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Section 3
~ Case Studies ~

Interviews with feedback and learning from young people who have taken part in a recruitment process. 
Case study 1
Appointment of Parent Support Adviser, Somerset

Case study 2 
Appointment of Youth Democracy worker, Bournemouth

Case study 3 
Appointment of Head of Inclusion and Achievement, Bournemouth

Case study 4 
Appointment of Educational Welfare Officer, Devon

Case study 5 
Appointment of Parent Support Adviser, Somerset
Adult views on the involvement of young people in the recruitment process. 

Case study 6 
What’s it like being interviewed by young people? 

Case study 7 
Should young people be trained before taking part in a recruitment & selection process? One youth worker’s perspective.

Policies and guidelines 

Case study 8  
Somerset County Council guidelines for involving children and young people in the selection and recruitment of staff.
Case study 9 
A recruitment checklist (adapted from the Gloucestershire Network of Participation Workers).

*If you are using the electronic version of this toolkit you will be able to use the checklist interactively to record your progress. 

Case study 10 
A review of activity around the region
Case study 11  
Hear by Right and the recruitment & selection of staff 
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~   Case Study 1   ~
Appointment of Parent Support Adviser, Somerset
Who did you recruit? 

I’ve been involved in the recruitment of a Parent Support Adviser (PSA), a Head of Service and also a Locality Manager – all for Somerset County Council.  I was asked to do the PSA post by school – they know I’m a Member of the Youth Parliament (MYP) and asked me to be the student rep. For the other posts I was invited to take part either because I’m an MYP or on the Youth Opportunities Fund (YOF) panel.
Training 
For the Locality Manager we had some training for 1 or 2 hours in the evening, about a week before the interviews. We met with someone who explained about the post, the qualities of the candidate they were looking for and some ideas for questions. Our youth worker was there for support. We then came up with a set of questions to ask at the interview. 

How much weighting did young people’s views have in the process? 

For the Head of Service post I felt that we weren’t listened to and our views ignored. Our part in the whole process was small, but we felt overlooked. I gave that feedback to our youth worker and it did lead to changes. 

For the Locality Manager, we fed back to the adult panel about the people we liked and disliked and who we preferred for the post. There was 2 way feedback and the candidate appointed was the one we wanted. 
Rewards and incentives
Interviews were held during school time and so there was no payment – school was fine about me being involved. I got a certificate and for one of the interviews they promised a voucher, but it never appeared! 
What did you learn? 

I learnt about the recruitment process. I was very nervous, so it’s made me see how it is from the other side. Knowing the interviewer was probably nervous helped me with my own nerves at my college interview. 

Was it worth it? 

Yes, definitely. I was nervous, but it is fun. A letter of thanks is important and also recognition to use on your CV. 
What are your top tips if you did it again?

For young people don’t be afraid to ask more questions to get more information from your candidates.  Be supportive in your body language. 
Money isn’t important, recognition is, but if you say you are going to give a voucher then please do it! Involving young people in interviews is a great way to change the balance of power. 
Interview with Lydia Cheyne – young person from Somerset 
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~   Case Study 2 ~
Appointment of Youth Democracy Worker, Bournemouth
Who did you recruit? 

As part of the Bournemouth Youth Council I was on the young people's panel to employ a new Local Democracy Youth Worker. Everyone on the youth council was invited to be involved and the interviews were scheduled at the same time as our normal meeting, so that meant about 10 young people took part in the process. 

Training 

The only training I received was information and advice from my current youth worker. We didn’t get the chance to develop the job description and person specification – I would have liked to have done that. I can’t remember why we didn’t; it was explained at the time. 

In a previous meeting, with the help of our youth worker we thought about what type of person we wanted and what questions we could ask that tested these. It was explained that we couldn’t score the candidates on things like what football team they supported! 

On the night, the questions were all put on a table and we picked one to ask. The candidates rotated around us – a bit like the political speed dating activity. We gave everyone a mark out of 10. The score cards were then handed in straight away, we were not allowed to discuss our marks with each other and change them. 

How much weighting did young people’s views have in the process? 

The marks were all added together and the names of the three highest scoring candidates were put in a sealed envelope. An adult panel then chose their favourite and unsealed our envelope - if it was one of the top three then they were allowed to employ them.

Rewards and incentives  

We didn’t get paid as the process was done as part of the youth council meeting in the 

evening. However, we did all get pizza at the end of the evening! 

What did you learn? 

I learnt a sample of the process of how people get employed. Also communication skills. 

We didn’t get a certificate to put in our portfolio – that would have been nice.  

Was it worth it? 

It’s a good idea to involve young people in the process and I learnt from the experience. I also felt that the interview panel did take and respect my views. It was definitely a useful and enjoyable experience - even though there was next to no training I learnt masses on the day of the interviewing. 

What are your top tips if you did it again?

I think there should have been more serious questions. What’s the most creative thing you can do with a potato does test a candidates sense of humour, but maybe we had too many of those! 

Interview with Dominic King - young person from Bournemouth

Section 3

~   Case Study 3 ~

Appointment of Head of Inclusion and Achievement, Bournemouth

Who did you recruit? 

I was involved in the recruitment of the Head of Inclusion and Achievement for Bournemouth Borough Council. I was asked through my youth worker because I am an MYP (Member of the Youth Parliament) and also belong to a youth group.  

What training did you receive? 

We did have training for one evening a week for about 3 weeks. Each session was a couple of hours. The training helped us understand the recruitment process, how not to be biased, what you’d expect from interviews and how to use questions to get the information you need and make it more of a conversation. 

We did the short listing and looked at all the applications. We looked at positives and negatives, their experience and why they wanted the job. We had guidance from youth workers and knew that certain factors were more important and others less important. That gave us 4 candidates and we decided how the candidates would be tested. The group agreed to ask questions and we decided on the questions and thought about the answers we were expecting. 

There were 5 young people on the panel. In the interview they had to explain how they would budget and how they would give youth services the money they needed and also young people the money to change things. 

How much weighting did young people’s views have in the process? 

The candidates were interviewed by young people and then adults. We reported our verdict to the adult panel and the person we chose was the one they appointed. I don’t know if that was a coincidence?  

Rewards and incentives
We got a £10 gift voucher to reflect that the training was done in the evening and we had to give up our time. The interview day was in school time, but I had no problem getting the time off.  

What did you learn? 

The training I did and skills I learnt counted towards my Bournemouth Award and also Millennium Volunteers.  The training was good, I was glad to have it and I learnt about how the recruitment process works. I’ve now got more confidence in talking to adults.  I took away tips for my college interview – how to present yourself and go in with confidence. Also what the people interviewing you are looking for. 

Was it worth it? 

It was definitely a valuable experience. I do think I was listened to, it wasn’t tokenistic. 

What are your top tips if you did it again?

For young people - make the most of it, you have to be adventurous in what you ask and the task you set. Don’t make it easy, but not boring either. We asked them to draw a map of the area and indicate young people’s services and activities – labelling them up tested their homework and knowledge of the area.  
It’s useful if the youth worker supporting you has experience and knowledge of recruitment. 

Interview with Lydia Green, young person from Bournemouth 
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~ Case Study 4 ~
Appointment of Educational Welfare Officer, Devon
Who did you recruit? 

I was involved in the recruitment of an Educational Welfare Officer.

Training 
When we arrived at the building, Liam came down to us at reception and introduced himself, straight away we felt that we was being treated with respect and trust. Then we were shown to the interview room and Liam explained what was happening throughout the day and if we were OK and had any questions. He then introduced his colleagues who was interviewing with him. We was told it would be a little wait before the first interview as the candidate had to be interviewed by them first , then they would be brought to us in around an hour. 

When it was time Liam would knock on the door and then the candidate would be brought into us and introduced which made me feel really important. 

We then asked some questions that we had worked on prior to the interviews and generally got into a conversation with the candidate who would ask stuff like how long have we been doing this and have a laugh and a joke, this was nice. 

How much weighting did young people views have in the process? 

After all the candidates we sat down with Liam and his colleagues and they asked us what we thought of each candidate and who we would give the job to, which made us feel that we were in charge and important. We ended up choosing two candidates who we thought would be great and Liam said he would let us know what happened. 

A few weeks later Liam sent us all letters to say that the candidates we chose had been offered the job and that we had done a great job which made it feel worth while.
Was it worth it? 

Now every time I see Liam he comes straight up to me and shakes my hand and asks how everything is. 

It makes us feel great that we made a difference. 

Written by David Dennis, Young Devon    
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~ Case Study 5 ~

Appointment of Parent Support Adviser, Somerset
Who did you recruit? 

I was involved in the recruitment of Parent Support Advisers for a local infant school. 

I’m involved with the UK Youth Parliament Advisory Group and was asked through that, as I attend the nearby secondary school. 

Training 
I didn’t have any training, but we had a briefing from a youth worker. We had questions given to us such as ‘Why do you want this post?’ We didn’t have score sheets, but we made notes on their answers. We swapped the questions around for each candidate to make it more interesting. 

How much weighting did young people’s views have in the process? 

There were 3 panels on the day – one of young people (me and 2 other young people), a staff panel and also one of governors. The candidates moved between all three panels. After the interviews we all met and talked through each applicant and their suitability for the post. We reached agreement together by consensus – so young people’s views had equal weighting to the other panels. 

Rewards and incentives
There wasn’t any payment as the interviews were done during a school day. I did receive a certificate confirming my competency in taking part in a recruitment process which I was able to put in my portfolio. It’s a good way to record achievement and new skills so you have proof. 
What did you learn? 

I think that adults only care about young people’s opinions when they want to. My involvement was last minute (asked on a Sunday and the interviews were on Monday), so that didn’t help and it meant school were a bit difficult. I was surprised that the applicants were not that shocked to be interviewed by young people, I didn’t expect that. 

Was it worth it? 

Yes, it was definitely worth being involved. We were asked what we thought and those views were listened to. It’s also worth doing as you get a chance to be an interviewer, as opposed to being the applicant. When I have my interview for college it will help me put myself in that mindset. 
What are your top tips if you did it again?

If you are a young person try not to be nervous – the candidate will be feeling worse than you! 

If the interviews are during the school day then that needs to be arranged well in advance. My school were funny about it, but there had been a breakdown in communication as the youth worker didn’t phone my school in advance. Once everything had been properly explained school was OK about it. 

Interview with Ben Salisbury - young person from Somerset  

Section 3

~ Case Study 6 ~

What’s it like being interviewed by young people? 
What’s your job? 

As a clinical psychologist much of my work is consultation with foster carers. There is some individual assessment with young people and some therapy. I also give support to other staff – other psychologists, outreach workers and residential workers.  There is not a huge amount of contact time with young people, but it’s very important for me to know what their views are of the service we are providing. 

What was the interview process? 

Each of the 3 candidates was paired with a young person. You had to make 3 items of clothing with newspaper. I did want to make a good outfit, so it was task orientated, but at the same time I knew I wasn’t being tested on my dressmaking abilities! It was about my ability to work as a team and how I interacted with young people. Before the task there was an informal discussion over a buffet and after the task there were formal questions from the young people. 

How did you find it? 

We knew that the interview process would include input from young people, but no more than that. It was the first time that I had been interviewed by young people and I actually quite enjoyed it, but I think other candidates may have been a bit uncomfortable. We had to wear the costumes into the interview room and make a funny entrance – that was the most embarrassing bit.  It was a difficult task and took you out of your comfort zone – but it was also fun. 

Was it useful? 

I didn’t know how much weighting was given to the young people’s views; however I felt it certainly wasn’t lip service. I thought their involvement switched the whole power balance and the young people were able to take the lead. I didn’t expect their questions to be as well formed; I thought they would be more generic. They used ‘what ifs’ and gave a scenario – the questions were thoughtful, challenging and interesting. The questions also gave me an insight into what the care system is like for them, so that was a good introduction to issues I’d encounter in the service. 
Top tips 

· If young people are not involved in the recruitment process, then they should definitely be involved in the induction of staff. It is an essential part of getting to know the service and the issues you will face.  
· My interview involved young people who had experience of the care process. That meant their questions were relevant and I could also ask questions back such as would my answer have been helpful for you? All extremely valuable in giving me a picture of the service. 

· A task is fun to do with the other candidates present, but maybe it shouldn’t have been made as competitive, we could have done it together as a group. 

· The task did test the candidates’ ability to relate to young people. Even though I don’t have much direct contact with young people, I need to have that skill so I can support other people who do in suggesting what might work best. 

Interview with Sarah Mundy, a Clinical Psychologist in Cornwall
Section 3
~ Case Study 7 ~

Should young people be trained before taking part in a recruitment & selection process? One youth worker’s perspective.
In 2003 whilst working as a playwork trainer I wrote two articles about how I believed children ought to be involved in recruitment processes. These beliefs were based on the notion that skilled people are required to carry out interviews and therefore people who do not have those skills ought to be trained in them so they can then take part. To some degree I can see why we do that. We may feel that people carrying out interviews need to make good eye contact, or manage time carefully, or extract information relevant to a job specification, or ensure equality of opportunity is being applied, etc, etc, etc. These are all useful skills.

More recently I have had to question the methodology and the thinking around this approach. I am questioning now whether or not that is actually what we should be seeking when we involve children and young people in the recruitment process.  My thinking around participation is that we involve children because we want their input on an issue so that we can say children have been consulted, included or involved in those things that may have an impact on or in their daily lives. It’s a sort of quality assurance that we haven’t adulterated everything we do for children and young people – of course this is just a simplistic viewpoint I am portraying of a much deeper and wider approach to our work with children. 
However, the crux of all of this is that it is not only good and wholesome to involve children, but needed if we want to live in a truly democratic and inclusive society where children and adults alike, as human beings, have equal rights, choices, and perhaps in some cases, responsibilities.

Therefore, my thinking is that when we ask a child to be involved in recruitment, for example, we are asking the person they are now, the child they are now, because it is that child’s view on the world that we want to inform the recruitment process. If, however, we follow this through, should we therefore be equipping children with ‘interview’ skills, because are we not then changing who that person is because we feel they need certain skills to have a voice? Albeit, the skills that we as adults believe they need to take part.  In a sense this is antithetical to inclusive practice; because we are saying for you to be included we will specify the criteria for that inclusivity. And if you

don’t have these, then you cannot be included, which counters the very nature of inclusivity!!!

If we have to ‘train’ children up with skills so that they can take part in something, they are no longer the authentic children they were, they are now something different. They are now more like the equipped people we want them to be. Therefore it is no longer their authentic voice, it’s their voice

through the filters we have supplied them with. Have we not therefore tainted their voices?  Have we not engineered how they will participate? And if we have, why have we done this, and for whose purpose or needs does it serve?

Written by Philip Waters, youth worker in Cornwall 
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~ Case Study 8 ~

Example of a Recruitment & Selection policy,

 Somerset County Council

Guidelines for involving children and young people in the selection and recruitment of staff.

Somerset County Council has formally adopted the UN charter article 12 that states; ‘Children and Young People should be involved in decisions that affect their lives’.

In relation to the recruitment and selection of staff this means that where staff are employed to deliver front line services for children and young people either directly or as managers, children and young people (C&YP) must be involved in some part of the selection process. Within the Children and Young People’s Directorate the majority of posts will affect C&YP and so the extent of their involvement needs to be assessed. Not whether they need to be!
In the wider work of the County Council all Directorates must ensure that managers making appointments assess how much of an impact these post will have on the lives of children and young people and respond accordingly. E.g. Community Services. Libraries, Transport. 

Children &Young People’s involvement in recruitment. 

As with all aspects of appointments, the recruitment process should begin with a review of the work of the previous post holder or, in the case of a new post, with consultation on the purpose of the work and its key duties. 

Local managers need to ensure that they have listened to the views and ideas about the role from the children and young people who will directly receive the service. Children and young people can be asked to contribute to aspects of the job description and the wording of an advert, particularly advertisements for front line posts like foster carers, residential social workers and youth workers. School and College Governors should ensure C&YP are fully and appropriately involved in the appointment of teaching and support staff. 

Selection. 

In drawing up the ‘essential’ and ‘desirable’ criteria of the person specification children and young people can be invited to contribute in three ways:

1) Informal conversations. As with recruitment, informal conversations can take place between managers and children and young people about the key aspects of the role and the qualities and skills that children and young people think the post requires. These contributions can be written into the person specification.

2) Generic work. Organisations/Directorates may want to consider working with a focus group of children and young people once a year to agree some generic qualities that should go into the person specification for all the posts. 

N.B. Recently Barnardos conducted work like this identifying the key aspects for teachers who work with children with special needs. Their comments and ideas have contributed to the Workforce Strategy paper.

3) Formal involvement. For senior posts in particular, a group of children and young people should be consulted on the person specification. This is a very effective way for School Councils to be involved when appointing Head teachers and staff to the schools leadership teams.

Selection. The interview process. 

Local Managers have to assess how best to involve children and young people in the interview. There are three types of involvement, passive, active and fully participating.

Passive. Children and young people are involved at the meeting and greeting stage of the interview process and acting as ambassadors and hosts for the candidates. Generally there is no further involvement in decision-making although individual members of the selection panels do sometimes seek value judgements from children and young people.

Active engagement. 1

Children and young people are asked to formulate two or three questions, which are submitted to the panel. The panel chooses and asks the questions on the C&YP’s behalf. Good practice would be to give feedback on how the questions were answered and why the successful candidate was appointed. As part of their learning C&YP need to understand that their questions form one part of the selection criteria and other aspects may influence the decisions. 

Active engagement. 2 

In certain formal settings staff are asked to give demonstrations lessons or invited to meet children and young people in their own environment. Eg in a youth club or residential home. 

The selection panel need to consider how children and young people’s views are fed into their decision-making processes. In the case of demonstration lessons often professionals observe this. Assessment of candidate’s abilities should not only include a ‘good lesson taught’ but also an evaluation of what was learnt by involving pupil feedback.

Active engagement 3 

Conversational panels – normally used when a large group of children or young people wish to be involved. Candidates are asked to meet for 5-10 minutes with a carousel of small panels in an informal social setting eg with refreshments.  Panels should have themes for discussion but no formal questions. The conversational group feeds the information to a member of the selection panel as views and comments, the panels may make some judgements and these can be used in the decision making process in the same way as any group exercise.

Fully Participative.

Children and young people are recruited and trained to take part in the selection process. This requires an appropriate panel of young people being identified who have experience of the service being recruited for. As with the formal panel they are provided with all the information concerning the job. In some cases it may be appropriate to be involved in the short listing of the candidates.  With the support of a professional, the group devises its own set of questions and has a formal role on the selection day as part of the main selection process.

The responses from this panel form part of the main selection process. The weight and significance of the children/ youth panel will vary given the emphasis of the work. For managers and senior professionals the C&YP panel will provide a perspective. With frontline professionals, the C&YP’s judgement should have significant weighting. 

For Youth Worker/Social Workers/Voluntary sector appointments then the views of the children/youth panel should be the key factor.

Very good practice in active engagement would see the chair of the children/youth panel involved in the final selection, ensuring not only that the view the youth panel are taking into account, but also in the final selection, that there is a C&YP perspective in the final decision. 

In certain instances there is a model where the adult panel selects two or three candidates as suitable and the C&YP panel with choices for the appointment from the short list. 

Key points to consider.

When involving children and young people in recruitment and selection the following points have to be taken into account:

1) That children and young people should be involved at the very initial stages and can contribute immensely to the recruitment and selection process 

2) Children and young people need support, training and time. Involvement may require parental and school/college agreement so their involvement should be organised at the same time as the advertisement.

3) Recruitment and selection panels need to recognise that to involve children and young people there are equalities and accessible issues to consider. In selecting a venue to hold the interviews, is it accessible and what resources are available to ensure children and young people can get to it?(Unlike most panel members C&YP do not drive!!). The timing of the interviews has to be considered. Is this appropriate for children and young people (and for that matter parents and carers). The professional working day often excludes children and young people or requires parental and school/college consent forms for their involvement.

4) Young people’s experiences of being involved in recruitment and selection shows that they value having a range of opportunities to get involved, having support from professionals and structures to work in, being able to learn new things, gain experience and be respected for their contribution. Young people did not want to be involved if they were not respected, not listened to, blocked in their initiative or if nothing happened as a result.
N.B. When involving C&YP in the recruitment and selection process reference needs to be made to the Rewards and Awards guidance paper.

Summary

The ideal model is that children and young peoples are involved in the job description, the person specification, in the short-listing process and trained to be able to contribute in the formal selection panel. 

However, recognising that for various jobs and with certain young people this will not always be possible, managers need to ensure that they involve children and young people as appropriately as they can.  

Written by John Batt, Somerset County Council 

2008

Another useful resource is case study 9, a checklist for young people’s involvement in the recruitment process from Gloucestershire County Council. 
Section 3

~   Case Study 9 ~

A checklist for involving young people

The process
 FORMCHECKBOX 

Does the post impact directly or indirectly on young people (yp)? 

 FORMCHECKBOX 

Are you clear about what involvement young people will have in the process?

 FORMCHECKBOX 

Are you clear about the weighting their views will have on the decision? 

 FORMCHECKBOX 

Do you want to proceed!

Liaise & support 

Allocate a person within Human Resources to liaise with the youth worker/PA/participation worker:      
Agree who will support young people on the day:      
Agree who will train/brief the young people:      
Notification

 FORMCHECKBOX 

Is there 4 weeks notice to involve yp to allow adequate time for training/briefing?

 FORMCHECKBOX 

Inform support worker of timescales for closing dates, short listing and interview dates.


(Please do not change interview date without consultation that this is still possible for the yp.)

Clarify format of interviews & process

 FORMCHECKBOX 

Will young people be involved in writing the job description (jd) & person spec?

 FORMCHECKBOX 

Will young people be involved in designing the advert?

 FORMCHECKBOX 

Will there be a young people’s panel?

 FORMCHECKBOX 

Will there be young people on the main panel? 

 FORMCHECKBOX 

Will young people design an activity or task for the candidates?

In advance of the training, please supply 

 FORMCHECKBOX 

A job description and person specification (unless young people are writing these)

 FORMCHECKBOX 

Background information on the post

 FORMCHECKBOX 

Background information about the organisation & a structure chart

Candidates & application forms

 FORMCHECKBOX 

Please supply copies of application forms

What weighting will the young people’s views have in the process:      
 FORMCHECKBOX 

Have the panel & HR been informed?


Timings 

Timings of interview

 FORMCHECKBOX 

If relevant, has time off school/ college been arranged for participants?

 FORMCHECKBOX 

Are there a realistic number of candidates on the day?

 FORMCHECKBOX 

Are candidate’s interviews or tasks spaced out enough, but not too far apart to leave the yp waiting?

Logistics

Who is organising transport for young people?      
Who is paying for transport costs?      
Has appropriate space & rooms been booked for youth panel?      
Has any equipment / materials requested by young people been provided?      
On the day
 FORMCHECKBOX 

Is time allowed for the youth panel to discuss their questions and re-familiarise themselves with candidate’s information?

 FORMCHECKBOX 

Is time for feedback provided?

Refreshments
 FORMCHECKBOX 

Arrange drinks, biscuits and regular breaks

 FORMCHECKBOX 

Arrange lunch if appropriate

Feedback

 FORMCHECKBOX 

Feedback on the decision made should be prompt and given to the support worker on the same day

 FORMCHECKBOX 

The support worker will then inform young people

 FORMCHECKBOX 

Relevant manager to write formally to each young person thanking them within 1 week

 FORMCHECKBOX 

If appropriate, young people to meet with the successful candidate as part of induction process, or within 3 months of taking up post. 

Evaluation
 FORMCHECKBOX 

Is a system of evaluation/feedback in place for young people, adults and candidates?  

 FORMCHECKBOX 

Young people to give feedback to support worker

 FORMCHECKBOX 

Feedback supplied & discussed with HR

Rewards & accreditation
 FORMCHECKBOX 

Have young people been rewarded & accredited for their involvement according to local policies & relevant accreditation awards?
This checklist has been adapted from the interview training programme developed by YouthCAN – Gloucestershire network of Participation workers
Section 3

~   Case Study 10 ~

Who’s doing what - A review of work across the region?

This is a list of the resources used in the development of this toolkit. These were collected over the period of this project which was January – March 2008 and relied on information supplied by Participation Workers and Local Workforce Leads. 

Other good packs and resources from outside the region are listed in section 1 of the toolkit

Policies & strategies for the involvement of young people
Somerset County Council have produced a set of guidelines for the involvement of children And young people in the selection and recruitment of staff. This is included in section 3 of this toolkit as case study 8.

A checklist for involving children and young people in the interview process
YouthCAN – the Gloucestershire Network of Participation Workers have produced a useful checklist for involving children and young people which has been adapted and included in section 3 of this toolkit as case study 9. 

Resources 

Children’s Fund 

Dorset, Bournemouth, Poole and Wiltshire Children’s Funds have all worked with local partners to produce a resource pack with guidelines and activities to support the training of children and young people in the recruitment process. 

Torbay Children’s Fund are also currently working on a resource pack, but this was not completed in time to contribute towards this toolkit. 

Poole Children’s Fund have developed a set of training tools that can be used by young people who have been part of a recruitment process to train other young people.   

Connexions
Connexions West of England has produced notes and a workshop for young people taking part in the recruitment of connexions staff. 

Connexions Wiltshire & Swindon contributed to the resource pack produced by Wiltshire Children’s Fund (see above). 

Partnership projects  

YouthCan- the Gloucestershire Network of Participation workers has produced a toolkit of activities to help train young people take part in the recruitment process.

Young Devon (Formerly Devon Youth Association) is a charity that was established in 1949 to support and deliver services to young people living in Devon. PIA (Participation in Action) is a 2 year Big Lottery funded project that has been under development by Young Devon for 6 years in recognition of our belief that achieving meaningful participation requires investment in young people through their confidence, knowledge and skills. As part of the project, they have developed a toolkit which supports young people in becoming a Young Interview Panellist. There is more information about this & the whole project at http://www.dya.org.uk/pia.asp
Section 3

~   Case Study 11 ~

Hear by Right and the recruitment and selection of Staff

What is Hear by Right?
Hear by Right offers a tried and tested standards framework for organisations to assess and improve policy and practice in the active involvement of children and young people. 
It was developed by the National Youth Agency (NYA) and Local Government Association (LGA) in conjunction with local authorities and partner organisations and is widely used by councils, other public bodies and the voluntary and community sector.
Hear by Right is an excellent tool to use across Children’s Services authorities and with partners within Children and Young People's Trusts, to map current evidence of practice in part or all of the services and to plan priority developments

Using Hear by Right 

Using the Hear by Right standards framework secures the sustained and effective participation of children and young people. The standards enable its continual improvement in an organisation. They can be applied to all services that directly or indirectly affect children and young people. The standards encourage inclusion of a wide range of children and young people, while urging care in choosing approaches appropriate to different ages, abilities and understanding. 


Seven standards 

There are seven standards: shared values, strategies, structures, systems, staff, skills and knowledge, style of leadership. They form a practical, evidence based model of how to achieve change in an organisation, showing how each relies on the other to move forward. The shared values are at the core of the framework. The standards require self-assessment at three levels: Emerging, Established and Advanced. Each level builds on the previous one. Emerging level covers the fundamental elements of participation in any organisation. There are seven indicators for each of the seven standards. 

Our three golden rules
Hear by Right offers a robust but also extremely flexible tool, enabling organisations to decide on the best process for them of agreeing their participation priorities, mapping existing practice and action planning. Whatever the process chosen, three key questions form a useful checklist to safeguard against tokenism and the integrity of the Hear by Right standards framework. Does the proposed process ensure: 1. Effective mapping and planning for the participation of children and young people? 2. Recording evidence of dialogue and change in the organisation and in the lives of children and young people, which includes 3. Evidence from children and young people themselves?

Staff recruitment and selection
One of the seven standards addresses Staff, with the following commentary. 
Staff support and contribute to the development of practice and policy on the active involvement of children and young people in decision-making. Many will need only to appreciate the benefits to support change, though some may be reluctant to share power. Recruitment and selection, induction, supervision and appraisal are all important ways to help bring about change in an organisation. 
Having dedicated and accountable staff to implement the active involvement strategy is vital, combining direct work skills with children and young people with strategic impact. These posts will need to be resourced adequately. Children and young people will take an increasing role in recruitment and induction processes.

The seven indicators for Staff across the three levels are: 

Emerging indicators are the three building blocks of job descriptions, recruitment processes involving children and young people and supervision and appraisal. Established indicators build in children and young people’s participation in staffing through their more systematic involvement in recruitment and induction of staff and managers, as well as young people being volunteers or employed. Advanced indicators demonstrate children and young people’s participation in recruitment for a wide range of staff and managers across an organisation or partnership, as well as in induction of elected members or trustees.  


Shared learning: what’s on the web

Hear by Right is far bigger than the book. On the website at http://www.nya.org.uk/hearbyright you will find a wealth of extra information and shared learning.

The website includes details on getting started with Hear by Right, stories of how others are using Hear by Right and downloads of all the resources on the CD.

At the core of the website are the ‘explore hear by right in detail’ pages – designed to help you locate shared mapping and planning examples and to find shared resources by organisation, sector or indicator. The section on Staff covers recruitment and selection. The website also includes the ‘local network map’ allowing you to locate other organisations in your area who are using Hear by Right.

For further information, contact participation@nya.org.uk 

Written by Bill Badham, National Youth Agency 



Emerging


5.1 Relevant job descriptions specify skills and commitment to active involvement


5.2 Children and young people contribute to the recruitment and selection and induction of key staff


 5.3 Supervision and appraisal of relevant staff include reviewing their contribution to enabling the effective influence of children and young people on the organisation�
Established 


5.4 Recruitment information and induction of all staff and managers identify the importance of the voice and influence of children and young people for the organisation 


5.5 Young people are volunteers or employed in the organisation, for example as trainers, researchers or mentors


�
Advanced


5.6 Children and young people take an active part in the recruitment, selection and induction of a range of staff and managers across the organisation or partnerships.





5.7 Children and young people take an active part in the induction of elected members or trustees


�
�
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