE MONTHLY  |[NEW HIRE

STATISTICAL MENT EARNINGS |EARNINGS

AREA)

Albany/Schenect 0

dy/ Troy, NY 1.62% (4] -6.00 (3)[-12.64 (4) -11.08 (4) | 2258 (5)| 17.87 (1) | 3.98 (5)
Charlotte/

Gastonia/ 49.38 (1) -3.30 (2)| 12.90 (1) 42.99 (6) -3.80 (3) 2.67 (6) 1.25 (6)
Concord, NC-SC

Madison, WI -9.61 (6)| 67.05 (1) 7.10 (2) -21.95 (2) | -17.31 (2)| 16.46 (2) 28.55 (1)
PA MSA

Allentown,

Bethlehem,

Easton, 4.60 (2) [-29.53 (4)-38.21 (6) -5.11 (5) | 41.82 (6)| 9.47 (4) | 12.78 (3)

PA-NJ (PA part)

Reading, PA -1.17 (5)] -49.23 (6) -36.73 (5) -57.49 (1) | -51.40 (1) 10.45 (3) 11.55 (4)
Scranton--Wilkes
Barre, PA 3.87 (3)]-32.18 (5)-11.19 (3) -11.11 (3) -1.92 (4) 7.72 (5) 21.37 (2)

Pennsylvania 0.6 68.76 21.18 -20.76 -10.77 10.73 12.73

NOTE: Data obtained from US Census Bureau Quarterly Workforce Index based 8tdharer of each year,
2005 and 2008. Ranks within category are denoted in parentheses; rank order is reversed for Separations and

Turnoverbecas e decreases are ideal. The three comparative MS¢
benchmark MSA6s in the WSW Regional Asset Map. Bol d val
exceeded the stateds in the desired direction.

— z

Workforce Trends 7 EOEET AT A " AOxAAT OEA -3160
Slight increases in total employment within the industry were evident in two of the three WSW
MSAGs, and in both cases these exwideded what
However, he job creation and new hire megio the WSW MSA regionganging from

reductions of 29.53% to 49.23% for job creation; and a ranging from reductions of 11.19% to
38.21% for new hiresgre poor both by the Pennsylvania standard and relative to the benchmark
MS A 6Mainly a byproduct ofthe poor economy and the failure to lure new organizations, the
decreases in these metrics seem a bit more concerning given that the industry trends were so
strongly positive at the state level, and less negative in among the national benchmarks.

In othe metrics,Reading, PA stands out in the reduction of separafi@scompanies
successfully retaining employees)d turnoveratecompared to the Pennsylvania percentage
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reduction (the only PA MSA to exceedet MSEADtsat
A significant and concerning increase in the turnover rate within financial services employment

is noted for the Lehigh Valley area. In the context of workforce development, separations and
turnover are always difficult to fully interpret agany cases of separation and turnover may be

healthy reflections of morqualified workers taking lateral promotions with other companies

due to their increased marketability.

Although average monthly earnings fortheeeP A MSAG6s di d n@etdbsexxoueagdltll
percentage improvement (10.73%), they were fairly close to it. Their ranks relative to the

national benchmarks may be a bit misleading given what seems to be extraordinary growth in

this metric for both the NY and WI MSAThe increase in avage new hire earnings in the PA

MSAG6s Iis commendabl e, MBA BcrantmrandWalked-Barrei Theonlyh e nor
MSA in the table that exceeds these three is MadisonyWith as stated seems to have had a

radical influx of job creation

WSW MSA Trends

Although the Allentown, Bethlehem, Easton (ABE) MSA experienced some increase in total
employment within the financial service sectarce 2005 (4.6%}he redution in the most

recent available indicatofer number of created jol{s29.5%) new hires(-38.21%)and

increased turnover ratep 41.82%jyelative to 2005 is poor relative to state and national
benchmark standards.

Like the ABE MSA, Reading experienced a concerning reductioecentlycreated jobs
(-49.2%)and new hire$-36.7%9 compared to 2005. However, the financial service sector in this
area experienced a radical improvement in stability based on substantive reductions in
separation$-57.5%)and turnover ratédown 51.4%)while also increasing earnings (both
monthly and Bw hire) at a rate fairly comparable to both state and national benchmark
standards.

Like the ABE MSA, the ScrantanWilkes-Barre MSA hada dlight increase in total employment

(3.9%) but paralleled their PA counterparts in terms of reductions in crgdte@dnd new hires
compared to 2005. Al though ndwikesBarieevi ng t he
experienced a healthy reduction in separat{ehk.1%) and the turnover rate declined slightly

(down 1.9%) Although their increase in average mowtbarnings ranked fifth (7.7%), this rate

was nearly tripled for their second ranked improvement in average new hire eé24i4gs)

Benchmark Jobs Comparison

In a joblevel comparative analysis, we explored a number of benchmark jobs identified from the
Transferable Occupation Relationship Quotient (TORQ) Analysis of WSW Asset Map. These 12
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were chosen on the basis that they were a representative sample of the 24 total jobs identified in

the TORQ analysis. The sample of jobs has a proper range of needlieedl income and

Standard Occupational Classification (SOC) code classifications. In addition, all but three are
occupations that exist in other industries which is helpful when considering the possibility that

the WSW initiative prompted workforce devplone nt benef i t s AtrickIl ingo
employing financeoriented jobs, such as accountants, credit checkers and loan counselors.

The data for this analysis was taken from the Pennsylvania Center for Workforce Information

and Analysis (PA CWIA)Second quarter data from 2005 was compared with 2008 data for:

Entry level wage, Experienced level wage, and Median wage for the 12 benchmark jobs (SOC
Codes provided by TORQ Analysis). The analysis includes all 12 occupations for which the data
was avdable within each WIA. In all cases, some data was not available for at least one of the
benchmark jobs; available benchmark jobs rang
the only reason for excluding a benchmark job from the tables below.r$tble includes the
comparative standard, percent changes from 2005 to 2008 within the whole state of Pennsylvania
for these jobs. I n the subsequent tables for
bold if they exceed the state level petogmange for that benchmark job and wage level.
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Table 5: Comparisons among Financial Service Industry Benchmark Jobs in Wage Metric
Changes from 2005 to 2008 between Pennsylvania State Levels and Each WSW WIA
Respectively

PENNSYLVANIA
% CHANGE I N ANNUAL WAGES
ENTRY LEVEL EXPERIENCED MEDIAN LEVEL

SOC CODE JOB TITLE WAGE LEVEL WAGE WAGE
1171 2022 [Sales Manager 21.45% 17.19% 16.23%
157 2011 |Actuaries 19.00% 32.40% 23.27%
13711111 .|Mabagement Analysts 14.73% 9.80% 22.57%
1371 205 2 [Personal Financial Advisors 23.99% 20.14% 8.11%
1371 2051 [Financial Analysts 18.92% 18.04% 33.50%
1371 2011 .|Acdountants 13.44% 9.33% 12.73%
4171 3021 [Insurance Sales Agents 19.95% 18.46% -10.19%
1312071 [Loan Counselors 5.50% 7.73% 12.59%
2371 209 3 |Title Examiners 26.00% 26.75% 17.34%
4371 3011 |[Billand Account Collectors 13.14% 9.54% 8.92%

Credit Checkers and
4371 4041 |Authorizers 27.32% 9.02% 12.05%
4371 4051 |[Customer Service Reps. 15.37% 15.85% 14.93%
4313071 |[Tellers 13.86% 15.10% 14.57%
(1) BERKS COUNTY WIA
% CHANGE I N ANNUAL WAGES
ENTRY LEVEL EXPERIENCED MEDIAN LEVEL

SOC CODE JOB TITLE WAGE LEVELWAGE WAGE
117 2022 |SalesManager 28.24% 7.01% 18.50%
13711111 .|Maabhagement Analysts 47.15% 27.34% 65.72%
1371 2052 [Personal Financial Advisors -24.91% -24.90% -26.04%
137 2051 [Financial Analysts 24.88% 22.52% 22.33%
13712011 .|Acdountants 25.11% 8.64% 15.40%
4171 3021 [Insurance Sales Agents 6.44% 49.18% 18.21%
1371 2071 [Loan Counselors 2.13% -20.21% -7.29%
4371 3011 |Billand Account Collectors 20.93% 21.61% 14.90%

Credit Checkers and

4371 4041 |Authorizers 1.16% -3.14% -0.04%
4371 4051 |Customer Service Reps. 11.75% 11.05% 11.39%
4313071 |Tellers 14.22% 16.11% 15.51%
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(2) LACKAWANNA COUNTY WIA
% CHANGE I N ANNUAL WAGES
ENTRY LEVEL EXPERIENCED MEDIAN LEVEL
SOC CODE JOB TITLE WAGE LEVEL WAGE WAGE
1171 2022 |[Sales Manager 7.27% 41.12% 4.20%
1371 2051 [Financial Analysts 80.43% 75.70% 90.62%
1371 2011 .|Acdountants 10.81% 25.76% 32.55%
4171 3021 |Insurance Sales Agents 58.81% 22.99% 23.09%
4371 3011 |Billand Account Collectors 4.52% 2.32% 7.00%
Credit Checkers and
4371 4041 [Authorizers 42.08% 11.61% 27.13%
4371 4051 [Customer Service Reps. 11.52% 23.60% 27.82%
4313071 |[Tellers 6.79% 14.18% 12.46%
(3) LEHIGH VALLEY COUNTY WIA
% CHANGE I N ANNUAL WAGES
ENTRY LEVEL EXPERIENCED MEDIAN LEVEL
SOC CODE JOB TITLE WAGE LEVEL WAGE WAGE
11712022 |SalesManager 26.71% 18.65% 16.88%
13711111 .|Mabagement Analysts 3.40% 6.08% 13.49%
1371 205 2 |Personal Financial Advisors -16.41% -33.19% -21.92%
131 2051 [Financial Analysts 12.63% -0.53% 7.44%
1371 2011 .|Acdountants 15.38% -17.45% -1.41%
Credit Checkers and
431 4041 |Authorizers 96.63% 31.17% 26.31%
437 405 1 |Customer Service Reps. 19.54% 14.14% 17.93%
4313071 |[Tellers 3.07% 6.91% 9.68%
(4) LUZERNE-SCHUYLKILL COUNTIES WIA
% CHANGE I N ANNUAL WAGES
ENTRY LEVEL EXPERIENCED MEDIAN LEVEL
SOC CODE JOB TITLE WAGE LEVEL WAGE WAGE
1171 2022 |SalesManager 28.03% 3.13% 3.73%
13711111 .|Mabagement Analysts 19.42% 28.35% 16.58%
1371 205 2 [Personal Financial Advisors -17.39% -36.36% -16.79%
1371 2051 [Financial Analysts 0.73% -6.24% -0.74%
137 2011 .|Acdountants 25.76% 12.04% 19.39%
4171 3021 [Insurance Sales Agents 3.13% 12.90% 15.36%
2371 2093 |[Title Examiners 11.32% -9.28% -9.83%
431 3011 |Billand Account Collectors 6.51% 14.72% 23.68%
431 4041 |Authorizers -2.96% 17.52% 11.20%
4371 4051 |[Customer Service Reps. 10.09% 20.45% 15.39%
4313071 [Tellers 11.03% 14.26% 12.54%
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(5) POCONO COUNTIES WIA
% CHANGE I N ANNUAL WAGES
ENTRY LEVEL EXPERIENCED MEDIAN LEVEL
SOC CODE JOB TITLE WAGE LEVEL WAGE WAGE
1171 2022 |Sales Manager 9.04% 3.49% -3.73%
13711111 .|Madagement Analysts -12.65% -19.07% -3.52%
137 205 2 |[Personal Financial Advisors 62.89% 29.97% 41.41%
137 2051 [Financial Analysts -18.56% -29.89% -24.35%
13712011 .|Acdountants 8.18% -14.19% -4.52%
417 3021 [Insurance Sales Agents -9.47% -39.92% -24.73%
231 209 3 |[Title Examiners 33.56% 50.89% 28.88%
4371 3011 |[Billand Account Collectors 15.09% 12.48% 12.84%
4371 4051 [Customer Service Reps. 18.53% 21.51% 21.76%
4313071 |Tellers 15.99% 12.92% 11.56%

Table 6: Percentage of Benchmark Jobs for each WIA and Within &h Wage Category
Exceeding Pennsylvania Wage Rates

WIA Entry Level Wage| Experienced | Median Level

Level Wage Wage
Berks 54.50% 45.50% 54.50%
Lackawanna 37.50% 75.00% 62.50%
Lehigh Valley 50.00% 25.00% 37.50%
Luzerne-Schuylkill 27.30% 45.50% 36.40%
Pocono 40.00% 40.00% 40.00%

71 OE&Al OAA 40ATAOC 'ii11¢ "ATAEI AOE *T AO x

The Lackawanna WIA showed the greatest consistency in exceeding the state comparisons,
particularly for experienced level was among the relevant benchmark jobs (75%). In addition,

none of the wage categories among any of the benchmark jobs experienced a decline in wages;

this the only WIA to achieve consistent positive improvement rates among these wage indicators.
TheotheWl A6s tended to exceed the stateds change
categories.

With the exception of Lackawanna, the other f
which the rate of change in wages was negative: Berks (7), Lehigy V&), Luzerne

Schuylkill (8), and Pocono (12). In all cases, these negative trends varied across both jobs and
wage categoryEach WIA had at least one benchmark job that exceeded the state level increase

rate of change in all three wage levels. They reflect particular foci of financial service

workforce development patterns particular to each WIA. Note that * denote exceptionally large
wage increases from 2005 for those particular jobs:
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Berks countyManagement Analysts*, Billing and Account @aitors, Tellers

Lackawanna: Financial Analysts*, Insurance Sales Agents*, Credit Checkers and Authorizers

Lehigh Valleycounty Sales Managers, Credit Checkers and Authorizers*

LuzerneSchuylkill counties Accountants

Poconacounty Financial Advisors, Tie Examiners*, Customer Service Representatives

Employer Survey

We now turn to a discussion of the results of our survey to employers in the 10 county region.
The survey measurgerceptions of changes in hiring trends among human resource
professiona working in the financial service industry and those working infir@ncial

industries that hire for financialervice related occupations (eaggountants working in

manufacturingbilling andaccount ctlectors working in hospitalsphn counsel@working in
higher education,cuaries working for legal firmsales agents workg in the auto industry,

etc.). Tables 8 andi®low capture the percentage responses for each rating anchor within the

hiring trend dimensions queried for both types ofoigation: financial servicgr = 8)and non
financial servicén = 38)organizations respectivelyRecall that the changariented anchors are

based on

respondent so

Vi

e w

of

change

over

capture some of thargeted positive changes brought about by the workforce development

programs.

Table 7: Percent of Rating Responses by Hiring Professionals in Financial Service
Organizations (n = 8) for Hiring Trend Dimensions, Changes Over the Lasl2 Months

HIRING TREND DIMENSION

RESPONSE OPTIONS

Higher | The Sam¢ Lower
Overall Hiring Needs / Demands 25% 50% 25%
Size of the Applicant Pools 50 50 0
Turnover of New Hires 0 62 38
Overall Quality of the Applicant Pools 25 25 50
Number of Rejected Job Offers 67 16.5 16.5
Satisfaction with New 29 71 0
in the Industry
Percentage of Successful Hires (success based 25 75 0
first 6 months of performance)
Management Satisfaction with New Hire's 38 50 12
Performance
Demand for Training B 13 74 13
Abilities
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Table 8: Percent of Rating Responses by Hiring Professionals in Ndfinancial Service
Organizations (n = 38)for Hiring Trend Dimensions, Changes Over the Last 12 Months

HIRING TREND DIMENSION RESPONSE OPTIONS
Higher [The Same¢ Lower

Overall Hiring Needs / Demands 20% 24% 56%
Size of the Applicant Pools 70% 15% 15%
Turnover of New Hires 13% 45% 42%
Overall Quality of the Applicant Pools 26% 38% 38%
Number of Rejected Job Offers 3% 73% 24%
Satisfaction with New 20% 67% 13%
in the Industry
Percentage of Successful Hires (success based 22% 69% 9%
first 6 months of performance)
Management Satisfact.i 13% 74% 13%
Performance
Demand for Training B 35% 55% 10%
Abilities

Except for the dimensiofiirejection of job offergwhich financial service firms are reporting as
occurring at substantively higher prevalence compared tdinancial service organizations, the
two groups had fairly similar profiles of ress®es. Follow up responses for this dimension by
representatives of the financial service firms indicated that the two factors largely driving this

within the industry were: a) applicant percep
fimwastw unstableo, and b) applicants indicati ng
unempl oyment 6. The comparison between these ¢

our research questions. Rather, the highlights of the data are the common trenatedlus

First, the initial three dimensions demonstrate the very common impact of the poor economic
conditions across industries. The overall demand to hire workers with financial service skills has
dropped resulting in increased applicant pools foséhjobs posted. Due to the scarcity of

available jobs and instability in the workforce perceptions are that turnover has leveled out or
dropped. These trends, common during an extreme economic downturn, were affirmed in many

of the open ended commentsaoqpa nyi ng hiring trend di mensi ons
discussions on the general impact of the economy. In fact, four organizations (all from-the non
financial service companies) made explicit reference to the fact that they were in the midst of a

hiring freeze for all positions.
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Second, for the positive outcomes of potential for applicant growth, perforsbased success

in hiring, and management satisfaction, the dominant response indicated that the status quo was
prevailing as the majority in both typef organizations indicated that these criteria had stayed

the same across the past year. Again, hiring freezes and other limitations may be contributing to

this general steady state. Where change was detected, however, higher percentages of
participantandicated that these hiring metrics had improved rather than gone @aws

suggestsa. net | mpr ovement ingimotheseworkplacese s6 transi ti or

Third, the demand for training new hires metric goes to the heart of the WSW initiatives since a
core objective of workforce development is to provide the knowledge, skills and abilities
workers need to meet the demands of jobs awaiting them. That most of the financial service
firms (75%) felt that training demand stayed the same, despite vast tirthdege in the

financial service industry, is a positive sign. In addition, 13% of financial service firmsaeport
increased demarfdr trainingof new hires as opposed to 35% in the-fioancial service firms

for similar jobs. In this case, the nimancial service group serves as an effective comparison to
affirm some relative benefits to reducing or decelerating training investment costs within the
financial service firms. On the other hand, the-financial service firms may be reporting

relatively higher training demand for these positions if the increased training demands are being
driven by knowledge or skill gaps caused by applicants shifting industries. Supporting this
possibility, 55% of the nofinancial service firms did report observing re@pplicants who

were displaced from financial service organizations, and of those, 82% rated these applicants as
competitive or overqualified for the jobs targeted.

Qualitative Remarks on the Economy

Most of the comments made by financial service hiprafessionals went a long way toward
explaining some of the withimdustry differences in the dimensions of size and quality of
applicant pool. Several participants reported an increase in applicant pools that were
accompanied by a noticeable bimodaltdplward the extremes. As one respondent captured it
AMany i ndi v iqoalifiedlwgh adighdeveb of education, but then on the other

extreme, there are many that are extremelyugdera | i f i edd. Three hiring
financial servicdirms made explicit reference to a sense of increased desperation causing a flow
ofunderqual i fi ed applicants. Some explicitly poir
necessarily mean improved quajity whi ch i s capt uretableinwhichhe f i na

70% reported increased applicant pools, but only 25% felt that the quality of talent had improved
within those pools of applicants.

Five hiring professionals from ndimancial organizations confirmed that this trend was also

germane tdaheir situation. They lamented the increased difficulty in sorting through the
increased quantity of nequalified applicants to get to feasible applicants. As one respondent
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from this sample put i1it, AWhil e otchndidatephad i cant
been weako. The other strong theme illustrate
nortfinancial service firms was the increase in applicants from a wider range of industries
coupled with an eager nségbtsstincdntivevalferdd elsewher@dros A j u mp
theme points to the high volatility operating among these metrics from both the supply and

demand side of employment hiring.

Summary of Workforce Trends

The wage trend data for tthanysMSantivypatteins ofthllmoe s n o
or wage improvements. Lackawanna WIA demonstrates the strongest improvements in which
increased separations from employers is compensated by substantive growth in the financial

service industry coupled with a noteworihgrease to new hire wages. The devastating impact

of the economy on the W A6s is noted in the d
relative to 2005. Still, in aggregate, reductions in separations and the turnover rates, as well as

wage increass comparable to the state, indicate some stability has been garnered in the industry

for existing jobs and employers within the region

The joblevel data presented here suggests some substantial improvement to wages in particular
jobs, at particular lesls, and for particular WIAs. There are not any clear definitive patterns that
capture a systematic positive effect on wages across the region. It is evident by the data, that the
poor economic climate has made it difficult to achieve consistent substarge increases in

the financial service sector, and in some instances the heavy downward economic impact on
wages is concerning.

In summary, lte benchmark comparison highlights some remarkable stability achieved in Berks

County via reduced separationsd t ur nover rate. The PA MSAOGs a
strong, consistent surge in new hire wages compared to the national benchmark trio. Additional
comparisons indicate a diverse profile of || ab

the vaious metrics. The Madison, WI MSA seems to be anomalous in its success at channeling
workforce innovations into successful job creation, increased stability, and improved wages
relative to 2005.

Turning to the employer surveysgtcollected perceptiorm$ employers from both financial

service and nofiinancial service companies suggest a modicum of evidence documenting some
potential positive impact on the applicant pools for financial service related jobs in both financial
service and nofiinancial serice organizations. We qualify this as potential impact mainly due

to the inability to tie any of the improvements directly to the work development efforts of WSW.
Although the evidence documents some improvement trends using the frame of reference of
changs within the past year, clear limitations should be noted. First, this data effort yields strong
evidence of the confounding effects of the economy on the interpretability of this data. The
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economy has impacted applicant pools in both positive and nega#iiiners from a hiring
professional 6s point of view. Many -qualifiedhe neg
applicants that blend in with the recently trained or developed work applicants, as well as the
restricted demand stemming from hirimgdzes and other obstacles to work opportunities,

including instability for organizations. Finally, optimal response rates and sample sizes were

quite challenging to obtain. Regardless of these limitations, the employer survey is a sound,

viable componernib this impact assessment model that sheds light on some of the impact of the
WSW initiatives, as well as the economic terrain confronting the objectives of workforce
development in this industry and within this area.

EDUCATIONAL AND WORKFORCE DEVELOPMENT

We used multiple methodologies to measure ttiggaict of the WSW initiative educational and
workforce developmentantheastern PA.Educational and workforce development link to all
three of the WSW goals:1)creating a talent pool, 2) creating an innoatiaoronment and 3)
creating an integrated and sustainable economic and workforce development system.

Methodology

First, we analyze reports provided to WSW from grant recipi€usyterly Aggregate Reports
(QARSs) and Grantee Final Reports (GERSecad, we discuss results fromagteeand
participantsurveys aimed tofurtherascertain a variety of informati@boutworkforce and

educational impacifwo surveys were designed to measure the impact of the WSW initiative on
the economy and the degree thigh the initiative increased the competency and skill level of
our r egi o nThsinforatiok bbtained & thesarve provides a valuable

supplement to the standard monthly or quarterly reports that granéeeesjuired to submit to

WSW. In some cases the data provides a confirmation check to final report metrics, and in other
cases the survey items provide queries that explore beyond the scope of the final reports.

Quarterly Reports and Grantee Final Reports

Comparison of planned outcomegwactualreported outcomes provide the basis for this

analysis. As only seven grants were completed for a comprehensive analysis, much of this
analysis relies on the quarterly reports from the 52 grantees submitted through September 2009.
Thus, cautiorshould be used making conclusions about the degree to which WSW achieved its
outcome goalas final outcomes were not reported for 45 grants by the completion of this report

Grantee Survey

The grantesurvey wasadministeredn electronic format (Suey Monkey) and distributed by
WSW staff via email accompanied by a detailed cover ldtteng the Summer 2009 his was

done to help increase the response rate by ensuring potential respondents (a representative of
each grant) that the email was comimgni a trusted source and sanctioned by WSW.
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All 52 grantees were asked to participate in the survey. The response rate was 52% with 28
responding to the survey. There was 4 2%pondent that examined the survey but did not
answer any questions; thespondent was not included in the analysis.

SPSS statistical software was used to analyze the reStdistees responding to our survey are
located inLuzernecounty(32.1% followed byLackawanna (28.6%Lehigh (10.7%) and Berks
(7.1%). Fewer than 4%esponded from the other countiaadwe received no surveys from
Carbon or Monroe county grantees.

Participant Survey

The participansurvey was designed to assess the impact of the WSW educational and workforce
devel opment pr og rsdearsinggrowthjcarser development argleaantt 6
attitudes regarding the financial service industry and the WSW area. The general research
guestions the survey was designed to explore include the impact of the grants on the participants,
i.e. studentaind workers in the region; and the participation of the grant beneficiaries in the

WSW educational, careglevelopment programs and resources made available as a result of the
WSW funding. The key analysis focused on answering whether the participantkealgre

remain in the region, given the abundance of resources provided by the WSW Initiative.

We relied on participants frorthe grantee survey to provide names amaads of individuals

who actuallyparticipated in their progran&rantees had thgton to send a database file of
participant information by way of a separatmail to the researcher. Of the 28 grantees that
contributed a survey, only 10 (36%) provided a totadl®hames and-mail addressesn a

second wave of participant recrugingrantees who did not respond to the grantee survey were
contacted directly by phone and asked to provide names of participants; or if they were willing,
send participants the cover letter and survey link which was sent to them from the researcher.
The frst wave effort yielded 20 responses (26% response rate), while the second effort yielded
an additional 17 responses (the response rate was not possible to track since often the grantees
forwarded the link without including the researcher or informingitbéthe number of

contacts).

The web link for the survey was then sent to these participants along with a detailed cover letter
outlining the purpose of the survey and the particular WSW program in which they participated.
Confidentiality was ensured dithey were provided with the incentive of qualifying to win one

of three $50 gift cards for a completing the questionnaire.

Thirty-seven participants responded withs2irveys fully completed, or suitably complete for
analyses. Respondent gender was gvaplit, and they were well distributed across participatory
roles: students (17), workforce trainees (12), contributing professionals (8; e.g., consultant,
teacher, professor, trainer, etc.). Based on participant residency, six counties were represented
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(Berks, Lackawanna, Lehigh, Luzerne, Northampton, Schuylkill); while four respondents resided
outside the WSW area. Based on participant work / school location, these same six counties were
represented along with Carbon. Excluding the contributing profesisi, 40% of the other
respondents reported receiving compensation for their participatimming to the participant

survey, 6 the 17 students responding, 10 were college students, two were continuing education
students pursuing credits; while theathdid not indicate their student type classification. Only

13 student surveys were fully completed. Of the 12 workforce trainee participants, only seven
surveys were fully completed. All seven respondents reported currently working within the
WSW area, ad also affirmed expectations to continue working in the WSW area for the
foreseeable future. Of the six workforce trainees that completed the salary range item, all six
reported a current income level of $80,000 or higher.

Analysis of Educational and Workforce Development Trends

In order to meaningfully analyze results, we report findings from the analyses of reports and
surveys in three areas; 1) enhancement of educational programs and resources including the
numberof certifications provided and deg®granted?) enhancenentof career prospects for
program participants, and 3) creatiorfionciatrelated knowledge, skills, and abilgie

Enhancement of Educational Programs and R esources
Grantee surveys provided the starting point for our anabysducational and workforce
development programsOf those respondents to the grantee surveys a majority indicated that
their grantinvolvedit r ai ni ngo and fAresoumgesbobet wawi fihe
(50%). Over 50% ofgranteeesponderstindicated that they worked with students in the
classroom as a result of the WSW Grant. Nearly 29% indicated they worked with students
directly (e.g., independent study) and over 21% said they did so to assist with grant activities.
When asked if studemtnt er ns were used, 14. 3% responded i
actual number of interns (2 and 6%)ell over half of all respondents said they provided
teaching, career development and skill enhancemegodrasfthe grandeliverablesOver 40%
provided workforce training and eight hired a total of 25 employees solely because of the grant.
Salaries ranged from 19,999 and up to the salary range of $607@0000.The positions
included:

x Grant manager
Faculty
Professional staff
Director of Speml Programs
IT Specialist
Program coordinator
Career Liaison
Instructor

X X X X X X
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Comparison of planned outcomes with actuahberof certifications provided and degrees

granted from QAR/GFR assistedfurther

gauging theenhancement adducational programs

andresources in the WSW regi@s a result of this initiativeDf the 7 completed grants, 5
institutions reported that they successfully fulfilled their goals and objectives in providing
relevant abilities to students who entered their programs. For instgaacéee NEPAMAEC
planned to graduate 50 students with the YES certificate. Forty two students graduated out of this

certificate program; hence the grantee met its goal at the 84% level. Other highlights from the

grantee final ngorts are summarized in Bla 9below.

Table 9: Select Educational and Resource Highlights from Grantee Reports

Grantee Name

Highlighted Achievements

University of Scranton: Financial Literacy
Institute

10 teachers created financial fitness lesson plans as paf
the graduate credit requirement; the number of students
trained by this curriculum annually is 200

LCCC WSW Academy

Two 10"-grade, three tgrade and nineteen f3jrade
participants entered workforce education as part of the ¢

Kingds Coll ege Mat h¢g

G@nantee repsrtedtiattihedeachdrswhd participdtesl in it
summer institute developed lesson plans for financial
services education.

Northeast Pennsylvania Manufacturers and
Employers Council, Inc: YES (Your
Employability Skills) Certificate Program

Grantee reported a 40% increase in the number of scho
offering YES, a 53% increase in the number of YES
participants and an impressive 617% increase in the nu

of YES graduates from™tto the 2 grant year

From the quarterly reports dmetrics summarized in Table b8low, Pennsylvania Department
of Labor and Industr{PA DoLl), a goalsetter in this sectohad a goal of 720 students earning
a degree or a certificate relatedfinancial serviceduring the grant periodHowever, there were

only twelvereported students obtainingBaa c hel or 6 s

d e g rlservicesesb the e d

goal was not met. PA DolLl also had a goal of 100 students to receive degrees or ceitificates
the information technologyA total of 46students obtained a degree or certificate in IT and 27

out of these wer e uBhanotlapldnoed dukome ef the gramtee, 23Al t h o

participants received certificates in courses related to other industries. The table below is an

excerpt from the "8 quarterly metrics:
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Table 10: Summary Outcomes Chart of Education&d Programs and Resources

PREVIOUS | CURREN % GOAL

PERFORMANCE ITEMS GOAL QTR T QTR | CUMULATIVE ([ ATTAINED
1. Total Number Began Education/Job
Training Activities 1,500 134 1,136 1,560 104%
(1) Business and Financial Services 900 9 444 547 61%
(2) Information Technology 200 25 79 186 93%
(3) Life Sciences (Healthcare) 100 21 9 52 52%
(4) Logistics and Transportation 50 6 - 6 12%
(5) Diversified Materials and Advanced
Manufacturing 50 7 - 7 14%
(6) Science, Technology, Engineering and
Math 50 24 3 37 74%
(7) Other - Critical Foreign Language 50 : 23 a1 8206
2. Total Number Completed Education/ Joh
Training Activities 1,220 108 472 764 63%
(1) Business and Financial Services 720 8 352 485 67%
(2) Information Technology 160 41 47 102 64%
(3) Life Sciences (Healthcare) 80 21 9 52 65%
(4) Logistics and Transportation 40 6 - 6 15%
(5) Diversified Materials and Advanced
Manufacturing 40 7 - 7 18%
(6) Science, Technology, Engineering and
Math 40 24 3 27 68%
2a. Total Number Received Degree/Certificate

1,000 18 50 69 7%
(a) Business and Financial Services 720 1 11 12 204
(b) Information Technology 160 17 16 34 21%
(c) Other 120 - 23 23 19%
3. Total Number of Interns Began
Education/Training Activities 174 - - 67 39%
(1) Business and Financial Services 75 - 36 48%
(2) Information Technology 75 - 27 36%
(3) Life Sciences (Healthcare) 10 - 2 20%
(4)Other 14 - 2 14%
4. Total Number of Interns Completed
Education /Training Activities 174 6 - 87 50%
(1) Business and Financial Services 75 6 58 77%
(2) Information Technology 75 - 27 36%
(3) Life Sciences (Healthcare) 10 - - 0%
(4)Other 14 - 2 14%
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Enhancement of Career Prospects

This section focuses on programs and resources developed by grantees that enhance the career
prospects of beneficiaries. These career development programs and res@ae@sai@ness of

the financial sector and provide pathways to success in future careers.

An analysis of the selfeported metrics from the 52 grantees and internal documents collected

from WSW includes the first, second and third Quarterly Aggregatedri®eghe final reports

from completed grants, and responses to a survey administered to graa@asling to the

reports 5 of the 7 completed grants increased the basis of knowledge in such areas as economics,
financial literacy, insurance and bankimgvestments and other aspects of the financial services
sector. In its final report, Kingbds Coll ege
of 67% knowledge of economic mat hematics and
Financial Literag Institute reported that approximately 100 school districts in the region were
made aware of and exposed to current and future opportunities in the financial services sector.
NEPAMAEC significantly exceeded its goals. Compass Point: Open Court sucgessfull
commercialized Wine Gadgets, Mogistic, HSSC and Hive Media, which are all new business
startups. Other success stories include the following accomplishments.

Table 11: Select Grantee Career Development Programs and Resource Hlgjits

Grantee Name Highlighted Achievements

University of Scranton: Financial Literacy |Created a CD titled Virtual Economics that provides acc
Institute to over 1,200 teaching lessons in economics and finance
provide a skilled workforce pipeline

LCCC WSW Academy Apples-n-Oranges new curriculum was developed to asq
financial services careers

Kingbs Coll ege Mat hdgl8adcdndasy scBoolmatleematids meacherstware teined
financial-related curricula so they incorporate financial
knowledge into the courses they teach to high school
students (projected reach: 1,800 students)

Northeast Pennsylvania Manufacturers and |Across 7 participating schools in 2008-09, on8-gfade,

Employers Council, Inc: YES (Your twenty-eight 11-grade and three hundred and fifty-six"12)
Employability Skills) Certificate Program |45 4e students entered the workforce education progran
received Career Counseling and Career
Awareness/Exploration services; 42 students received tlj
YES Certificate

From the quarterly reports and metrics summarized in fgbbelow, Pennsylvania Department

of Labor and Industry aimed to have 44,000 high school youtfi,ig"8 10", 11" and 12’

grades start workforce educatiandevelop their careers. This goal was exceeded by 8% because
47,535 youth started in workforce education programsir Pien called for 40 youth to
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compl ete AYour Employability Skillso traini
completedhe careerelated program. An excerpt from thé Guarterly report follows:

Table 12 Summary Outcomes Chart of Career Development and Programs

PREVIOUS [CURREN [CUMULATIV [% GOAL
PERFORMANCE ITEMS GOAL QTR T QTR E ATTAINED
1. Total Youth Entering Workforce Educatidn

44,000 1,235 1,369 47,539 108%
(1) Number of & grade Participants - - 5
(2) Number of g grade Participants 11,000 314 515 12,594 114%
(3) Number of 16 grade Participants 11,000 306 226 11,961 109%
(4) Number of 11 grade Participants 11,000 311 262 11,650 106%
(5) Number of 19 grade Participants 11,000 304 366 11,329 103%
2. Total Youth Completing Workforce
Education . . - 230
(1) Number of g grade Participants - - 5
(2) Number of § grade Participants - - 28
(3) Number of 18 grade Participants - - 29
(4) Number of 1y grade Participants - - 17
(5) Number of 19 grade Participants - - 151
3. Total Number of Youth Completing
Financial Services 2,742 483 - 1,094 40%
(3) Number of 11th Grade Participants 868 483 485 56%
(4) Number of 12th Grade Participants 869 - 159 18%
5. Total Number of Youth Completing Your
Employability Skills (YES) Training 40 . 42 105%
6. Total Number of Youth Completing Junio
Achievement 3,000 789 1,837 61%

Enhancement of Financial -related Knowledge, Skills, and Abilities

In order to accurately gauge the ability of the initiative to enhance finance related knowledge,
skills and abilities, we administered a participant survey to individuals receiving direct benefits
from WSW as program participant$he participant survey collected selfeport data for two

types of outcomes: a) skill/lcompetency learning objectives and b) industry / region perceptions.
The skill/competencies were adapted from the hard/soft and basic/advanced competencies
developed in the WSW Gap Alysis report, and these were supplemented by components of the
Financial Service Competency Model developed by People &nal@enter. Each

skilllcompetency was evaluateg program participantsn a fivepoint scale.Similarly, the gap
analysis and WSWoals articulated key attitudes / perceptions that were hoped to be influenced
by the experiences funded by the grant investment. For the survey, items were developed to
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capture these attitudes / perceptions in the form of personal belief statememishto w
respondents reported their agreement / disagreement.

In the tablebelow, participantresponse percentages are combined for the two bottom ratings
(negative and no impact from the program), and for the top two ratings (significant and
extremely posive impact due to the program); while moderate impact serves as the middle
anchor.

To summarize, based on this samgfi@rogram participanfgthe WSW programs collectively
seemed to have the greatest impactlywbility to Learn New Information2) Adaptability to
Changeand 3)Initiative / Self Management

These present an interesting and timely set of competencies given the rapid influx of change and
needed self direction currently confronting financial service professionals. The self report
evidencandicates some success in preparing workforce professionals to deal with the one
constant force present in contemporary business fields, change. In addition, the third competency
contributes to this change theme by suggesting that programs have baistetiedl proactive
orientation to handling or initiating needed change.

This top cluster was followed closely by:
4) Pursuing High Quality by Attending to Details
5) Written and Verbal Communication
6) General Personal Learning Expectations

A disparatebut critical collection of skillssuggests that participants gained outcomes from the
programs in areas that went beyond the targeted objectives. Theasikéiticompetency may
also indicate that WSW program participants were gaining other skill cengies beyond the
domain of financiakervice which may bdransferable to other industries

Finally, a third tier of competeres that were endorsed by mesitticipants as being
significantly or extremely impacted in a positive manner include:

7) Critical Thinking

8) Creativity / Innovation

9) Professionalism / Business Etiquette

10) Ability to Work in Teams

Pages1 of 149



Table 13 Percent age (0420)RagngspobWSiveProgrand

for Targeted Objectives

Response anchor levels
Skill / Competency
Learning Objectives Not Negative/ No| Moderate Significant/Extremely
Applicable Impact Impact Positive Impact
Professionalism / Businesg 10% 10% 15% 65%
Etiquette
Integrity / Ethics 10% 5% 65% 20%
Initiative / Self Management 5% 0 15% 80%
Commitment to Financial 15% 15% 25% 45%
Service Industry
Pursuing High Quality By 10% 0 15% 75%
Attending to Details
Ability to Work in Teams 5% 15% 15% 65%
Creativity / Innovation 5% 5% 25% 65%
Critical Thinking 5% 0 30% 65%
Ability to Learn New 5% 0 5% 90%
Information
Adaptability to Change 5% 0 15% 80%
Customer Service 15% 15% 30% 40%
Mathematical Skills related 20% 20% 20% 40%
to Financial Srvcs.
Computer Skills related to 20% 30% 25% 25%
Financial Services
Written Communication 20% 5% 15% 60%
Verbal Communication 10% 10% 10% 70%
Specialized Financial 20% 30% 25% 25%
Service Skills
Knowledge of Industry 15% 30% 15% 40%
Jargon / Concepts
Awareness of Career Path 20% 35% 0 45%
in financial services
Exposure to Leaders and 20% 25% 20% 35%
Potential Mentors
Awareness of Financial 20% 30% 5% 45%
Global Issues
Entrepreneurship 20% 30% 25% 25%
Information & Communic. 15% 20% 20% 45%
Tech Skills
Employment Guidance in 20% 30% 10% 40%
the NEPA Region
General Personal Learning 10% 10% 10% 70%
Expectations
Commitment to Remain in 25% 15% 15% 45%
NEPA Region
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Together with the prior competencies, participant self reports affirm successful developmental
interventions toward both critical basic and advanced skills for the financial service industry. The
majority of these aptitudes are germane and marketabiarmy industries as well. In fact, the

more narrow skill outcomes (specialized computer skills and other financial service specific
skills) were not evaluated as highly suggesting that the programs were admirably achieving
developmental advancement in fokational areas that would bolster the talent pool for the
financial service industry, as well as other related industry areas. The data presentedin table
affirm the success of the grant program talent selection and implementation of workforce /
educatimal development efforts in achieving many of the essential skills identified by the WSW
gap analysis and PFC competency model.

Participants were asked to rate their level of agreement / disagreement to the following personal

attitudinal statements usindige point scale (strongly agree, agree, neutral, disagree, strongly
disagree). Residual percentages reflect those choosing neutral or undecided.
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Table 14: Percent o f(n=RAgreementdDesagtesnient

with Personal Attitudinal Statements

Response anchor levels
Industry / Region Perceptions -
ustry g pY Strongly Agree or Strongly Disagree or
Agree Disagree

This program used applied learning by incorporating specif . .
content from the financial service industry 60% 15%
In this program | benefited from strong partnerships betwegq
educational and financial service institutions. 55% 15%
My five year plan involves working in the financial service . .
industry within this region, NE PA. 45% 20%
Due to the changing economy, | regret having invested timg 15% 75%
energy into this program. 0 0
Due to this program, | am more committed to gaining
certifications and/or a degree related to financial services. 65% 15%
My perception is that there are well developed career laddg
providing upward mobility in the financial services industry. 65% 15%
My sense is that the financial service industry is very engag
promoting financial literacy and workforce development. 75% 10%
This program encouraged me to apply to college programs . .
Northeastern PA region. 75% 5%
This program helped me to fulfill some of my future plans in o 0
either education, employment or both. 80% 5%
This program helped me to find employment in the Northea
PA region. 35% 10%

In general, the tables above suggest a strong positive impact on perceptions and attitudes
germane to the objectives of the WSW initiative; particularly:

1) improving motivation and commitment for further effom developing workforce
professionals in the financial service industry,

2) doing so in the Northeastern Pennsylvania (NEPA) region, and

3y promoting a positive perception of the f
development in the area.

The gnall percentages of dissenting views may potentially be viewed as constructive self

awareness for those participants who may not yield a good fit with the needs and demands of the
financial service sector.
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In addition to the outcomes reported abovesaparate items 45% respondentsonfirmed that

they received academic credit for their participation in the WSdram; while 40% confirmed
thatcompleting the full program led to the receipt of a certification. Fifteen percent reported that
their involement in the program led to a promotion, and 20% indicated that the program was
instrumental in garnering a pay increase of up to 4% (this percentage includes all of the
aforementioned promoted respondents).

Comparing the participant results to our asesyn WSW reporting results we find tioditthe 7
completed grants, 5 grantaéadicated that theynet their planned outcomes of providing
appropriate skills to their program participants. It is noteworthy that some of the grantees had
goals ofparticipaton, i.e. to engagstudents in a financial activity, while others were more
focused on program development. In addition, grantees had goals of implementation (e.g.
conduct a onelay workshop to disseminate financial literacy) and impact as well.

Table 15: Select Grantee Achievements Showing Student Impact

From the quarterly reports and metrics (of all grantees), there was a 151% increase in the number

of collaborative partnerships formed by the Pehrsya Department of Labor and Industry

from those that were projected. Grantees intended to form 125 new collaborations and were
successful in building 314 partnerships. Grantees showed the most impressive increase in the
actual number of secondary scheducators trained to enhance the breadth of their teaching
skills and content areas within high schools in the areas of financial services, information
technology, critical foreign language and executive briefings. Projected to reach 263 secondary
schooleducators, the project actually reached 5,433 educators, 2066% of the projected goal
achieved! These educators, in turn, impact secondary school students'indhe18", 11" and
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