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Welcome to the third edition of  �Piloting Notes!�, a series of 
short documents providing guidance for the implementation of 
certain refinements to CCF�s program model. 

Last time, in the second �Piloting Notes!�, we outlined the basic 
structure of pilot operations.  This edition is focused on how to 
approach one of the most important decisions to be made when 
implementing changes to our program approach: how to make 
sure that the right people are in the right positions! 

 

Education, Qualifications, Experience Are 
Very Important, But . . . 

When we recruit staff, we look for certain 
qualifications.  We consider educational 
levels, relevant experience, references, we 
look at how well the candidates will fit into the 
team, and so on.   

But recruitment is a process through which an 
organization signals what it values and what it 
believesi.  So while all the aspects mentioned 
above are important, we must never forget 
that attitudes and behaviors are key, 
especially for Area staff whose role is to build 
the capacity of Area Federations! 

 

. . . Don�t Forget 
Attitudes and 
Behaviors! 

Some important attitudes 
and behaviors, noted by 
another INGO, include: 

• �Behaving in a way that 
is not domineering or 

patronizing but that genuinely shares power 
with others rather than keeps it for oneself. 

• Behaving in a way that makes room for those 
excluded to fully participate. 

• Holding an attitude that reflects the need to 
address inequity in gender, caste, ethnic 
identity or religion in all of our work. 

• Recognizing that to help relevant people take 
part in all stages and levels is basic to our 
work. In this we note that �consultation� does 
not necessarily achieve participation. 

• Holding an attitude that reflects how much we 
can learn from others who are aiming for 
similar goals by different methods.  In so 
doing we are aware that we are all still looking 
for a lasting solution to poverty. 

• Behaving with good humor and a sense of 
balance, appreciating the resilience and 
ingenuity of poor and marginalized people.  
After all, we work with people who � even in 
abject poverty � present genuinely happy 
faces. 

• To listen in a way that understands the 
different cultural, language and 
communications characteristics of othersii.� 

So, when recruiting Area staff, in addition to 
assuring that candidates have the 
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competencies, skills and experience needed 
to do the job, we must probe very deeply to 
ascertain that their attitudes and behaviors 
are consistent with our commitment to 
working alongside the poor, and poor 
children, in an appreciative, respectful, and 
empowering manner.  

How can we make sure? Actually, it all 
comes down to recruiting, and supporting, 
the program team in the Area!   

Here are some ideas for that first crucial 
step: recruiting. 

 

The Recruitment Process 

We need to always keep in mind that 
effective recruitment processes includeiii: 

• realistic timetables to review the job and 
recruit. 

• job descriptions that set out the purpose of the 
job, the principle responsibilities and reporting 
lines 

• person specifications that describe the 
experience, skills, qualifications and personal 
qualities required, all divided into 'essential' 
and 'desirable' attributes 

• a standard application form for each post, 
avoiding discriminating issues such as marital 
status, age, and children 

• a process for shortlisting applications against 
the criteria in the person specification 

• a selection process that is equitable and 
consistently applied 

• a mechanism to ensure that referees are 
asked specific questions about the applicant 

• a system for monitoring the ethnic group, 
gender and disabilities of applicants, 
shortlisted candidates and people appointed 
and for taking action on the results 

• don�t simply settle on the best that have been 
interviewed, take the time to find the person 
that CCF needs. 

 

 

Some Hints! 

Here are some ideas for getting an insight 
into attitudes and behaviors: 

• Invite between 3 and 5 shortlisted 
candidates for interviews, on the same 
day. 

• Always write 
back to 
applicants that 
have not been 
shortlisted, 
informing them 
of this. 

• Give shortlisted 
candidates a s
information on CCF, the post, and the 
new program model that is being tested. 

mall packet of background 

• Ask them to prepare a 15-minute 
ice.   

• Also arrange individual interviews, or in 
 

• Set up a group exercise with all the 

presentation on a topic of your cho

panels, with the candidates on particular
issues relevant to the post.   

shortlisted candidates, where they 
interact together.   

• Always, always, always check 
sition.   

 

 

 

 

                                           

references before offering a po

 
i See Hudson, Mike (1995), �Managing Without Profit�. 

 Profit�. 
ii From the ActionAid ALPS Manual 
iii  Hudson, Mike, �Managing Without
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