Creating Best Practices with Employer Partners - How to
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A “QlliCk Stal't” G“ide tO Starting al'ld talking about: of semesters or quarters dedicated to school or work
Growing a Co-op or Internship Program INTERNSHIPS =

Part-time or full-time, supervised professional
experiences for students, often completed while
simultaneously taking classes; may be paid or unpaid
if working for a non-profit organization

Starting an internship or co-op program can seem
intimidating, especially for smaller companies where everyone
wears a lot of hats and there’s not always an official policy or
procedure for how things get done. Partnerships with local
colleges and universities are the best way to start connecting
with candidates — beyond that, here are some field-tested best
practices to help you get up and running in no time!
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Define and articulate what your organization
hopes to accomplish by building a program - what
does success look like?

RECRUITMENT A standard “welcome packet” with general
PIPELINE policies, expectations, program goals, and a
company map or seating chart for all co-ops/
interns can be a simple but powerful tool for
Organizations report a higher ROI with hiring co-ops getting them up and running quickly.
and interns when adopting the mindset of building
a recruitment pipeline (rather than sporadic or
overload hiring) Assigning both a supervisor AND a mentor
(with different roles) is a great way to increase
on-the-job performance throughout the term;
students may informally develop mentorship MENTOR
from other sources, but an assigned mentor

creates a “safe-space” if informal mentorship

doesn’t happen organically.

Academic calendars and timelines don’t always
directly align with those in industry. It’s typically
best to be thinking about and planning for co-op/
intern hiring at least 3 months prior to the season you
plan to hire for. Recruitment, hiring, and evaluating

is an ongoing process, so it’s possible to build in
reoccurring or cyclical activities. Conducting simple “exit research” with
co-ops/interns (formal or informal) to measure
how the experience met their expectations can —_—
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semester can have a stronger impact. Staying engaged with former co-ops/interns Br "
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potential to return for another semester (and M.D— +
Building an impactful relationship between re-integration when they return). —_ ‘m:p
universities and companies that hire co-ops/ — ,
interns requires ongoing brand-building and e ' ‘Go:
multiple touchpoints beyond a career. ’
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