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2016 BrookLynk Youth Employment Program 
Executive Summary 

 
DATE:  September 26, 2016 
TO:  Alliance Board of Directors Steering Committee 
  BrookLynk Funding Partners 
 
FROM: Rebecca Gilgen – Executive Director 

Ivan Lui – Data and Quality Coordinator  

Luis Salado-Herrera – Youth Employment Coordinator 

 
Executive Summary 

 
In November of 2014 the Brooklyn Bridge Alliance for Youth Board of 
Directors approved the launch of a 2-year project with two goals: 1) 
Customize the Minneapolis STEP-UP model for the cities of Brooklyn 
Center and Brooklyn Park and 2) Build capacity amongst the Alliance 
partners to sustain this program. The following is a comprehensive 
internal evaluation of both the BrookLynk program and capacity building 
efforts from this second year of implementation. 
 
Data indicate that in Year 2, continued customization of the STEP-UP 
program model has been successful and that significant progress is 
ongoing in building capacity. What follows is a summary of results from 
the two major goal areas 1) Program implementation and 2) Capacity-
building activities. 
 

 
Program Results Summary 
 
The success of BrookLynk hinges on participation from both youth and employers. In the 
second year the program again exceeded internships participation goals. Additional data on 
program quality and the impact on participants suggest that while there are areas for 
program quality to improve, participants were positively impacted.  
 
Youth Participation 
BrookLynk served youth 14-21 this year (expanding the age range to serve older youth) 
who were underserved and had at least one barrier to employment. We also targeted youth 
were identified as Opportunity Youth (out of mainstream school or county involved youth).   

 399 youth applied for Get Ready! Work Readiness Training, almost double the 
number from last year. 

 136 youth completed the Get Ready!, which is a 70% increase from 2015.  
 62 youth were matched to and began summer internship opportunities. This year’s 

goal was 50.  
 58 youth completed the entire summer internship (a 94% completion rate). 

 

92% of 
supervisors would 

participate in 
BrookLynk again 

 

100% of interns 
would recommend 

BrookLynk to a 
friend 
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Community Participation 
The following 21 education, business, and community partners offered internships and 
supervisors/mentors for youth (compared to 12 last year). 

 
Education Partners  

 Brooklyn Center Community Schools 
 Earle Brown Elementary School 
 North Hennepin Community College 
 Osseo Area Schools 

 
Business Partners 

 Allen Property Services, LLC 
 Amplifon, Inc. 
 Boston Scientific 
 Christy’s Auto Service 
 FASTSIGNS 
 McDonald’s 
 Topline Federal Credit Union 

 
 

 
Community Partners 
 Brooklyn Bridge Alliance for Youth 
 City of Brooklyn Center Building and 

Community Standards 
 City of Brooklyn Center Community 

Activities, Recreation & Services 
 City of Brooklyn Park Economic 

Development and Housing 
 City of Brooklyn Park Cities United 
 City of Brooklyn Park Zanewood 

Recreation Center 
 Hennepin County  Assessor’s Office 
 Hennepin County Brookdale Service Center 
 Hennepin County Children’s Services 
 Hennepin County Human Services and 

Public Health Department 
 Hennepin County Public Works 
 Hennepin County Veterans Services 
 YMCA of the Greater Twin Cities 

 

Quality Assessment 
The Youth Program Quality Assessment (PQA)® a validated youth program quality 
internal-assessment was completed during one of the work readiness trainings. In the 
assessment of the training, the program scored highest in Safe Environment and Supportive 
Environment domains. The program scored slightly lower in the Interaction and 
Engagement domains. This year, the internships were also assessed using a modified 
version of the Youth PQA, and they scored high in all of the domains. 

 
Youth Outcomes 
Participating youth gained work readiness and social-emotional learning skills, financial 
benefits, and social connections. The majority of youth were satisfied with their internship 
experiences. 

 100% of interns would recommend BrookLynk to a friend 
 95% of interns agreed that they received enough training and support to 

successfully complete their internships 
 82% of interns stated that their internship helped them increase the number of 

professionals in their social network 
 Interns rated the BrookLynk program 4.3 out of 5 (1 being poor, 5 being excellent) 
 Interns rated supervisors 4.5 out of 5 (1 being poor, 5 being excellent)  
 77% of supervisors said their intern(s) were prepared to enter the workforce 
 70% of interns were rated by their supervisors as having gained all 14 assessed 

career skills 
 The median internship salary was $1400 
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 Of last year’s BrookLynk interns we followed-up with: 
o 82% of eligible seniors graduated 
o 86% of those that graduated will be in college 
o 64% were employed this summer 

 
Business Outcomes 
Employers were satisfied with the program and their 
intern(s). 

 92% of supervisors would like to participate in the 
BrookLynk program again 

 Over 90% of supervisors reported that they were 
satisfied with the support they received from BrookLynk  

 73% of supervisors responded that their interns were the best part of their 
internship experiences 

 Almost 85% stated that their interns were good matches for their organizations  
 77% of supervisors reported that their interns met or exceeded their expectations 

of job responsibilities and workload  
 

 
Capacity Building Results Summary 
 
Capacity building was measured by identifying program costs, assessing the degree of 
success in customizing Minneapolis STEP-UP and identifying the supports BrookLynk will 
need to operate long-term.  
 
Results indicate that the degree of support for BrookLynk is high. BrookLynk implemented 
two key changes to the STEP-UP model that had a positive effect on program outcomes 1) 
Weekly intern check-ins and 2) Integrating Measures of Human Achievement (MHA) a 
shared framework for 21st Century skill-building. 

 
Degree of Supports 

 The degree of support from employers was high. There was incredible interest from 
the business community: we were able to secure 65 internships, which is 15 over 
our goal of 50 for Year 2. 

 Alliance partners also showed a high degree of support. They provided use of their 
facilities, transportation, and printing resources upon request.  

 The degree of support from partnerships to implement program components such 
as youth outreach or co-training was high. Partner organizations provided 
assistance in recruiting their youth, financial literacy training, interviewers for the 
mock interview, and college and career site visits. 

 
Program Costs 

 Revenue, costs, in-kind, and partnerships were identified and accounted for. 
 Program costs were decreased when staff created successful partnerships.  
 Second year costs per youth were still higher than cost estimates from STEP-UP. 

This was attributed to the current lower scale of BrookLynk. 
 

 

“(Our interns) put in the work 
needed to get the job done, and 

really tried their best. It was 
great to work with them, to 

guide them, and to learn 
together as a team between 

adults and youth.” 
- Employer 
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Political Will  
 Political will is defined as building the desire and interest in operating the 

BrookLynk program.  
 The agreement to transition BrookLynk to the Cities in 2018 is an important 

indication that political will is high among our partners.  
 Stakeholder political will was high, as evidenced by the customer satisfaction from 

youth, employers, Alliance partners, and the community as by program quality, 
youth outcomes, and business outcomes. 

 Alignment of resources continued to be a key objective as staff focused on building 
capacity for our city partners to operate the program. 

 
Program Customization 

 BrookLynk developed a customized logic model, program process map and a 
comprehensive evaluation plan for Year 2. 

 The MHA Labs framework continued to be refined for the work readiness training, 
supervisor training, internships, and check-ins. 

 The matching process was successful for over twice the number of interns matched 
to internships from Year 1. Nearly 85% of the supervisors agreed their intern was a 
good match. 

 For the second year, BrookLynk internships were not separated into three tiers 
(Achieve, Discover, and Explore) as STEP-UP is. More development in this area is 
needed. 

 The weekly check-ins during the internship period was continued, and career site 
visits were added to the college visits. Interns who attended reported that they 
developed a sense of belonging and mutual support, were able to share and reflect 
on their experiences and on real-world issues, discuss solutions to problems they 
were facing, and work on improving career skills. 

 
Summary 
 
Results indicate significant progress continues to be made in customizing STEP-UP for the 
Brooklyns and in building capacity to sustain BrookLynk, especially with an eye towards the 
transition of the program to the Cities. 
 
The next steps in evaluating this program include understanding which program design 
changes would most improve youth participation among Opportunity Youth and county-
involved youth, refining the quality assessment of the internships, developing methods for 
tracking professional social networks, digging deeper into the value of check-ins and 
enrichment programs, and understanding better what makes a good supervisor.  
 
Finally, as BrookLynk enters its second year of operation, staff will prioritize and implement 
program improvements identified in this evaluation. These improvements range from 
expanding outreach efforts to engage more employers in more types of career fields, to 
creating an HR playbook to assist employers in their hiring processes for high school 
interns.  
 
The following is an in depth report that documents and expands on the 
aforementioned results. 
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INTRODUCTION 

 
Background 
 
In 2014, the Alliance staff was tasked with developing a youth employment program for 
middle and high school aged youth who live in or go to school in the Brooklyns that 
prepares them with skills, ignites their motivations, and creates social connections to 
employment and college. This program has three components: 21st century skill building, 
experiential employment opportunities, and local coordination.  In its inaugural summer, 
the 2015 BrookLynk Youth Employment Program had 234 applicants, 80 youth complete 
work readiness training, and 29 interns in internships with employers. 
 
BrookLynk was designed to especially provide opportunities to youth with barriers to 
employment and who were at risk of becoming disconnected: those experiencing 
homelessness, who were no longer enrolled in mainstream high schools, teen parents, and 
youth involved in the county foster care or juvenile corrections systems.  

 
Although the Alliance launched BrookLynk last year, and will operate it in 2016, the 
program will be managed and funded jointly along with the cities of Brooklyn Center and 
Brooklyn Park in 2017, and the cities intend to take ownership of the program solely the 
following year. This evaluation will help answer key questions about capacity building and 
program development to facilitate that transition.  
 

Program Description 
 
The BrookLynk Youth Employment Program has three main components: pre-employment 
training, experiential employment opportunities, and local coordination. Youth participate 
in work readiness training, mock interviews, and internship preparation training. Some of 
those students are then matched with a local employer and supervisor to participate in a 
paid summer internship program. Students attend regular check-in’s to reflect and learn 
about their experiences. Local coordination involves promotion of the trainings, 
recruitment of businesses, continuous improvement efforts, and developing partnerships 
within the community.  
 
There were several differences for this second year of BrookLynk compared to last year’s. 
This year, the goals were set at 300 attending work readiness training and 50 internships. 
The age range was increased from 14-18 year olds last year, to include 19-21 year olds. An 
additional Internship Preparation Training was added for those students applying for the 
internship program. Career site visits were added to the college visits for the enrichment 
activities. And a part-time program assistant was hired to help the program coordinator. 
 
Program Goals 
 

1. Short-term Outcomes 
a. Increased income (wealth creation) for targeted youth 
b. Increase in targeted youth with work readiness training and early internship 

experiences (STEM, IT, government, education, manufacturing, service, etc.) 
c. Increase in a more skilled and diverse workforce 
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d. Increase of new jobs in the community (job creation) 
2. Long-term Outcomes  

a. Increased opportunities for employment for youth 
b. Increase in youth graduating from high school 
c. Increase in youth pursuing post-secondary education to support career 

development 

 
Project Description 
 
The Brooklyn Bridge Alliance for Youth Board authorized the Alliance staff to implement a 
three-year capacity building project that would utilize best practices and technical 
assistance from Step-Up in Minneapolis to create a Youth Employment Program, to be 
managed and funded by the Alliance in 2015 and 2016, jointly managed and funded in 2017 
by the Alliance and City partners, and be transferred to completely to City partners to 
manage and fund in 2018. 

 
Project Goals 
 
1. Capacity Building Project 

a. Determine the degree of support from the private sector and Alliance partners 
who will contribute key resources towards implementation. 

b. Determine exact costs of this program as implemented in the Brooklyns to 
determine feasibility for the Cities absorbing the program. 

c. Understand the results, benefits, and value-add to the Community and if this is 
direction policymakers should support. 

d. Align local municipalities and county resources, both policy and practice, to 
support this work. 
 

2. Customize the Step-Up model to the Brooklyns  
a. Create a clear pathway to career and college and ensure the connection between 

early employment experiences and education. 
b. Build internships with local businesses. 
c. Develop pre-employment training and coordinate already existing trainings. 

 
Research Framework for Building Pathways to College & Career 
 
One of the goals of the Alliance is to increase young people’s pathways to college and career. 
Using research about college and career readiness frameworks, including those from the 
Educational Policy Improvement Center (EPIC) and MHA Labs (Means and Measures of 
Human Achievement), the Alliance developed a Pathway to College and Career Framework. 
 
In addition to the traditional academic benchmarks (high school graduation, ACT/SAT, 
college prerequisite courses) our framework includes 3 additional components: 
 

 21st Century Skills 
o Personal Mindset 
o Planning for Success 
o Social Awareness 
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o Verbal Communication 
o Collaboration 
o Problem Solving 

 College Transitional Skills 
o College-Career Awareness 
o Procedural Issues 
o Financial Issues 
o College Cultural Norms 
o Academic Skills 

 Career Specific Transition Skills 
o Career-College Awareness 
o Procedural Issues 
o Work Navigation Skills 
o Workplace Cultural Norms 

 
These concepts are learned best by young people using both classroom and experiential 
learning opportunities (e.g. Postsecondary Enrollment Options, internships). This 
framework was used to inform the design and development of BrookLynk.  

 
EVALUATION PURPOSE 
 
The purpose of this document is to report on the evaluation and measurement of various 
components of the BrookLynk Youth Employment Program. The results of this evaluation 
will be disseminated to Alliance members and funders to report participation and outcome 
information, and success of modeling our program after STEP-UP Minneapolis. The 
evaluation will also be used to improve the program experience for students, employers, the 
community, and staff. Since this is the first year, we will create and pilot evaluation tools 
and refine our evaluation methodology. And finally, the evaluation will inform the Alliance’s 
efforts to help the two cities build capacity to take ownership of the program in 2018.  
 
The goals of the evaluation are to: 

 Track number, participation, and demographics of youth served 
 Document program activities and processes 
 Establish tools and methods, and collect data for program continuous quality 

improvement 
 Measure program, youth, and community outcomes and impacts 

 
CORE EVALUATION QUESTIONS 
 
The core evaluation questions were developed with guidance from Alliance Executive 
Leadership Team’s Recommendations for Youth Employment Program Implementation and 
from stakeholder reporting requirements. 
 

 Youth Participation: Did targeted youth (underserved, with employment barriers, 
Opportunity Youth) participate in the program? 
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 Community Participation: Did education, business, and other community partners 
participate in the program? 

 Quality Assessment: What was the level of quality for our program services? 
 Youth Outcomes: In what ways did the participating youth gain the necessary work 

readiness skills, financial benefits, and social connections as an outcome of the 
program to prepare them for jobs? Were they satisfied with their internship 
experiences? 

 Business Outcomes: Were employers satisfied with their experiences with the 
program and the interns? 

 Capacity Building: What are the degree of supports, program costs, and political 
will necessary to operate this customized model effectively and efficiently for the 
Brooklyns?  

 Process Evaluation: What did we do to customize the Minneapolis STEP-UP model 
for the Brooklyns? How well did the customized process work? 

 
EVALUATION METHODS 
 
The following data collection methods and assessments were used during evaluation of 
each phase of the program. 
 

 Google Forms: Applications from participants were accepted online via Google 
Forms and in paper form at the beginning of the program to collect participation 
and demographic data. 

 YPQA Self-Assessment: A YPQA self-assessment was conducted to assess quality 
during one of the work readiness training days. A modified assessment was 
completed for internships. 

 Work Readiness Training Survey 
o Youth Survey: Program evaluations were completed by students on the 

trainings to collect participation and outcome data and program experience 
data for quality and process evaluation. 

o Trainer Survey: Program evaluations were completed by trainers to collect 
program experience data for quality and process evaluation. 

 Mock Interview Survey 
o Youth Survey: Students were asked to complete evaluations on the mock 

interviews to collect participation data and program experience data for 
quality and process evaluation.  

o Interviewer Survey: Interviewers were asked to complete evaluations on the 
mock interviews to collect program experience data for quality and process 
evaluation. 

 Check-in Attendance: Check-in participation data was collected by the program 
coordinator. 

 Community Participation: Internship participation data was collected by the 
program coordinator. 

 Intern Performance Reviews: At the end of the program, supervisors rated interns on 
the MHA Labs Competencies and the results were collected for use in outcome 
evaluation. 

 Internship Surveys:  
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o Interns were asked to complete surveys at the end of the program on their 
internships to track output and outcome data, and program experience data 
for quality and process evaluation. 

o Supervisors were asked to complete surveys at the end of the program on 
their internships to track output and outcome data, and program experience 
data for quality and process evaluation. 

 Process Evaluation Questionnaire: The program coordinator was asked to answer 
process evaluation questions during the entire Brooklynk Program. 

 Capacity Building Questionnaire: The program coordinator were asked to complete a 
capacity building evaluation questionnaire on the degree of support, program costs, 
and political will necessary to operate BrookLynk.  

 
RESULTS 
 
The following section details the results for each core evaluation question. 
 

Youth Participation 
 
Did targeted youth (underserved, with employment barriers, Opportunity Youth) participate 
in the program? 

 
In this second year of the BrookLynk program, 399 youth applied to participate in the Get 
Ready! Work Readiness Training. Ninety-four percent (94%) were students of color and 
43% were from immigrant families. One hundred thirty-six (136) youth completed work 
readiness training. All of the students had a least one barrier to employment and/or were 
recruited through our Pohlad grant-funded partners at Avenues for Homeless Youth, 
Brooklyn Center Academy, and Hennepin Technical College’s Gateway to College Program. 
Fifty-eight (58) of those students were matched with paid internships for the summer and 
94% completed the entire program.  
 

_____________________________ 
 
Youth Outreach 
 
By the end of March, 399 youth applied to participate in the BrookLynk Get Ready! Work 
Readiness Training (compared with 234 in 2015). The youth who applied represented a 
total of 37 middle, junior high, and high schools in the Northwest Metro Area, mostly in 
Brooklyn Center and Brooklyn Park. Participants are required to either live in, or go to 
school in, Brooklyn Center and Brooklyn Park. Other output data is summarized below: 

 
Grade 2015 2016 
     8th  10% 3% 
     9th  20% 22% 
     10th  28% 27% 
     11th  22% 28% 
     12th  16% 18% 
     Graduated, no college 2% 1% 
     Not currently enrolled in school 2% 1% 
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Race/Ethnicity 2015 2016 
     Asian    7% 24% 
     Hispanic or Latino     6% 14% 
     Black or African American 56% 45% 
     African   7% 23% 
     American Indian or Alaskan Native   4%   3% 
     White or European American 13% 13% 
     Other   2%   1% 

 
Notes: Applicants could select more than one race/ethnicity. Estimates from the 
American Community Survey (5-Year Estimates 2010-2014) for Race/Ethnicity for 
the Brooklyns for Youth Under 18: Asian 19%, Hispanic/Latino 11%, African-
American 18%, African 16%, Other 7%, White 29%. 
 
City of Residence 2015 2016 
     Brooklyn Park  56% 50% 
     Brooklyn Center      36% 34% 
     Minneapolis    3%   6% 
     Other   5%    10% 

 
School 2015 2016 
     Park Center Senior High  22% 25% 
     Brooklyn Center Secondary      17% 21% 
     Champlin Park High School 10% 16% 
     Osseo Senior High School   3% 15% 
     Robbinsdale Cooper High School   2%   4% 
     Brooklyn Center Academy   9%   3% 
     Gateway to College - HTC   5%   2% 
     Other 32% 14% 

 
Note: In order to be invited to the training, applicants had to live or attend school in 
the Brooklyns. Out of those applicants, 40% were from Brooklyn Center and 60% 
were from Brooklyn Park. In order to calculate those percentages, applicants were 
first matched to their city of residence. If they lived in neither city, then they were 
matched to the city where they attended school. 

 
Barriers to Employment 2015 2016 
     Qualify for Free/Reduced Lunch   74% 85% 
     Immigrant (Family or Youth)      26% 46% 
     First in Family to Graduate from High School 12% 12% 
     First in Family to Attend College 22% 22% 
     Have an IEP or Disability   9% 15% 
     Dropped out of High School   7%   1% 
     Homeless or Highly Mobile   6% 10% 

 
The demand for the work readiness training almost doubled from last year according to the 
number of applicants. The percentage of 8th graders decreased this year mostly due to 
decreased outreach to that grade level since there is not a developed internship pathway for 
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the younger students. The race/ethnicity demographics shifted dramatically this year, with 
large increases in the percentage of Asians, Africans, and Hispanic or Latinos applying to the 
program. This is more representative of the Brooklyns population we are targeting. 
 
A high percentage of applicants qualified for free or reduced lunch 85%, and the percentage 
of students from an immigrant family increased greatly from last year. However, we had 
relatively low numbers of opportunity (disconnected) youth and county-involved youth. 
 
Suggestions for Improvement 

 Research ways to redesign the program to meet the needs of and attract youth 
disconnected from educational and career pathways, and county-involved youth. 

 
Work Readiness Training 
 

 2015 2016 

Number of youth who completed work readiness training 80 136 

Number of youth who attended mock interviews 55 84 

Number of youth who attended the internship training N/A* 68 

Number of youth who applied for internships 39 84 

Number of internship opportunities available 32 65 

Number of youth who were matched with internships 29 65 

Number of youth waitlisted 10 18 

*Internship training was new for 2016. 

 
For the second year in a row about 60% of the youth who were invited to the trainings did 
not attend, even though this year BrookLynk staff contacted all the applicants the week of 
the trainings. We did not reach our goal of 300 students completing training. A high attrition 
rate may be due to the fact that it is easy to sign up for, is free, and there is no penalty for 
not showing up. (However, STEP-UP has an attrition rate about half of that.) After each 
training, youth who did not show up were contacted to understand what had occurred to 
cause them to miss the event. Some students informed the staff that they were not 
interested in attending anymore. The majority of students responded that responsibilities at 
home, transportation to the event was unavailable last minute, or that they had forgotten. 
Forty-six of the students who had missed the first weekend and were contacted afterwards 
were able to reschedule to attend the second weekend.  
 
Suggestions for Improvement 

 Schedule more sessions or trainings to give students more options to attend, 
especially if they miss one. 

 Understand how STEP-UP is able to retain more students from application to 
training. 

 Readjust goal for number of students attending training for next year to 200. 
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Internships and Check-Ins 
 
 2015 2016 

Number of youth who began internships 29 62 

Number of youth who completed internships 25 58 

Completion percentage 86% 94% 

Percentage of youth with no prior work experience 86% 64% 

Number of bus passes handed out 6 24 

Average percentage of youth who attended each check-in 58% 60% 

Average number of youth who attended college/company visits 9 18 

 
Fifty-eight (58) interns successfully completed their internship from the 62 who started for 
a completion percentage of (94%). This number exceeded the goal of 50 internships. Four 
interns did not complete their internship due to family medical complications, mental 
health issues, and family obligations. 

 
Community Participation 
 
Did education, business, and other community partners participate in the program? 

 
Four (4) education partners, 7 business partners, and 10 community partners offered 
BrookLynk internship opportunities. Our Alliance partners and funders provided in-kind 
donations for all of our facility needs, van transportation, printing costs, and subsidies for 
some of the internships. 
  

_____________________________ 
 
Our Alliance partners and funders provided in-kind donations for all of our facility needs, 
van transportation, printing costs, and subsidies for some of the internships. 
Representatives from many of our employers providing internships (and Cummins Power 
Generation) volunteered as interviewers during our mock interviews. Topline Federal 
Credit Union led a workshop on financial literacy during the intern and parent orientation. 
College visits were hosted by North Hennepin Community College and the University of 
Minnesota. Career site visits were hosted by Cummins Power Generation and Target 
Corporation. 
 
The following 21 employers provided internship opportunities this year: 
 

Education Partners  
 Brooklyn Center Community Schools 
 Earle Brown Elementary School 
 North Hennepin Community College 
 Osseo Area Schools 

Business Partners 
 Allen Property Services, LLC 
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 Amplifon, Inc. 
 Boston Scientific 
 Christy’s Auto Service 
 FASTSIGNS 
 McDonald’s 
 Topline Federal Credit Union 

Community Partners 
 Brooklyn Bridge Alliance for Youth 
 City of Brooklyn Center Building and Community Standards 
 City of Brooklyn Center Community Activities, Recreation & Services 
 City of Brooklyn Park Economic Development and Housing 
 City of Brooklyn Park Cities United 
 City of Brooklyn Park Recreation and Parks Department 
 Hennepin County Assessor’s Office 
 Hennepin County Human Services and Public Health Department 
 Hennepin County Public Works 
 YMCA of the Greater Twin Cities  

 
Quality Assessment 
 
What was the level of quality for our program services? 
 
The Youth Program Quality Assessment (PQA)® self-assessment was completed during one 
of the Work Readiness Trainings. Similar to last year, the training scored highest in Safe 
Environment and Supportive Environment domains and slightly lower in the Interaction 
and Engagement domains. The internships were also assessed this year using a modified 
quality assessment, and they scored much higher for quality across the board. 
 

_____________________________ 
 
The Youth Program Quality Assessment is a validated instrument (grades 4-12) designed to 
measure the quality of youth programs and identify staff training needs. The Youth PQA 
evaluates the quality of youth experiences as youth attend workshops and classes, complete 
group projects, and participate in meetings and regular program activities. Domain 
categories are broken down into individual scales, which are rated 1, 3, or 5 (with 1 being 
the lowest and 5 being the highest). 
 
The Youth PQA Self-Assessment was completed during the second weekend of the Get 
Ready! Work Readiness Training sessions. (Last year, the YPQA was completed during the 
work readiness training and one of the weekly intern check-ins.) A summary of the results 
comparing the assessment on the work readiness trainings from both years is presented 
below.  
 
Also, since the internships were the core part of BrookLynk, we selected several quality 
characteristics of high quality internships to measure. The Program Coordinator assessed 
some of these areas during the site visits. The remaining areas were rated by surveying 
interns at the end of their summer experience to provide answers from their perspective. 
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YOUTH PQA SCORES 
2015 

Get Ready! 
Training 

2016 
Get Ready! 

Training 

2016 
Internships 

Safe Environment 4.7 4.7 5.0 
Emotional Safety 5.0 5.0 5.0 
Healthy Environment 5.0 5.0 5.0 
Emergency Preparedness 4.0 4.0 5.0 
Accommodating Environment 5.0 5.0 4.7 
Nourishment 4.3 4.3 5.0 

Supportive Environment 3.4 4.1 4.5 
Warm Welcome 4.3 5.0 N/A 
Session Flow 4.6 4.6 4.1 
Active Engagement 3.0 3.0 4.5 
Skill-Building 2.0 3.5 4.5 
Encouragement 3.7 4.3 4.6 
Reframing Conflict 2.5 4.0 N/A 

Interaction 2.7 2.5 4.6 
Belonging 4.0 4.0 4.6 
Collaboration 2.3 2.3 4.6 
Leadership 2.3 1.7 N/A 
Adult Partners 2.0 2.0 N/A 

Engagement 1.8 1.8 4.3 
Planning 1.0 1.0 4.3 
Choice 1.0 2.0 3.9 
Reflection 3.5 2.5 4.6 

 
The Interaction and Engagement domains scored lowest for the training. Having low scores 
on these domains is not surprising considering the lecture-style classes used in the Work 
Readiness Training, and the relatively short dosage (<7 hours total). The low scores on the 
assessment were in areas that are more represented in the internship experiences. 
 
The Work Readiness Training instructors and participants specifically noted the lack of 
opportunities for youth to reflect on their learning as well as an active component in the 
class. They requested for future classes that BrookLynk provide some options for how they 
could incorporate more reflection questions and activities into the program. The inclusion 
of more reflection and skill-building activities would help bolster some of the areas of the 
Youth PQA that were low scoring. 
 
This year, BrookLynk is also included last year’s alumni youth as assistant trainers and 
mentors for those entering into the program for the first time. This provided more 
opportunities for those alumni youth to be involved with the planning, make choices, and to 
lead activities, all areas which would also address some of the remaining low-scoring 
quality scales. 
 
Assessing the internships for quality was new for this year. Although the average scores of 
all the internships assessed were much higher than for the work readiness training, there 
were a few internships that scored very low (<2.0) for some of the domains. Those low 
scores confirm what we know from anecdotal information from the interns and supervisors. 
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Discussions on what constitutes a quality internship should be part of the supervisor 
handbook and trainings. 
 
Suggestion for Improvement 

 Provide options for instructors for how to incorporate more reflection questions 
and skill-building activities into the training. 

 Provide more opportunities for youth to be involved in planning and leading some 
of the training. 

 Continue to improve and validate the process of assessing quality in the internship 
experiences at employer locations. 

 Educate employers about high-quality youth program components for internships. 

 
Youth Outcomes 
 
In what ways did the participating youth gain the necessary work readiness and social-
emotional learning skills, financial benefits, and social connections as an outcome of the 
program to prepare them for jobs? Were they satisfied with their internship experiences? 
 
At the end of the internship, 70% of interns were rated by their supervisors as having 
gained all 14 work readiness skills we assessed them on. Seventy-seven percent (77%) of 
supervisors said that their interns were prepared to enter the workforce. The median 
amount of net salary earned during the summer was $1500, with a median amount of $686 
saved at the end of the program. Eighty-two percent (82%) of interns thought that the 
internships helped them increase the number of professionals in their social network. On 
average, the interns rated their internship experience a 4.3 out of 5, and their supervisors a 
4.5 out of 5. Ninety-five percent (95%) of the interns agreed that they received enough 
training and support to successfully complete their internships, 95% said they would 
participate in BrookLynk again next year, and 100% responded that they would 
recommend BrookLynk to a friend.  
 

 “I loved networking with other interns and supervisors. I use to be super shy 
and was scared to talk to people, now it's my strength and I kind of like talking 
to people now.” 

 

_____________________________ 
 
Career Skills 

 
BrookLynk is using the Measures of Human Achievement (http://mhalabs.org) as a tool to 
gauge work readiness. The MHA framework is an excellent framework that gives both 
adults and youth shared language about 21st century work readiness skills. To make MHA 
work for the Brooklyns, we invested significant time to learn, research, and integrate MHA 
tools into our program design. This would ensure that internships would be development 
focused, thereby increasing the likelihood of supervisors using strengths approach to 
developing skills.  
 
Furthermore, using MHA meant educating our school, community, and business partners on 
how to implement the use of this tool to help students make connections between the goals 
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in their lives to building these skills.  
 
The MHA Labs’ Work Core asked the supervisors at the end of the internships to rate their 
interns’ competency in 14 basic skills in 5 separate skill sets listed below: 
 

 Professional Attitude 
o Brings energy and enthusiasm to the workplace 
o Takes responsibility for his or her actions and does not blame others 
o Stays calm, clearheaded and unflappable under stress 
o Graciously accepts criticism 

 Team Work Ethic 
o Actively looks for additional tasks when own work is done 
o Actively looks for ways to help other people 

 Problem Solving 
o Unpacks problems into manageable parts 
o Generates multiple potential solutions to problems 
o Identifies new and more effective ways to solve problems. 

 Time Management 
o Manages time and does not procrastinate 
o Gets work done on time 
o Arrives on time and is rarely absent without cause 

 Verbal Communication 
o Speaks clearly with desired pace, volume, enunciation 
o When speaking, is easy to follow and concepts are presented logically 

 
The Work Core is meant to include the basic minimum work readiness skills that will allow 
young people to get hired and maintain an entry-level position. Interns who scored 
Standard, Skilled, or Expert in a skill area were deemed competent. The scoring options 
below Standard are Novice (lowest) and Emerging. 
 
 

Number of MHA Labs Work 
Core Skills Interns Rated 

Competent In 

% of Interns Rated 
Competent With Those 

Number of Skills 
Under 10 Career Skills 10% 

10-13 Career Skills 23% 
14 Career Skills 70% 

 
 
Overall, 70% of interns rated competent in all 14 out of 14 career skills by their supervisors. 
In addition, 77% of the supervisors considered that their intern was work ready and 73% 
would recommend their interns to a colleague for a similar position. 
 
The interns seemed to agree with those assessments as 95% answered Mostly True or 
Completely True to the statement “My internship experience taught me valuable career 
skills.” 
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Finances 
 
Students reported their net earnings after their paid internships this summer compared to 
last year: 

 
Net Earnings 2015 2016 

Not Sure 9% 7% 
$0-$499 23% 0% 

$500-$999 18% 16% 
$1000-$1500 50% 49% 

$1500+ 0% 29% 
 
The median net earning amount was $1500 (compared to $1000 in 2015). These numbers 
do not include any taxes or other deductions, or benefits offered.  
 
The median amount of their salaries that students still had at the end of summer was $686 
($600 in 2015). Only 7% of students had saved all the money they earned this summer at 
the end of the internship, compared to 60% from last year, though this may be because 
interns on average earned much more this year. The average amount saved at the end of 
this summer was 47% of their earnings. 
 
We also surveyed the students about their financial practices and found out that 84% of the 
interns put their savings into a bank or credit union account, and 68% had their paychecks 
submitted directly to their accounts via direct deposit. These numbers were slightly higher 
than last year’s. 
 
Social Networks 
 
Having access to professional social networks increases the chances of landing a job. Many 
of our interns are not from family backgrounds that gave them access to that type of 
networking. One of BrookLynk’s goals through the internships was to increase the number 
of professionals in the young person’s network.  
 
Eighty-two percent (82%) of interns reported (Completely true or Mostly true) that the 
internships helped them increase the number of professionals in their social network 
(compared to 96% last year). 
 
Intern Customer Satisfaction 
 
When asked about how they would rate their BrookLynk internships, the interns surveyed 
rated their experiences an average of 4.3 out of 5.0 (with 1 being poor and 5 being 
excellent), which is slightly lower than the 4.4 rating in 2015. 
 
Ninety-five percent (95%) (86% in 2015) of interns reported that they would participate in 
the BrookLynk program again if possible. And just like last year, all (100%) of interns said 
that they would recommend BrookLynk to a friend. 
 
When asked about the support they received from BrookLynk and the Youth Employment 
Coordinator, 95% of interns who responded stated that they received enough support 



 
 

BrookLynk 2016 Evaluation  20 
 

during the internship (compared to 100% in 2015). Interns specifically specified the check-
ins, enrichment activities, and site visits as being especially helpful, and mentioned that the 
program coordinator provided help and support, mentored, cared, and advocated for them, 
was always available to communicate with them, provided rides, and was flexible with their 
schedules. 
 
Interns rated their supervisors an average of 4.5 out of 5.0 (with 1 being poor and 5 being 
excellent), which has slightly higher than last year (4.4). They also rated their supervisors in 
these specific areas below. 
  
 

My supervisor: 
% of Interns Answering “Mostly 

True” or “Completely True” 
2015 2016 

Took me seriously and treated me fairly 100% 93% 
Made me feel the work I did was important to the 
organization 

96% 91% 

Asked for and listened to my opinions 86% 91% 
Gave me feedback on my work that helped me do 
better. 

82% 91% 

Took the time to meet with me when I needed. 86% 89% 
Genuinely cared about me as a person. 91% 87% 
Introduced me to people who can help me grow 91% 87% 
Is someone I can trust  87% 85% 
Introduced me to new ideas, experiences, and/or 
places. 

82% 85% 

Helped me see future possibilities for myself. 87% 74% 
Helped me set and achieve goals. 86% 67% 

  
 
The aspect of the internships that interns liked the best were the new relationships they 
developed with co-workers, mentors, supervisors, and other interns. Many interns liked 
attending the weekly check-ins and enrichment opportunities. Interns also talked about 
their internships prepared them for the future work including the opportunity to learn and 
practice career skills (such as collaboration and communication), networking, and being 
exposed to different careers. Work was another part of the internship that interns liked, 
especially feeling comfortable at their workplace and having an opportunity to do 
meaningful work and different projects (and being paid for it). 
 
The aspects of the internships that interns liked the least fell into two general categories. 
Many interns complained about issues related to work, such not having enough to do, 
having to do work they didn’t like or thought was boring, having to bring lunch, having to do 
paperwork, having to dress up, working in a cubicle, having to get up early, dealing with 
dissatisfied customers, working by themselves, and specific job responsibilities they didn’t 
enjoy. The other category was program related, such as not being interested in the check-
ins, having to go to work readiness training on a Saturday, and not having internships 
available for the entire year.  
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Long-Term Outcomes 
 
Out of last year’s inaugural cohort of 29 interns who begun the program, we were able to 
follow-up with 25 (86%) of them on their progress this summer. The remaining 14% either 
did not respond to our emails and phone calls, or their contact information was out-of-date. 
 
Out of the 17 who were seniors last year or this year, 14 (82%) graduated. The other 3 are 
finishing up in summer school or Gateway to College programs.  
 
Of the 14 who graduated high school, 12 (86%) will be beginning or continuing to attend 
college this year.  
 
Sixteen (16) of the 25 alumni were employed this summer (64%). Eight (8) participated in 
BrookLynk again, 1 was working full-time, 5 had seasonal jobs, and 3 were working part-
time. 
 
Three of our BrookLynk alumni wanted to sign up again, but missed the application 
deadline so they weren’t able to. One other BrookLynk alum had started college so she 
wasn’t eligible, but was not aware she could apply to her previous internship employer for a 
college internship. 
 
Suggestions for Improvement 

 Follow-up with BrookLynk alumni at the beginning of the year to remind them to re-
apply for the program or to help them get connected to internship and job 
opportunities. 

 Develop curriculum during internships to help students track their professional 
social networks, and evaluation methods to measure them. 

 
Business Outcomes 
 
Were employers satisfied with their experiences with the program and the interns? 
 
Ninety-two percent (92%) of supervisors told us that they would like to participate in the 
BrookLynk program again next year with another student. Over 90% of supervisors 
reported that they were satisfied with the support they received from BrookLynk to be 
effective supervisors for the interns. In response to feedback we received last year from 
supervisors, this year we informed them earlier of their matches so there would be enough 
time for the hiring and onboarding processes. Eighty-eight percent (88%) said they had 
enough time this year. And 85% believed that their interns were good matches for their 
organizations.  
 

 “(Our interns) put in the work needed to get the job done, and really tried 
their best. It was great to work with them, to guide them, and to learn together 
as a team between adults and youth.” 
 

_____________________________ 
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Eighty-five percent (85%) of the supervisors thought the Supervisor Handbook and 
Training were helpful because they were informative, helped the supervisors understand 
the program and expectations better, and provided tips on how to have one-on-one 
conversations with their interns. Supervisors did want more practical and hands-on 
training on understanding how to work with high school interns, and how to address 
certain issues, such as excessive cell phone usage. Some supervisors thought the training 
was good, but it wasn’t necessary since their organizations already had good onboarding 
experience, or because they had many years of experience managing people.  
 
Last year, many supervisors wished that they had more time to prepare for their interns, 
mostly because of HR hiring processes. In 2016, the application, training, and matching was 
completed earlier in order to accommodate them. We asked supervisors if they had enough 
time this year and 88% responded affirmative. The ones that answered no were informed 
only a few weeks before the internship start dates, or said that the intern somehow fell 
through the cracks. 
 
Ninety-two percent (92%) of the supervisors said that they felt they received the right 
support and resources to be effective supervisors from their organizations and from 
BrookLynk. The ones that didn’t feel as though they received the right support mentioned 
that they weren’t able to attend the supervisor trainings, they wanted to know more about 
what was promised to the interns, and their organization’s onboarding process had some 
issues. 
 
Eighty-five percent (85%) said that the amount of supervision provided matched their 
expectations. And 77% of supervisors said that their expectations of intern job 
responsibilities and workload matched or were exceeded by what actually happened. 
 
Eighty-five percent (85%) of the supervisors answered that at least one of their interns was 
a good match for their organizations and positions. Supervisors who had a poor match, 
responded that their intern was not interested in their area of work, was not highly 
motivated, or had personal issues that interfered with her ability to work.  
 
Seventy-three percent (73%) of supervisors said that the interns were the best part of the 
internships. Supervisors said that interns were prepared to work with valuable skills and 
professional attitudes, gained valuable work experience, made significant contributions to 
the company, worked hard, and were great to with. Also mentioned by 35% of supervisors 
was how BrookLynk was overall well organized, matched interns well, and provided good 
support from the program coordinator. Finally, 12% of supervisors said that the best part of 
the internship for them was how much they learned and benefited from mentoring the 
interns.  
 
When asked about problems they faced, 19% of supervisors said that the level of skills that 
the high school interns had was lower than they had expected, although some admitted that 
their expectations were probably too high. A few (12%) of supervisors mentioned that had 
problems with the interns not being motivated or with unacceptable use of their cell 
phones. Another 12% reported that their workload expectations did not match their 
students’ expectations. 
 
Supervisors suggested that we improve the matching process, so that there are better fits 
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around career interests and job expectations, and so that they are provided with more 
information about their prospective interns. Suggestions for changes to the work readiness 
training included more emphasis on appropriate cell phone usage, communication skills, 
and “how the working world works”. Supervisors also asked for more training on 
understanding their interns and more tools to use to mentor them. Finally, some 
suggestions for improvement around communication included knowing more about the 
interns check-in and enrichment schedule, decreasing the number of emails received, and 
making a short write-up available that can be used to other staff helping with the 
internship. 
 
Ninety-two percent (92%) of the supervisors responded that they would like to participate 
in the BrookLynk program next year with another student. 
 
Suggestions for Improvement 

 Set proper expectations with supervisors for the internship experience. 
 Incorporate into the supervisor training more practical information and tools about 

working with youth, especially youth with barriers to employment. 
 Emphasize to youth during the work readiness training the importance of a 

professional attitude and proper cell phone usage. 
 Work with employers to create better job descriptions for their positions, in order 

to better understand what type of intern would be a good match. 

 
Capacity Building  
 
The evaluation of capacity building is separated into the following three sections: degree of 
supports, program costs and political will. 
 
Degree of Supports 

 
What is the degree of supports necessary to operate this customized model effectively and 
efficiently for the Brooklyns?  
 
We define supports to include our internship business (including educational and 
community) partners, our Alliance partners who provided in-kind donations, and 
organizations partnered with to implement various components of the BrookLynk program. 
 
The degree of support from our internship business partners was high. There was 
incredible interest from our business community: we were able to secure 65 internships, 
which was 15 over our goal of 50 for this year. Our Alliance partners also showed a high 
degree of support. They provided use of their facilities, transportation, and marketing and 
printing resources whenever we requested anything. For the organizations we partnered 
with to implement components of the BrookLynk program, the degree of support was High. 
Partner organizations provided assistance in recruiting their youth, financial literacy 
training, interviewers for the mock interview, and college and career site visits. 

 

_____________________________ 
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In the first year of the BrookLynk, our business outreach was limited due to the short 
amount of time available from program development to implementation. This year, having 
the entire fall and winter, there was more time to devote to reaching out to employers. The 
goal in Year 2 was to offer 50 internships. Through the diligent work of the Program 
Coordinator and Executive Director, that goal was exceeded: 65 internships were available 
for BrookLynk interns at the beginning of the summer. 
 
Employers are committed to hiring and creating pathways for young people in the 
community. They understand the value that their efforts provide for the youth and for their 
organization. This summer, employers invested up to $3000 for each intern, which averages 
out to a total of $85,500.  
 
The Alliance scaled up engagement of large employers in our community, such as Boston 
Scientific, Hennepin County, North Hennepin Community College, Brooklyn Center 
Community Schools, and Osseo Area Schools. We have an increasing demand from public 
sector partners as they work proactively at engaging their student population and 
increasing opportunities for employment and diversity. We also were able to recruit over 
10 new employers. 
 
The business outreach was successful for several reasons. Our Executive Director was able 
to broker relationships with key individuals within various partners and employers.  
Also, having a presence and high level of engagement at local Chambers of Commerce and 
Business Associations has provided an opportunity to engage more business support.  
Providing customer support for employer partners has allowed for BrookLynk to sustain 
key relationships. This has also created an environment for supervisors and other partners 
to be candid about their experiences, allowing for us to have valuable insight.  
 
From surveys and site visits, we found that employers who participated expressed the 
benefits that interns provided for their organization or business: increased diversity, 
increased productivity, fresh perspectives, and opportunities for staff to develop 
professionally through their experience as an intern’s supervisor. Leaders from the 
organizations and businesses were delighted about the impact interns have had, and are 
eager to express that to the community and their networks.  Through sharing of results and 
word of mouth between employers, more partners and businesses want to provide 
internship opportunities. Prominent leaders in the business community are also 
championing for our work.  
 
Alliance partners contributed key resources that allowed BrookLynk to be successful and 
provide programming, including transportation and space from the city of Brooklyn Park, 
training and interviewing space from Hennepin Technical College and North Hennepin 
Community College, and space for all the check-ins from Brookdale Library. Alliance 
members represented a large number of employers who provided internship opportunities. 
The Alliance itself provided management for BrookLynk, infrastructure support (e.g. the 
board gives the program exposure in the community), and evaluation capabilities. 
 
Topline Federal Credit Union led a workshop on financial literacy during the intern and 
parent orientation. College visits were hosted by North Hennepin Community College and 
the University of Minnesota. New partners who weren’t ready to commit for internships 
provided site-visit opportunities at their location, such as Cummins Power Generation and 
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Target Corporation. All mock interviewers came from various BrookLynk employers and 
Alliance partners.  
 
We continued our partnerships with Brooklyn Center Schools, Brooklyns Avenues for 
Homeless Youth, and the Hennepin Technical College Gateway to College Program to engage 
opportunity youth.  
 
Next Steps 
 

 Engage the BrookLynk Steering Committee in outreach efforts. Requesting our city 
partners to assist with recruitment or brokering relationships will be important as 
we need to further engage our city partners as talk about building their capacities.  

 Work with community organizations to provide case management support and 
services for Opportunity Youth and County-Involved Youth. 

 Engaging our parks and recreation departments regarding the opportunity to 
employ 14-15 year-olds will be a needed first step-up to increase opportunities for 
those young people. 

 Align with HTC Internship Coordinator to establish internships for 18-21 year olds 
to increase college transition and enrollment. 

 Having a greater stake within our chambers of commerce and business associations 
will position BrookLynk as a key partner for the business community.  

 During development, having the voice of one or two key employer partners will be 
effective as we aim to better serve their needs. 

 Circling back to employers who provided internship opportunities and reporting to 
them the successes of the year will be important. Doing so will let them know what 
their work truly had an impact in the community and that it is being recognized.  

 Developing meaningful and effective marketing materials to bring to the table as we 
meet with employers beginning in early October. Materials include: a PowerPoint, a 
recruitment video, an employer brochure, and an impact report with infographics.  

 Work readiness training should be “franchised” out to community partners to 
broaden BrookLynk’s reach. 

 
Program Cost 

 
What are the program costs necessary to operate this customized model effectively and 
efficiently for the Brooklyns?  

 
Our ability to control BrookLynk’s program costs is related to our ability to partner well. 
Scalability is another important variable, especially as we reach the number of participants 
one program coordinator is able to manage. Costs are still higher now per youth than other 
employment programs because our program scale is lower. There are also some 
development costs that are not reflected well in the budget (e.g. the executive director’s 
time). 

 

_____________________________ 
 
Identifying sustainable funding streams for BrookLynk has been a large area of focus for the 
Executive Director. We are in the process of completing and having approved a BrookLynk 
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budget with projected costs for 2017 and 2018. All BrookLynk charges are being audited to 
better understand the expenses incurred for programming. We have been working closely 
with City Partners to gauge the level of commitment that each Economic Development 
Authority can provide for base funds. 
 
Separating the BrookLynk account from the Alliance account has allowed for financial 
reporting to be done more efficiently. We will have clearer idea of program costs and as we 
transition, partners will have a clearer idea. In-kind expenses from various Alliance 
members have allowed for BrookLynk maintain costs relatively low. We were fortunate in 
saving tens-of-thousands-of-dollars by having alliance partners allow us to use their space 
for trainings, meetings, mock interviews, etc.  
 
Transportation costs were high this year, but were critical for some interns who could not 
provide their own.  
 
The partnership between the Program Coordinator and Executive Director working 
collaboratively to work on budgets has been effective as the Executive Director brings 
insight regarding political landscape and the bigger picture of BrookLynk, while the 
Program Coordinator provides insight about the day-to-day operations.  
 
There is no true clarity or agreement regarding the operating costs of BrookLynk when 
determining the scale of the program. It has become apparent that Minneapolis STEP-UP’s 
operating costs are lower than BrookLynk’s because of the scale. Adding management costs 
(they are currently not accounted for) will provide a more realistic budget. We need to 
determine what our figures will be when meeting with funders and employers who may 
wanting to underwrite or provide internship opportunities.  
 
The cost model (including internships and coordination) is between $2200 and $2600 per 
student assuming a wage of between $7-$10. 
 
Next Steps 
 

 Eliminate program costs not directly related to delivering a high-quality program.  
 Have a broader set of transportation options that offer a range of cost. Figure out 

how to lower summer bus transportation costs, either by partner with our school 
partners or Metro Transit, or by only subsidizing the first month of the internship 
until interns earn enough to pay for the subsequent bus passes. 

 Convene steering committee to discuss 2016 expenses and the 2017/2018 expected 
budgets.  

 Share BrookLynk budgets with City Partners to provide a window to programming 
costs.   

 
Political Will  
 
What is the political will necessary to operate this customized model effectively and efficiently 
for the Brooklyns?  
 
Political will is defined as building the desire and interest in operating the BrookLynk 
program. It includes a broad base of stakeholders who support the program and desire to 
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see it successful.  The agreement to transition BrookLynk to the Cities in 2018 is an 
important indication that political will is high among our partners. Our youth and employer 
stakeholders expressed to us this year their continued interest and need for BrookLynk. The 
Alliance will need to focus its efforts in Year 3 to build capacity for our city partners to 
operate the program and to communicate to all stakeholders about the successes of 
BrookLynk. 

 

_____________________________ 
 
Aside from resources and cost, capacity building involves developing political will from our 
funders, partners, businesses, and community. BrookLynk was developed with a 
combination of community vision, best practices, and lessons learned along the way. 
Diverse youth, employers, community members, leaders, policy makers, and department 
directors have been engaged each step of the way, which draws them into the process and 
creates ownership. 
 
One important indicator of political will was the agreement among Alliance partners to 
transition BrookLynk to Brooklyn Center and Brooklyn Park by 2018 and to draft a 3-year 
budget. The partners have also agreed to convene in October to vision together on the 
future of BrookLynk. For 2017, a cooperative agreement will be created as a shared 
management approach. And action has been taken to educate the councils and to identify 
support and challenges (for which none has been identified to exist currently.) 
 
To continue to build confidence and trust, we need to be able to understand and share the 
results, benefits, and value-add of BrookLynk to our community. The evaluation is a critical 
component to documenting this and we are exploring all existing opportunities to measure 
results at the youth and community level. Information collected for 2016, will be used 
alongside with 2015 info to understand what higher priority needs from our community 
are. Through feedback provided from interns and supervisors, we are understanding 
programmatically what is effective for each stakeholder and what the recommendations 
are. 
 
This year provided insights as to how we can scale BrookLynk in subsequent years based on 
the amount of resources we have. With two years of programming now, we can begin to set 
realistic benchmarks for subsequent years.  
 
We hear from young people and employers that participating in BrookLynk had a direct 
impact on themselves, their families or their organizations. We have collected impactful 
stories from interns and supervisors to share with policy makers, funders and the general 
community. Having a large pool of students that are able to share their experiences with 
BrookLynk is remarkable and we will be engaging students for speaking opportunities with 
various stakeholders.  
 
However, we did not have enough communication materials in place to effectively tell the 
BrookLynk story and the impact that programming had on our community. It is important 
that we develop an effective communications strategy to engage all BrookLynk 
stakeholders. And we need to make sure that those who will operate the program 
collectively own the mission, values, and vision. 
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The Executive Director has been working extensively to identify and leverage available 
resources: grants, city resources, and funding streams. These partnerships have been 
crucial to the sustainability of BrookLynk. An agreement has been outlined with HTC to 
have a full-time staff commit 50% of his or her time to develop partnerships with local 
employers that will create internship opportunities for both HTC and BrookLynk. New 
funding streams via Bremer Foundation and Hennepin County Workforce Development 
have been identified and leveraged to support the scope of BrookLynk’s work. 
 
To build capacity for our city partners to operate BrookLynk, we must: 

1. Build program mission, values, and vision that align to the needs of the residents, 
2. Engage stakeholders to support BrookLynk, and 
3. Ensure program produces outcomes and is high-quality. 

 
Next Steps 
  

 Evaluate BrookLynk to show we are creating a high quality, fully resourced, 
efficient, effective youth program that reaches short and long-term goals.  

 Develop a succinct presentation that encapsulates the key messages of BrookLynk’s 
2016 programming.  

 Create a campaign for meeting one-on-one with all of our stakeholders (including 
funders, Alliance partners, employers, CRC’s, and schools) to share results and listen 
to their reactions. Create a message to parents about our results and encourage 
them to access this opportunity for their youth. 

 The County and State workforce development centers/resources need to tie into 
2017-2018 city efforts. These resources need to be known, leveraged and developed 
to align with the needs identified by the EDA. 

 Continue to develop various funding scenarios for how Cities will fund BrookLynk 
operations – weaving together Private, City, County, State funds that will leverage 
dollars invested by employers. 

 
Process Evaluation  

 
What did we do to customize the Minneapolis STEP-UP model for the Brooklyns? How well did 
the customized program work? 
 
Program Development 
 
Minneapolis STEP-UP provided their logic model and evaluations of their program, which 
helped BrookLynk to refine our own logic model and create our own process map. A 
comprehensive evaluation plan was created to collect and measure program outputs, 
processes, quality, and outcomes.  

 

_____________________________ 
 
The Brooklyn Bridge Alliance for Youth customized the STEP-UP Summer Jobs Program 
model from Minneapolis for the communities of Brooklyn Center and Brooklyn Park. With 
technical assistance from STEP-UP, we considered their logic model and evaluations of their 
program to refine our own logic model and create our own process map. A comprehensive 
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evaluation plan was created to collect and measure program outputs, processes, quality, 
and outcomes. All three have been updated for the 2016 program and can be found in the 
Appendix. 
 
Outreach 
 
Minneapolis STEP-UP looks for employers who can provide teen-appropriate internships at 
least 6 weeks long for 15 hours per week, with supervisors. Their program is sufficiently 
established in the schools and community that they need to do minimal youth outreach. 
BrookLynk had to pilot a new Business Engagement Strategy to let organizations know that 
the employment program existed, what it was about, and how they could participate. There 
was a big emphasis on the supervisor’s role as a mentor and caring adult to the intern. 
Similarly, we had to develop a new Youth Outreach Strategy to market the program to 
young people. Also, we went through a Branding Process to develop a program name, logo, 
and tagline. 
 
Our Business Engagement Strategy was successful in communicating BrookLynk to our 
local business, educational, and community organizations. Partnering with schools and 
college and career resource centers proved to be the most beneficial youth outreach 
strategy and in the second year, we added BrookLynk alumni as ambassadors for the 
program.  

 

_____________________________ 
 
Our Business Engagement Strategy included working with the Economic Development 
Directors at both Brooklyn Center and Brooklyn Park. This year, our Youth Employment 
Coordinator joined and regularly participates in the Brooklyn Center Business Association 
and the North Hennepin Area Chamber of Commerce. Through these efforts we contacted 
and met with owners, managers, and directors of over 60 local businesses to promote our 
program. An informational brochure specifically for businesses was created and a copy can 
be found on the Youth Employment Program wiki site. 
 
Individual conversations with businesses have been effective. Many businesses have a need 
to increase the diversity of their workforce and need help to get there. Employers we met 
with were also passionate about developing young people and were willing to underwrite 
some of those positions. Aside from the salaries, more essential to BrookLynk model are the 
supervisors/mentors who provide the experiential opportunities and caring adults that 
youth with barriers to employment need. 
 
Career interest was a topic mentioned by both youth and supervisors as an important part 
of having a good match between intern and internship. Having internships in more career 
fields that students are interested in will allow for better matching. 
 
Also, increasing the number of internships for young people ages 14-15 has proven to be 
difficult, but is a large area of need for our community. Trade employers are actively looking 
to recruit staff 18 years of age or older. BrookLynk serves a limited number of youth that 
are between the ages of 18-21. Employer recruitment needs to be much more intentional in 
regards to the type of internship opportunities we are looking for. Having a tiered 
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internship model where young people progress up the chain as they gain experience may be 
helpful.  
 
Our Youth Outreach Strategy targeted adults and young people who are seen as trusted 
sources. We met with staff at local schools (including high school college and career 
resource centers), local youth-serving organizations (e.g. park and recreation programs, 
community centers, etc.), community colleges, police departments, and churches. These ‘key 
recruiters’ were powerful partners who were able to personally invite and successfully 
register youth for pre-employment training.  
 
Partnering with schools and college and career resource centers continued to be a beneficial 
youth outreach strategy. This was especially true if there was a key adult with relationships 
with youth who provided personal recruitment to that target population. This year, a group 
of BrookLynk alumni also served as ambassadors for the program and recruited many 
applicants. Out of the 399 youth who applied for the program, 144 of them were referred by 
52 different individuals and organizations.  
 
Some of the outreach efforts targeted disconnected and county-involved youth, but few 
participants in the program self-identified as such. We also learned that schools and 
organizations without strong relationships with students had poorer outreach outcomes. 
Even with similar marketing materials or number of contacts, there were fewer students 
referred from those places who applied for the program. Beginning in the fall, we will 
identify help develop an engagement strategy to address those issues. 
 
Suggestions for Improvement 
 

 Continue to engage with the two city community development departments to learn 
which businesses in the community are ideal candidates. 

 Reach out to a more diverse group of employers in career fields that youth show 
interest in, and are not currently represented. 

 Further engage the local business community to help them understand how they 
can provide a meaningful opportunity. 

 Develop better methods to find, connect BrookLynk with, and serve disconnected 
youth, homeless youth, youth involved with juvenile corrections, teen parents, and 
students in ALCs. 

 Develop a social media campaign to establish the BrookLynk brand in the 
community. 

 Continue to strengthen relationships with schools and organizations we had 
difficulty recruiting students from, and consider different engagement strategies. 

 
Work Readiness Training 
 
BrookLynk adopted Minneapolis STEP-UP’s work readiness training and mock interviews, 
built upon their training handbook and added the MHA Labs Skill Building Blocks and Work 
Core Skills.  
 
Only about 42% of the youth who applied for the program attended the Get Ready! Work 
Readiness Trainings, similar to the 40% attendance rate from last year. The main excuses 
were last-minute responsibilities at home, unavailable transportation, or that they had 
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forgotten. A separate internship training was added this year for those students interested 
in the internships. Feedback from both students and trainers indicated that they valued the 
overall training experience. They did request more interactive activities to help break up 
the long stretches of lecture-style instruction. Surveys from the mock interviews (from both 
interviewers and interviewees) showed that they were extremely beneficial for the 
students. 

 

_____________________________ 
 
Get Ready! Work Readiness Training consisted of 6 hours of instruction on communication, 
networking, professionalism, email and phone etiquette, resumes, applications, and 
interviews. Students were given the option of attending one of two Saturdays (March 26th 
and April 2nd). Hennepin Technical College provided their facilities for the training. 
Transportation was offered to students via Metro Transit bus tokens. This year, we also had 
additional training for youth ages 16 and over who were interested in applying for 
internships on April 9th  at North Hennepin Community College. 
 
About 58% of the 325 youth who were invited to the Get Ready! trainings did not attend 
(42% attendance rate compared to 40% in 2015). They were contacted after each training 
to understand why they had missed the event. The majority of students responded that they 
had responsibilities at home, transportation to the event was unavailable last minute, or 
that they had forgotten. Forty-six of the students who had missed the first training and were 
contacted afterwards were able to reschedule to attend the second training. One hundred 
(100) students were invited to the internship training, and 68 attended. Although the 
attrition rate from sign-ups to training is high, the same reasons why young people weren’t 
able to attend the trainings are reasons that would make it difficult for them to keep steady 
employment at this point in their lives. Anecdotal information from STEP-UP indicates that 
their attrition rate from invitation to training is half of BrookLynk’s, so more work can be 
done to retain those students.  
 
Last year, the trainings were mostly based on the material provided by STEP-UP, since the 
trainers were already familiar with it. This year, BrookLynk staff significantly reworked the 
materials to better match the topics we wanted to present and to more effectively add in the 
MHA Labs material. Feedback from both students and instructors indicated that, similar to 
last year, although they very much valued the overall training experience, having more 
interactive activities would have helped to break up the long stretches of lecture-style 
instruction. Students and instructors also said that the trainings started too early (8am) and 
felt too long. The instructors commented that there was too much material to go through 
and recommended that some of the material only be provided as a take-home resource or in 
the form of a video students could watch at home. They also thought that the training could 
be broken up more (more activities outside, lunch together, etc.) so that it wouldn’t feel as 
long.  
 
On each of the Wednesdays following the Get Ready! Training, mock interviews were 
scheduled at Brooklyn Park Community Activity Center. Volunteer interviewers were 
recruited from Alliance partners and the community. Each student was asked to bring a 
current resume, and sat through a short interview followed by feedback provided by the 
interviewer. 
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Feedback from the mock interviews (from both interviews and interviewees) showed that 
they were extremely beneficial for the students because it gave them a opportunity to 
practice their interviewing skills and to receive feedback on areas to improve on. One 
criticism was that with so many interviews occurring simultaneously in the same room, it 
was distracting for some. Interviewers also suggested that we remind students to bring 
resumes to the interviews. There were periods when there were more volunteer 
interviewers than students, since the number of youth who attended was about half the 
number that signed up. 
 
Suggestions for Improvement 
 

 Understand how STEP-UP is able to retain more students from application to 
training. 

 Contact young people right before the training occurs to remind them to attend, or 
see if last minute transportation needs to be provided. Use multiple communication 
methods (push notifications on an app, email, text, phone call, social media, etc.).  

 Consider what motivations or incentives would increase attendance, including using 
parents and youth to recruit their children and friends, or having a career 
awareness fair at the end of the training. 

 Consider holding more sessions of the training to give students more options to 
attend, especially at school during the school year to decrease the problems 
associated with youth missing the training. 

 Consider decreasing the amount of material taught in the trainings and add more 
interactive learning activities. 

 Better prepare the students for what to expect at the mock interviews. 
 
Matching 
 
The matching process was similar to Minneapolis STEP-UP’s, although with far fewer 
applicants and internship opportunities. BrookLynk did rank the students based on 
instructor and interviewer feedback from the work readiness training. Additionally, we only 
had one tier of internships, compared to the three that STEP-UP uses to separate levels of 
internships. 
 
Almost 85% of the supervisors answered that at least one of their interns was a good match 
for their organizations and positions. Sixty-nine percent (69%) of interns expressed that 
their internships helped them focus on specific career pathways that aligned with their life 
goals. Some interns and supervisors mentioned that they would have liked better matches 
when considering career interests. The entire matching process took 8 hours.  

_____________________________ 
 

At the end of April, Alliance staff met together to match students to internships. This was 
completed a month and a half earlier than last year so that employers would have extra 
time to onboard their interns. A scorecard for each intern was created with demographic 
information, opportunity youth status, transportation options, availability, training and 
mock interview attendance, trainer evaluations, and personal interests. Similar scorecards 
were created for each position using the job descriptions sent in by employers. These were 
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all considered, along with job requirements and descriptions submitted by employers. The 
priorities for matching were as follows: 
 

 Opportunity Youth with Pohlad Foundation funded positions 
 Internships with age requirements 
 Internships in locations with no public transportation options 
 Skill-level expectation from employers and skill-level of interns 
 Career interests of students matched with career fields of internships and/or 

employers 
 Attendance at trainings and mock interview, and trainer and interview ratings 
 Overall mix of ethnicity, gender, school, and city of residence are balanced 

 
To match 65 interns to positions, 3 staff took approximately 8 hours over 2 days. The 
scorecard created for each student was the most helpful component of the matching 
process. While we did have supervisors complete job descriptions, there was only so much 
information we could use to understand the expectations of each position. We learned that 
as internships started, the work shifted depending on the need and capacity of the 
supervisor. More work should be done with employers to create better job descriptions for 
their positions. 
 
Having different staff assist with matching allowed for conversations regarding whether a 
student was a good match for a specific position or if he or she was prepared. Having the 
opportunity to personally meet and interact with students in some capacity was one of the 
best ways for staff to know how to match.  
 
For the most part, supervisors believe that their intern was a great match to their 
organization and that they exceeded their expectations. About 77% of the supervisors 
answered that at least one of their interns was a good match for their organizations and 
positions (85% in 2015). For those who didn’t think their interns were good matches, 
supervisors pointed to interns’ levels of motivation, interest, and professionalism as 
reasons why. These attributes are difficult to gauge when matching. Even when students 
completed all required components, that didn’t always translate into the same motivation at 
their internship.  
 
Requiring Pohlad-subsidized internships to be only available for opportunity youth 
sometimes proved to be difficult as we had a limited number of eligible youth and those 
youth were sometimes a better fit for non-subsidized positions. 
 
Difficulties with the matching process also arose because there was not always an easy 
match between the interests of the student and the internship position. Especially with new 
supervisors or employers to the BrookLynk program, it was difficult to predict the level of 
difficulty of the given internship position. Sixty-nine percent (69%) of interns expressed 
that their internships helped them focus on specific career pathways that aligned with their 
life goals. However, even for those interns who did not get matched with internships in their 
field of interest, it did not seem to impact how many career skills the interns learned this 
year or their satisfaction with the program.  
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Suggestions for Improvement 
 

 To help gauge students’ skill levels, they should be required to submit a resume with 
their internship applications. They should also be asked to report their grades and 
school and OST program participation. These steps will help staff gauge students’ 
levels of relevant skills and experience. 

 Making available all internships for Pohlad students will allow an opportunity for 
greater impact in a career field that truly interests them. 

 Figure out how to customize STEP-UP’s tiered system for internships. 
 Continuing to refine the step-by step process for matching students will be 

beneficial for reference as BrookLynk scales up.  
 Following-up with employers to make sure their internship description forms are 

clear and complete will allow staff to have a clearer understanding about the 
position and also for the supervisor to be intentional about the opportunity they are 
providing.  

 Connect the questions asked about the skills and interests of students with the skills 
and interests desired of the internship. 

 Have a “ Get to Know You” fair for students that complete work readiness training 
where they can meet with employers that will be hiring interns. This will allow them 
to learn more about a specific career or internship opportunity, and also allow the 
supervisors to be able to talk and explain to students through the work that they 
might be doing. Rather than having an hour blocked off for students to complete 
their internship applications after the final training, we can use that time for the fair.  

 
Interviews and Onboarding 
 
The interviewing and onboarding process was adopted from the Minneapolis STEP-UP 
model. We also provided a more comprehensive supervisor’s training to include MHA Labs 
Skill Building Blocks and parents were invited to the intern orientation. 
 
For 73% of supervisors, it was their first time employing a high school student. Seventy 
percent (70%) of the supervisors thought the Supervisor Handbook and Training were 
helpful, especially in helping them understand how to work with and relate to high school 
students. The students and parents who attended the orientation felt that it helped set the 
stage for the internship experience. However, some employers still had issues with 
onboarding their interns. 

 

_____________________________ 
 
Employers and students were notified of the staff’s choices at the end of April, after which 
interviews were conducted. Employers were given a few weeks for their internal hiring 
processes to onboard their interns. On May 29th, supervisors gathered at North Hennepin 
Community Center to receive Supervisor Training on what to expect with the students they 
would be working with, the Measures of Human Achievement (MHA) tool they would be 
using to provide career skill feedback with, and other logistical issues related to the summer 
internships. An Intern Orientation was held at Brooklyn Park Community Activity Center on 
June 8th as a final preparation for students and parents. For those interns who needed help 
with transportation Metro Transit Go-Cards were provided. 
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The majority of students and supervisors were able to schedule an interview in a  timely 
fashion. Interns felt better prepared for their interviews because of the experience their 
mock interview provided, this resonated through feedback provided by supervisors. 
However, some students and employers had a difficult time scheduling an interview 
because of conflicting schedules. This time of the year is difficult for some students to 
schedule an interview because of sports and some supervisors were taking vacations or 
were doing work abroad. A handful of interns did not answer or return phone calls or 
emails to schedule an interview with their supervisor. This caused a time constraint for 
supervisors to begin internships on time.  
  
However, for some employers, we have not been able to develop an effective and 
streamlined on-boarding process, especially for large employers that hire many interns but 
have disjointed processes for each department.  
Even though employers were given an additional month and a half this year, on-boarding 
their interns was still an area of difficulty, which caused delays for some interns being able 
to begin their placements. Some internship coordinators had difficulties with ensuring that 
students were completing their paperwork, conducting a drug test, or other key on-
boarding requirements. A handful of interns did not have the proper working documents 
needed to begin the hiring process with their respective employer. Legal status and ability 
to work in the United States barred some students from participating, primarily those who 
were recent immigrants. In addition, enrolling into direct deposit was challenging for some 
students as they minors and unable to set-up a bank account due to family constraints. 
Other issues with on-boarding were the employer’s own disjointed processes, which caused 
confusion for supervisors, interns, HR staff and BrookLynk staff. Some of our education 
partners were unable to directly hire high school interns, so they had to contract with those 
students in order to pay them.  
 
Interns and parents who attended the student orientation felt that it helped set the stage for 
the internship experience, giving them a better understanding of what to expect, and 
knowing what support and resources they had access to in order to be successful. 
 
For 73% of supervisors, it was their first time employing a high school student, so they 
needed some support before starting the internships. Seventy percent (70%) of the 
supervisors thought the Supervisor Handbook and Training was helpful. The benefits of the 
handbook and training included learning how to work with and relate to high school 
interns, about the experience of others who had worked with high school interns, how to be 
a good supervisor, about ideas for setting goals and expectations for the interns. 
Supervisors wanted more training on the MHA Labs Building Blocks, more opportunities to 
connect with other supervisors, and more information on the check-ins and enrichment 
activities. 
 
There was mostly clear communication between the BrookLynk Coordinator and employers 
regarding their interns. Many supervisors did not hesitate to contact the Coordinator to ask 
questions or for help, and they expressed any concerns or struggles they experienced.  
There was a better quality internship experience when supervisors worked closely with the 
Program Coordinator.  
 
There was also good communication with the interns. Students would often check-in at 
moments where they hadn’t heard from either BrookLynk or their matched employer. 
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Suggestions for Improvement 
 

 Finish developing an HR guide/playbook for current and prospective employers to 
use when setting up their organization to hire high school interns. This will detail 
what role certain individuals will play, what is the hiring process that their 
organization can use, and also a set of best practices.  

 Recommend to employers to have one internship coordinator to manage the hiring 
process for all of their interns.  

 Preparing a support guide for students and supervisors to have access to in case of 
an emergency, like not having proper i-9 documentation, not having a bank account, 
or other barriers. 

 Have each employer outline and prepare a flowchart they can have for their 
prospective interns in regards to completing the on-boarding and hiring paperwork.  

 Schedule a meeting with all matched students to walk-through the on-boarding 
process they are about to experience. Stress the importance of making themselves 
available and responding to phone calls/e-mails from supervisors.  

 
Internships 
 
As mentioned previously, BrookLynk differs from Minneapolis STEP-UP in that our 
internships are not separated into three tiers (Achieve, Discover, and Explore). Otherwise, 
the internships are modeled off of the STEP-UP program: they are paid, supervisors from 
the employers mentor the interns, there are site visits, and employers and interns receive 
weekly updates. 
 
Fifty-eight (58) out of the original 62 interns successfully completed their internships. All 
(100%) supervisors expressed that their intern provided great benefits to their 
organization, department, and work.  

 

_____________________________ 
 
Internships began mid-June and were completed 8-10 weeks later, depending on the 
employer. Supervisors, or someone they delegated to, were responsible for mentoring the 
students and helping them learn about career paths and work skills. The internships were 
the core experiential learning opportunity of the BrookLynk program. 
 
All internships began as planned. Fifty-eight (58) interns successfully completed their 
internship, not quitting or having to forego the opportunity before the determined end-date. 
Four interns did not complete their internship due to family medical complications, mental 
health issues, job performance, and family obligations. 
 
Many interns and supervisors developed strong professional relationships where they felt 
comfortable being open with one another. Many students stated that they found a mentor 
and coach in their supervisor—someone who cared about them and that they could trust. 
Supervisors were very supportive of their interns’ needs and requests as they 
accommodated vacation requests and personal matters without hesitation.  
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However, some interns expressed that they did not see their actual supervisor often and did 
not build a strong relationship with them. Some supervisors were too busy to provide 
sufficient mentoring to their intern and were unable to or simply did not designate a 
separate mentor. About a third (35%) of the supervisors responded that they spent over 7 
hours a week supervising their interns. Forty two percent (42%) spent only 1-2 hours in 
supervision.  
 
Interns and supervisors were very open and honest about their experiences and provided 
suggestions to improve program design and quality. Interns believed they learned 
important work skills through their internship experiences (with 98% answered 
Completely True or Mostly True), and felt much more confident in their abilities to find 
employment afterwards. The experience that the internship provided allowed some 
students to solidify their career interest and would like to continue doing the work they 
experienced that summer.  
 
During site visits, some employers expressed their gratitude for the great work that their 
intern was contributing. Some had already begun discussions about how they could 
increase the number of students they were currently hosting. There was a lack of 
communication between some supervisors and BrookLynk, this caused a huge barrier in us 
being able to support them. These were sometimes the supervisors that expressed a 
negative experience with an intern.  Site visits took a lot of the Project Coordinators time 
and this caused time constraint in effectively managing the Program Assistant and her 
work.  
 
It was apparent that interns who did not complete the 2 day work readiness training were 
not as prepared as those who did. Those who did not complete both days did not 
understand or could not refer to MHA Labs and other components of work readiness 
training. Cell phone use, and motivation or interest from interns was an area of concern for 
some supervisors. This is something that will need to be covered in greater depth with 
students during training and orientation. 
 
Almost 76% of supervisors said that their expectations of intern job responsibilities and 
workload matched or were exceeded by what actually happened. However, some interns 
expressed that they didn’t feel challenged at their internship or that there was not enough 
to do. This was a sentiment especially shared by students working in shipping and 
receiving. Some supervisors ran out of work to give their intern and some interns wanted to 
work more than number of hours they were given – often wanting to work full-time. 
Schedules fluctuated and this caused issues for both interns and supervisors.  
 
Although excited about the MHA Labs tool, many supervisors expressed that they did not 
know how to effectively incorporate it into their daily work. Also, BrookLynk’s capacities 
were again tested as students expressed needs outside of what BrookLynk could provide. 
This also trickled over to supervisors as they were often faced with providing a remedy to a 
specific issue. And finally, there was little to no media coverage about what BrookLynk was 
doing this summer.  
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Suggestions for Improvement 
 

 Learn from this year’s successful and involved supervisors to understand what it 
means to be a quality mentor in order to set the expectations for next year’s 
supervisors. 

 Continue to build up the training on MHA Labs Skill Building Blocks to ensure that 
supervisors have a better understanding of the tool. 

 Before internships begin, ask interns if they will need help, such as finding shelter, 
food, clothing, therapy, counseling, etc. and provide a list of available resources.  

 To ensure that all interns have the same level of training and readiness, BrookLynk 
needs to be explicit about the program requirements for all interns. This means that 
all students who want to be considered for an internship must complete an 
application, work readiness training, a mock interview and an intake interview – 
these should be mandatory.  

 During the development of job descriptions with employers it will be crucial to have 
supervisors identify their intern’s mentors if they will not be the one doing the 
mentoring. If this changes as the summer goes along, this must be communicated to 
the intern and BrookLynk staff. This should be incorporated in the site agreement. 

 Ask that supervisors provide a set work schedule for their interns in order to 
prevent any scheduling confusions and/or conflicts with interns.  

 To have students effectively engaged throughout their internship, suggest that 
supervisors prepare a project that they work on throughout their internship and 
present on at the end.  

 Add staff capacity to conduct site visits.  
 Provide all interns and supervisors with a resource guide that can be used when a 

student faces an issue with housing, transportation, etc. 
 Schedule press releases to local media throughout different program components – 

training, mock interviews, internships, celebration, and recruitment. Work with 
Mary Tan to coordinate this work.  

 
Check-ins and Enrichment Opportunities 
 
Minneapolis STEP-UP offers some additional training opportunities (e.g. financial literacy). 
BrookLynk Staff wanted to add a more involved component which allowed the interns to 
meet together regularly, develop a sense of belonging, allow for reflection on the internship 
experience, and work on career development and skills, and postsecondary awareness. A 
weekly check-in during the internship period was added to the BrookLynk program, along 
with enrichment opportunities (college and company). 
 
Sixty percent (60%) of interns showed up for the weekly check-ins. Interns who attended 
reported that they developed a sense of belonging and mutual support, were able to share 
and reflect on their experiences, discuss solutions to problems they were facing, and work 
on improving career skills. The interns who participated in enrichment opportunities they 
walked away with a greater sense of postsecondary and career options.  
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_____________________________ 
 

Weekly intern check-ins occurred on six Fridays during the internship. Interns were 
assigned to one (of two) hour-and-a-half long session designed to provide additional 
support for interns. Interns had time to reflect on their experiences, discuss problems they 
faced and possible solutions, and learned more about MHA Labs Building Block skills. 
Additional enrichment opportunities included visits to the University of Minnesota—Twin 
Cities, North Hennepin Community College, Cummins Power Generation, and Target.  
 
Sixty percent (60%) of the interns on average showed up for the check-ins. During these 
check-ins, interns developed camaraderie throughout the summer, allowing them to feel 
comfortable sharing and reflecting on their experiences and asking questions to their peers. 
This developed into an essential support system they belonged to that interns expressed as 
very helpful to them when they had doubts, concerns, or questions.  Interns also expressed 
that they were able to build new skills and work on improving skills during the check-ins. 
Discussions on self-care, mental health, and race relations were also valuable to the interns 
in connecting the world around them to their personal lives.  
 
Check-ins location was central for most interns and this allowed for several to be able to 
walk or catch a bus to attend. The Brookdale library was an important partner as they 
accommodated all requests for facility use. Interns who needed help with transportation 
were able to receive a ride from the BrookLynk Coordinator using vans from Brooklyn Park 
Recreation and Parks.  
 
Having two BrookLynk staff run the check-ins was effective, as one person could set-up and 
facilitate while the other was responsible for communicating with students and 
coordinating transportation. Interns were always fed healthy foods at check-ins and they 
responded well to them. Having an hour and a half for each check-in was just the right 
amount of time. Interns were more responsive to text messages than emails, and used this 
form of communication to ask for rides, let staff know about their attendance, or had 
questions. 
 
As the summer progressed, we experienced smaller numbers during check-ins as students 
had other commitments or were on family vacations. Some students worked multiple jobs 
during the summer and this caused them to choose between attending check-in and going 
to their job. We seldom saw those students during the summer and this didn’t allow us to 
create a solid relationship with the students. On several occasions interns left check-in early 
or arrived late due to scheduling conflicts. Often times this was not communicated to Luis 
until the day of. Supervisors expressed that they did not know enough about check-ins, such 
as dates, times and topics being discussed. 
 
Enrichment opportunities included visits to colleges and companies. We were able to 
engage employers that were unable to hire interns in a different capacity by coordinating a 
site-visit. We were able to coordinate college visits where young people gained a more real 
understanding of college -  an experience that they could relate to culturally. For example, at 
the U of M we met with the diversity and equity office and they spoke to our students. At 
NHCC we were able to facilitate a mock class and have students learn about PSEO options 
and transferring. When attending college visits, interns asked informative questions that 
truly enhanced their experience, especially when there were academic areas of interest for 
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interns. There is a large network of community serving organizations, employers, and 
academic institutions that are willing and wanting to provide opportunities for BrookLynk 
interns. 
 
Transportation to these enrichment opportunities was expensive since we needed to have a 
school bus to transport students. Attendance for enrichment opportunities varied from 15-
25 students and we generally did not see students who didn’t also attend check-ins.  
 
Suggestions for Improvement 
 

 Dig deeper into the value of check-ins and enrichment activities to BrookLynk goals 
and outcomes. 

 Make check-ins mandatory for interns, ask that employers support that decision by 
paying for the two hours of check-in. 

 During check-ins include key professional development topics, such as working on 
with Microsoft Excel, building a LinkedIn account, composing professional e-mails, 
networking, and team building. 

 Provide supervisors a calendar of all BrookLynk check-ins and access opportunities 
prior to their interns starting.  

 Creating a BrookLynk Check-In group to communicate with students. 
 Send scheduled group text reminders to interns as a form of communication to help 

improve communication.  
 Partnering with organizations who can help subsidize transportation costs or 

provide transportation. 
 Making the U of M or other college visits more intentional in regards to getting a real 

college experience to help visits be a better overall experience for students. This 
includes having students meet with different clubs or organizations that can share 
their college experience, sitting in a class, and meeting with faculty.  

 
Celebration 
 
BrookLynk ended the summer program with a celebration for the interns and supervisors, 
and their families. Interns shared amazing stories about how their experiences impacted 
their lives. Some BrookLynk stakeholders were present, but we weren’t able to get 
members of the media to attend. 

 

_____________________________ 
 
On August 12th, interns and supervisors gathered along with their families, local political 
leaders and other BrookLynk stakeholders to celebrate the end of the internships. The 
event was planned over the course of the summer by a group of interns, who also helped 
lead the celebration. The afternoon started with a welcome and lunch, followed by speeches 
from two of the interns and Mayor Jeffrey Lunde, a group activity for everyone, and a panel 
of 3 supervisors and 2 interns that discussed the importance of summer internships for high 
school students. At the end of the event, there were opportunities for all attendees to 
mingle, network, and take pictures together.  
 
Supervisors were introduced to parents and families, and it was amazing to see the 
interactions between them and how happy they were. The interns shared amazing stories 
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about what this summer meant to them and the impact it had. However, there was a lack of 
representation from the BrookLynk Steering Committee, with only 3 of the 11 members 
attending. The Sun Post and Channel 12 was invited to attend, and Channel 12 had agreed to 
come, but in the end there was no media presence. 
 
Suggestions for Improvement 
 

 Send personal invitations in the mail to funders, Alliance members, BrookLynk 
Steering Committee Members, employers, and families to result in a greater 
attendance.  

 Find ways to get media outlets to cover the events.  
 Have planning sessions for the celebration throughout the course of the summer. 

Having a committee comprised of interns and supervisors would lead to greater 
youth voice and participation from partners that we want included.  

 
Evaluations 
 
Minneapolis STEP-UP uses MHA Labs Skill Building Blocks to assess their interns’ skill 
development, but the framework is not as embedded in the programming as with 
BrookLynk. STEP-UP measures some long-term outcomes (e.g. high school attendance, 
graduation rate, behavior and grades and test scores, and college enrollment/persistence), 
but not any social-emotional learning skills. Surveys are given out to students before and 
after work readiness training, and there is an informal program evaluation process. 
BrookLynk created a robust evaluation plan (as evidenced by this report). 
 
We learned that having a staff person dedicated to documenting the program design, 
creating and implementing the evaluation plan, and producing reports to share essential 
data, was essential to our ability to develop and begin the program in a shortened time 
frame. We also learned that an outcome focused evaluation, using principles from 
developmental and process evaluation, yielded a variety of useful evaluation results needed 
in the first year of implementation, leading to in a shift towards a developmental approach.  

 

_____________________________ 
 
For the second year of BrookLynk, most of the evaluation framework was already in place 
from last year. However, doubling the number of students participating made evaluations 
more difficult. And only 79% of interns and 65% of supervisors filled our surveys at the end 
of the internships. 
 
The surveys that were collected provided a better understanding about everyone’s 
experience. When interns and supervisors were asked to provide insight on their 
experiences, they appeared to be very honest and open.  
 
Towards the end of the internships, supervisors were asked to evaluate and provide 
feedback to the interns on career skills via an MHA Labs assessment tool. Only 65% of the 
interns received a performance review however.  
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It became clear from feedback provided that many students and supervisors wanted to 
continue supporting BrookLynk beyond the summer opportunities, but there were no work 
plans developed for students for when they returned back to school.  
 
Suggestions for Improvement 
 

 Be explicit to the supervisors about our expectations of them including completing 
performance reviews and end of the summer surveys.  

 Connect participants to ways they can continue their Pathways to College and 
Career during the school year and beyond. 

 As program size increases, consider ways to automate data collection and analysis 
to make the evaluation more efficient. 

 
DISCUSSION 
Next evaluation questions and recommendations for improving the BrookLynk program are 
discussed below. 

 
Next Evaluation Questions 
This evaluation of the initial year of BrookLynk uncovered additional questions for further 
study. 
 

 Youth Participation. What program changes improve youth participation 
(application to the program, attending work readiness trainings, applying for 
internships), especially among targeted youth (Opportunity Youth and county-
involved youth)? How is STEP-UP able to retain 70% of their students from 
application to training? 

 Quality Assessment of Internships. Is the modified YPQA we used valid for 
assessing the quality of the internship experiences at employer locations and how 
can we improve it? 

 Professional Social Network Outcomes. Does a young person’s professional social 
network increase quantitatively and qualitatively as a result of the BrookLynk 
internship experience? 

 Check-Ins and Enrichment Activities. Dig deeper into the value of check-ins and 
enrichment activities to BrookLynk goals and outcomes. 

 Supervisor/Mentor Attributes. What attributes determine whether a supervisor 
and/or mentor are good at their roles both from an intern’s perspective and from a 
YPQA perspective? 

 
Recommendations for Improving BrookLynk 
The evaluation report generated nearly 80 suggestions to improve the BrookLynk Program. 
These recommendations are summarized below. 
 
Continue to expand business outreach to engage more employers, and in more types of 
career fields and opportunities for Year 3. From this year’s evaluation, develop 
meaningful and effective marketing materials that report the successes of the program. 
Reach out to employers in career fields that students have interests in. Work with our park 
and recreation departments to provide employment opportunities for 14-15 year olds and 
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with the HTC Internship Coordinator to establish internships for 18-21 year olds.  
 
Improve our youth outreach to reach young people, especially those people on non-
traditional pathways. In order to reach our goals for Year 3, we have to connect even more 
young people to BrookLynk. We should continue to improve our youth engagement strategy 
and strengthen our relationships with trusted adults in schools, college and career resource 
centers, and other youth-serving, especially those that provide case management support 
and services for disconnected and county-involved youth.  
 
Consider ways to improve the percentage of invited youth who attend work readiness 
training. We should implement the lessons learned from other youth employment 
programs about how they achieve lower attrition rates. Consider what motivations or 
incentives would increase attendance. Provide training at locations or times that are more 
convenient for students. Continue to connect with invited youth the week of training to 
remind them and offer last minute transportation.   
 
Improve the MHA Labs training and assessment materials for youth and supervisors. 
We again received feedback that showed youth, instructors, and supervisors liked the MHA 
Labs framework as it provided an objective tool to discuss career skills. Therefore, we 
should continue to provide instruction on how to better understand the framework and use 
the assessment tools.  
 
Continue to customize the work readiness training materials to help students be more 
work and internship-ready, and include more reflection, activities, and youth 
involvement. As we learned again from our quality assessment and surveys of the work 
readiness training, BrookLynk will need to further modify the STEP-UP training material to 
include changes in quality domains that where we scored low or that students and 
instructors requested. Consider decreasing the amount of material taught in trainings, and 
provide more opportunities for youth who have previously attended BrookLynk to be 
involved in the planning and training. 
 
Develop curriculum during internships to help students track their professional social 
networks. We know that increasing a young person’s professional social network allows 
them increased access to future career opportunities, so we should formalize how we 
educate interns and provide tools for them to track and increase the size of their networks. 
 
Refine the process for matching interns to internship opportunities. The BrookLynk 
program expects to increase in size again in Year 3 so we should improve the current 
process to ensure the matching can still be effective and efficient. Working with students 
and employers to improve the information they provide will help us to better match skills 
and interests to job descriptions and career fields. Consider how to best adopt STEP-UP’s 
tiered system for levels of internships offered. 
 
Better prepare employers and supervisors for the hiring and onboarding phase, and 
the internships. There were still some complications this year during the hiring and 
onboarding process. Recommendations for improvement include developing an HR 
guide/playbook for hiring high school interns, and asking employers to identify an 
internship coordinator to manage the hiring process of all interns. For the supervisor 
training, we should incorporate more practical information and tools about work with 
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youth and what the internship experience may be like, and provide education about what 
makes a high-quality youth development internship experience. 
 
Connect participants who completed the BrookLynk program to ways they can continue 
their Pathways to College and Career during the school year. After the work readiness 
training and internships, students who did not graduate and return to school should be 
connected to opportunities to continue exploring postsecondary and career options, and 
developing career skills. BrookLynk can work with school College and Career Resource 
Centers to develop year-round partnerships. The program should follow-up with 
BrookLynk alumni at the beginning of the year to remind them to reapply for the program 
or to help them get connected to internships or job opportunities. 
 
Create a media campaign targeting our stakeholders and community to better 
communicate the purpose and successes of BrookLynk. Communicating to our 
stakeholders and community about BrookLynk is an essential step in creating the political 
will that will sustain and grow the program. The recommendations included using the 
results of this evaluation to develop a media campaign to share the key messages of the 
2016 BrookLynk program to all stakeholders, especially Alliance partners, employers, and 
parents.  
 
Identify key components for a high quality program, and discuss cost and benefits with 
Alliance partners. The cost of operating BrookLynk is an important consideration in the 
City partners’ ability to take complete ownership of the program in 2018. Being able to 
identify component costs as associated with specific outcomes will increase our partners’ 
ability to understand and make important choices. 
 
Work to align local and state resources to fund BrookLynk operations and implement 
BrookLynk activities. We will continue develop various funding scenarios for how the 
Cities will fund BrookLynk operations, weaving together private, city, county, and state 
funds that will leverage dollars invested by employers. Similarly, BrookLynk needs to 
continue to leverage in-kind resources to help operate components of the program, such as 
the work readiness training. 
 
Continue to improve our evaluation process and tools. Especially as the BrookLynk 
program continues to scale up, the processes for collecting accurate and useful data from 
our youth and employer participants should be automated in order to evaluate the program 
more efficiently. 

 
FURTHER INFORMATION 
 
For further information on topics and data discussed in this report, please refer to the Youth 
Employment Program wiki site at the following address: 
 

https://sites.google.com/site/bbayouthemploymentprogram/ 

 
 

https://sites.google.com/site/bbayouthemploymentprogram/
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APPENDIX 
 

 BrookLynk Youth Employment Program Logic Model 
 

 BrookLynk Youth Employment Program Process Chart 
 

 2016 BrookLynk Evaluation Plan 
 

 2016 BrookLynk Outputs 
 

 Youth Program Quality Assessment for 2016 Get Ready! Work Readiness Training 


