STUDENT EDUCATIONAL EMPLOYMENT PROGRAM FOR

BASE FORCE RENEWAL EFFORTS

Purpose

This model presents a plan for base level use of the Student Educational Employment Program as a pipeline for Air Force civilian work force renewal.  The plan recommends the use of the Student Temporary Employment Program and the Student Career Experience Program to assist in renewal efforts.  Guidance for administration of these programs is found in 5 CFR 213.3202.

Discussion

Employers offering part-time internships and co-op jobs have the most effective recruiting strategies according to “The 1999 Employer Benchmark Survey” published by the National Association of Colleges and Employers (NACE).  Most students who participated in these part-time programs were eager to accept full time positions with the company upon completion of their education.  The Student Educational Employment Program offers an avenue for bases to follow suit.  AF bases are an integral part of the local communities and can work closely with universities, junior colleges and high schools to bring students into the base work force to give them exposure to AF employment.  The ultimate objective of these efforts is to build a steady flow of quality candidates for future PALACE Acquire (PAQ), COPPER CAP,  or local developmental positions to meet AF work force renewal objectives.  Every avenue available to provide entry-level opportunities must be used to prepare for the projected skills imbalance that is expected as retirement eligible employees leave the work force.

The Student Educational Employment Program gives students the opportunity to enter the AF work environment and earn an income while pursuing their education.  It also facilitates the development of partnerships between the AF and the colleges/universities to foster the development of students in disciplines, which will meet future work force renewal objectives.  Additionally, this approach provides opportunities for recruitment of underrepresented minorities into entry-level administrative and professional career fields with the AF.

Strategy
Resources:  The Base Commander, Executive Council or Cost Management Committees can set aside a specific number of funded positions or over hire positions funded through lapse rates to determine how many students that can be supported annually under this program.  Depending upon the grades of the funded authorizations, two or more students can be supported from the funding of one authorization, i.e., one GS-11 authorization could probably support three GS-1/2/3 students. 

Job Identification:  Civilian Personnel Office representatives should work closely with the organizations and career programs (AFPC/DPK) to identify potential placements based on career shortages and available disciplines offered at the local colleges.  The commitment of the organization and first-level supervisors is vital to the success of the program.  

College Relations:  Contacts should go beyond the College Placement Offices.  Base representatives should establish contacts with professors, student organizations and 

alumni groups  to ensure the widest dissemination of information about student employment programs offered at the base.  Additionally, relationships with high school faculty and students should be fostered to instill an early interest in student employment programs and future career opportunities.

Team Effort:  Full functional commitment to student programs should be encouraged through personnel/management committees, to ensure the functional representatives participate and play a significant role in the recruitment.  The Special Emphasis Program Managers (SEPMs) frequently have close community contacts and should be part of the team.  

Skill Requirements:  Skills necessary for successful job performance usually consists of basic knowledge of computer operation, telephone/receptionist skills, mail distribution, filing and office supply maintenance.  These are examples of simple clerical skills required for these entry-level positions.  For the student career experience position (formerly called co-op positions), formal training plans, which conform to the students’ course of study must be established with the college or university.

Employment Track:  The Student Educational Employment Program includes the Student Temporary Employment Program, which introduces students to the work environment and teaches them workplace skills.  This track would be suitable for the first phase of the model, which would focus on college freshmen, sophomore and high school students.  In the second phase, the Student Career Experience Program provides experience that is related to the academic and career goals of the student and would be appropriate for the students entering their junior year of college. For some occupations, the base can consider students pursuing graduate or professional degrees under these programs.  Conversion from the temporary plan to the career experience program is quite simple.

Students are eligible for these programs if they are enrolled at least half-time as defined by the school or university and are pursuing: 1) a High School Diploma or General Equivalency Diploma (GED); 2) Vocational/Technical Certificate; 3) Associate Degree; 4) Baccalaureate Degree; 5) Graduate Degree; or 6) Professional Degree.  They must be at least 16 years of age.

Sponsor/Mentor:  Each student must be assigned a sponsor or mentor who is responsible for ensuring the student understands his/her responsibilities as an AF employee.  The sponsor should meet with the student frequently to discuss work assignments and help the student adjust to the work environment.  The sponsor should arrange a tour of the base facilities and ensure the student has worked out transportation to and from the office. It is critical that the student fully understands the mission of the organization and appreciates how his/her efforts contribute to mission goals. Additionally, the sponsor should ensure the student has been introduced to helpful employees who can show him/her the office processes and provide social opportunities such as joining the lunch and/or sports groups.  The sponsor/mentor works closely with the supervisor to coordinate the successful work/study experience.

Conversion to PAQ or Local Developmental Position:  A minimum of 640 work hours is required in order for the student to be eligible for non-competitive conversion to a career-conditional appointment to either the PAQ program or a local base developmental position.  The PAQ program requires the individual to sign a mobility agreement and be placed on a position funded by the central salary account.  If selected as a PAQ, the incumbent would become an AF managed resource, subject to placement at locations where AF has the most need for the occupation.

Implementation Plan
· Commander’s approval and allocation of funded work years.

· Identification of skills required and potential future career shortages.

· Civilian Personnel Officer facilitates a meeting with the principles:

· College/High School Representatives

· Functional managers

· Personnel Staffing Specialists

· Representatives of each Special Emphasis Program

· Purpose of the Meeting:

· Define Roles and objectives

· Clarify skill requirements and ensure curriculums correlate with skills     needs

· Discuss publicity avenues for advertising career opportunities

· The Civilian Personnel Flight announces the positions each year to all area schools/colleges.

· School counselors ensure students are aware of the advertised positions and encourage high-potential students to apply.

· Announcement outlines the following:

· Student eligibility.

· Describes the challenging work assignments during non-school periods and, at the college or university level, alternating periods of work and academic instruction consistent with the respective institutions’ cooperative education agreement.

· Selectees who complete the desired high school and/or college curriculums, have the required grade-point-average and an unblemished work record, will be converted to career-conditional (permanent) appointments at the highest authorized grade level consistent with their academic achievements (typically GS-7) with known promotion potential to the GS-11 (or GS-12 for engineers).

· Selections are made using the base level selection procedures.

Expected Benefits

· Meet AF work force renewal objectives

· Entry into a positive community-AF partnership to “grow” talent needed in the out-years

· Provide increased opportunities for underrepresented minorities to enter administrative and professional career fields with the AF

· Assist in the execution of work years 

