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INTRODUCTION

This Handbook is the result of a process carried
out by World House Bielefeld with different actors:
former volunteers, representatives of partner
organisations, mentors, representatives of
volunteer placements and host families in
Germany. People from nine countries participated
at different stages.

The need for a Selection Manual arose for several
reasons:

- In the eight countries where World House
Bielefeld sends volunteers, the selection
processes have been different.

- Different selection criteria were applied,
depending on who participated.

- The experience of the volunteers in Germany was
taken into account in some cases more than in
others. This experience has not been incorporated
into the selection criteria in a systematic way.

- In Germany we have seen “critical" cases.
Volunteers who have had social difficulties.

These often manifested themselves in the host
families or at the volunteer placement, and we
wondered whether such experiences could have
been avoided with better selection.

The process to devise this Manual and the tools
we propose in the annex were as follows:

a. A digital editorial team was set up to structure
both the process and the Handbook. The editorial
team met from June 2021 to June 2022, at least
once a month. The different members of the
editorial team represented the different regions
(Central America and Mexico; the Andes; South
Africa and Germany). In addition, eight Country
Coordinators were sought, who were responsible

for sharing experiences from their countries,
conducting the seminars described in the next point
and the validation seminars.

b. Several workshops were held. On the first day,
with recently returned volunteers in Peru, Mexico and
El Salvador. In these workshops they reflected on
their own experiences and on the qualities that
helped them to cope with certain challenges. On the
second day, representatives of partner organisations
were brought in to learn about this experience and to
add their perspective as potential sending
organisations. Representatives of partner
organisations from Ecuador participated digitally. In
Nicaragua, as there were no recently returned
volunteers, two days of workshops were held with
organisations and returned volunteers together. In
these workshops we tried to find selection criteria.

c. In the countries where no workshops were held,
there was a review of experiences and reports of
previous meetings.

d. In Germany, there was a digital meeting with host
families and a seminar with representatives of
volunteer placements and their current volunteers in
search of selection criteria.

e. The editorial team systematised the results of the
different workshops and all the developed criteria,
choosing 20 criteria.

f. These criteria were discussed in a "Digital World
Café" in September 2021. It was a pleasant
experience because more than 50 people from nine
countries participated, including former volunteers,
partner organisations and mentors. The aim was to
agree on six basic selection criteria and to reflect on
the selection process: what experiences should be
kept and what new ideas were there?



At the second meeting of the "Digital World Café", the different criteria were fleshed out. How can we find out whether an
applicant meets these criteria or not in the selection process? These meetings were conducted in three different languages

at the same time,

g. Based on the results of the meetings in the "Digital World Café",
three working groups were formed among the editorial staff and country
coordinators, who proposed: an interview guide, an activity table, an in-
dividual and a collective evaluation sheet.

h. These instruments were discussed with the editorial team and in
January 2022 were presented to the country coordinators in a digital

meeting.

i. Between February and April 2022, eight "validation seminars" were
held. Country Coordinators formed Selection Committees or Commis-
sions, trained their members on the new tools and carried out the selec-

tion.

j. A digital meeting was held
with the Country Coordinators
to evaluate the seminars,
review reports and conduct a
survey with all participants in
the eight countries.

k. The comments and reflec-
tions led to some modifications
of the tools and the need to
better explain the instruments
in the text of the Handbook.

This Selection Handbook con-
sists of six chapters. The first
chapter refers to what is the
South-North Programme and
what is it not? In order to
answer this, different perspecti-
ves were brought together to
attest to the meaning of the
Programme. We believe it is im-
portant that all members of the
selection process know what it
is, so that nobody is selected on
the basis of personal beliefs.
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The second chapter presents experiences in
different countries. Although as an editorial team
we favour the "Commission" model, it has been
shown that depending on the context of each
country, there are other models that have
worked. Each has advantages and
disadvantages. The Commission has the
advantage of bringing together different
perspectives, but it is a laborious and
time-consuming process.

The third chapter deals with what makes a good
volunteer. Here the different perspectives of
actors are shared, such as those of volunteers,
sending organisations, World House Bielefeld,
volunteer placements in Germany and host
families. Although qualities are described that
help to carry out the voluntary work, it is not
about finding the perfect person. We know that
there are knowledge, attitudes and skills that can
be acquired along the way.

The fourth chapter describes the six criteria that
have been selected as basic criteria and again
explains the path. You could say it is a summary
of chapter three. Reducing a person to certain
qualities and concepts is not the purpose of this
exercise, as in any selection process we must
look at the whole person, with their qualities,
history and context. However, agreeing on six
basic criteria allows us to have an objective
outline so that we see the different candidates
from the same perspective. We believe it is
important that the Commissions understand what
the selection criteria are about and that they can
define their own additional criteria.

The fifth chapter is the heart of this Handbook, in
the sense that it describes the new instruments,
the selection process and gives advice on how to
carry it out. It is essential that the person
coordinating the selection process reads it
carefully. Elements of this chapter can be used to
train the Selection Committee as a whole.

The sixth chapter briefly describes what happens
after the selection. We think it is important that
everyone involved has an idea of what happens
next. However, there are so many elements,
which could be written in another Handbook.

In the annexes we present the interview guide,

the activity table, the evaluation sheets. These
documents can also be requested from World
House Bielefeld in other formats so that they can
be filled in or modified

We present the Selection Manual as follows:
There are the main texts and at the end of each
chapter a summary and reflection questions. This
is because it is possible that not all members of
the Commission will be able to read the whole
Manual, not only because of time constraints, but
also because in some countries we have found
that there are different ways of acquiring
knowledge, often orally.

We recommend setting up the Commissions in
good time, distributing this Handbook in advance
and using the chapters as a basis for common
reflection. One of the chapters can be left as a
task to be read and reflected upon, or different
members read different chapters and summarise
the content for the rest.

The aim of the Selection Manual is to
homogenise processes and to invite reflection.
Selection cannot be carried out only in a
schematic way, it has to be the result of a
dialogue. Reflection can lead to the adaptation
of different elements to different contexts, it can
lead to finding new mechanisms.

We would like to invite you to this dialogue. A
dialogue between different actors, different
countries, from different experiences and
contexts.
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WHAT IS
WELTWARTS
SOUTH-NORTH?
(AND WHAT
1S IT NOT?)




The Weltwa rtS pro- In order to be able to implement the Sou-

gramme was developed in 2007 by th-North component, the BMZ has entered
the German Federal Ministry for Eco- into cooperation with the Federal Ministry for
nomic Cooperation and Develop- Family Affairs, Senior Citizens, Women and
ment (BMZ) as a programme for Youth (BMFSFJ). The Federal Office for Family
people between 18 and 28 years of and Civil Society Commitment (BAFzA) organi-
age residing in Germany who want to ses and administers the Federal Volunteer Ser-
do a voluntary service in the Global vice (BFD).The BFD is a voluntary service in
South. It sees itself as a development German institutions that serve the common
policy learning programme. The good. The Federal Volunteer Service Act states
; ._ focus is on non-formal learing that people who do not reside in Germany can
N GhmiceriramiEcumdn? through mutual exchange and the also do the service.
in Bielefeld from 2015 - 2016 strengthening of international part-
nerships. The BMZ itself does not send valun- The cooperation with the BAFZA allows for a
teers, but provides up to 75% of the financial re- legal basis for the South-North component of
For me, South-North voluntee- ) :
g Is a learning opportunity sources. Engagement Global administers the pro- the weltwarts programme, which lays the
at undoubtedly changes di- gramme for the BMZ. The programme is imple- ground for volunteers to get a visa for Ger-
: : mented by about 180 organisations in Germany. many. On the other hand, there are strict regu-
=dac ol g oy Welthaus Bielefeld is one of them and has been \aticns 1egArding Wi ca e art Assighimient
bDLI\:‘tf o thosevou corre involved from the very beginning. site and the voluntary service itself is also for-
in contact with, but also about mally regulated (contracts, working hours, ho-
learning day from these . . : ; o
people. It is mutual leaming A lot has happened since then: lidays, social security obligation, etc.). Econo-
between the sending organisa- mically operating enterprises, e.g. an organic
tion and the society where you o , o . . 3
live. | think that when a person - Civil society organisations have asserted their farm, cannot be an assignment site.
slamme o) 'eﬂ*e participation in decision-making, so that today
; the programme s further developed by a Pro- The specific features and states of the South
i e . gramme Steering Committee (PSC), in which civil _N[_}fth SHI e regulated within the
It is not necess: n; to have a society organisations and former volunteers are joint funding guideline for the weltwarts pro-
ggi:’ﬂt;“r rfe‘f:;i”’:’ higher represented alongside state actors. Partner orga- gramme.
programme. Not having one nisations from the Global South are consulted on
does not mean that your inte- the topics of the PSC. The South-North component is implemented
ofa ;,H,‘U“ ; 3 t":”fw i in partnership between German sending orga-
ﬁ;[:é t?ﬁl I;GL‘J[;?I 3||:J» & - The quality in the programme is constantly mo- nisations (such as Welthaus Bielefeld) and or-
ot War Honsa riins i o nitored and has been redefined in 2020. Quality ganisations in the Global South. According to
dor, participated in the selec- development plays an important role. the concept, the sending organisations are to
f!)'l'hi’fr';;:‘:”";':“i"th ; ' do the public relations for the programme, to
: urés for tJ '-'!; - Inclusion in the weltwérts programme is to be guide the volunteers towards the service, pre-
T h rflghm i made possible by specifically addressing people pare them for the service, follow up afterwards
|rphoru|LJ Etcir?mi-ni-cfgiq: with who were previously underrepresented, but also and assist them with administrative tasks, e.g.
:]:;;',1;0 i ad .#.;’Q " e through additional support for language courses with the visa application.
shared my ex ce with the and special needs.

, 'gﬁ,;;fﬂgﬁd The partrier organisations of Welthaus Biele-
events and actively communi- - AND: In 2013, the South-North component of the feld are usually local non-governmental orga-
cated with people in my organi- } _— o .
Sion.in ity Catish acd wiih programme was launched after partner organisa- nisations or institutions of the church or muni-
my close circle in order to pass tions, former volunteers and civil society actors cipal administrations. They do not see them-
on what | learned in Germany. ; s ; ]

called for it from the very beginning. selves as voluntary service organisations and

pursue their own goals, which focus on

What is weltwérts South-North? (and what is it not?) 8



improving the living conditions of the people they
work with. In most partner countries, there are a
large number of partner organisations, so it is not
feasible for one of the organisations to take on the
exclusive role of sending organisation. Furthermo-
re, in most partner countries there are now former
volunteers who have an interest in playing a role
in organising the voluntary service. Therefare, di-
fferent aspects have been developed to fulfill the
tasks of a sending organisation. Different actors
play a role in this:

- All partner organisations address potential can-
didates and disseminate the call for applications.

- A committee of partner organisations and former
volunteers form a selection committee. Generally,
those partner organisations that do not postulate
volunteers themselves are represented.

- In some countries - especially where former vo-
lunteers are not so active - a mentor takes over the
organisation of the selection and the coordination
with the different partner organisations.

- Sending partner organisations and individual
mentars (often farmer volunteers) provide indivi-
dual guidance and support in preparing for the vo-
luntary service and the return.

- The preparation and follow-up work is usually
done by formervolunteers or mentors in coordina-
tion between different countries.

While in the North-South component young
people usually decide individually to do voluntary
service abroad and have to set their expectations
in relation to the goals formulated in the pragram-
me, the starting position for South-North volun-
teers is often even more complex:

In addition to their own expectations and ideas,
there are also expectations from the partner orga-
nisations that proposed the volunteers (e.g. the
desire for professional training or to make contact
with new organisations in Germany, or to bring
projects or funds with them), from parents, family
and environment (e.g. financial support for the
family; we have also encountered parents who
hoped that the valunteer would find a life partner

in Germany and thus secure the family's liveli-
hood in the long term). In addition, the high ex-
pectations formulated in the service's concept,
such as contributing to the strengthening of the
civil societies in their countries and the domestic
developmentwork in Germany, are to be conside-
red.

Important stakeholders in Germany, such as host
families, also have expectations of volunteers,
and these often relate to the volunteer's indivi-
dual development (to make something of one’s
time here in Germany, to find friends and pursue
activities), The host organisations in Germany, on
the other hand, accept volunteers because they
see an enrichment in the fact that young commit-
ted people from other countries bring new ideas.
In general they therefore have fewer expectations
of a volunteer's professionalism, but appreciate
that they bring time with them for tasks that
would otherwise sometimes be left undone. Cer-
tainly, the South-North relationship and notion of
"development" also play a role, While volunteers
from Germany initially want to go to the Global
South to "help", there are high expectations for
volunteers that come to Germany to "learn” so-
mething that they can bring back with them.
These expectations come from the volunteers
themselves, but also from the partner organisa-
tions and the volunteers' environment. It is expec-
ted that many things work better in Germany and
that knowledge can be transferred back.

HOWEVER, WELTWARTS IS NOT A PROFESSIONAL

| EARNING SERVICE

This is what the service cannot and does not want
to do. The volunteer does not receive any formal
training in the voluntary service.

For the second time we have

South-North volunteer at

e Martin-Nieméller Compre-

nsive School. According to
their competences, they are
employed as an "Assistance
Teacher" in English, sports
and music. At times, they also
srovide targeted support to
individual young people who
have particular difficulties
learning English. They are
also a “resource person” in
upper school courses when
topics of global learning are
on the curriculum and thus
bring the southern perspecti-
ve into the lessons. The'K re-
F{esenf_ our sister school Nku-
uleko at public school events
such as the soth anniversary
celebration. "And of course
they are an important
member of the partnership
group. Here they can influen-
ce the content and report au-
thentically about the living si-
tuation in Zimbabwe and
Nkululeko as well as support
the practical and public rela-
tions work.

The biggest challenge for the
young volunteer is the lan-
guage. It takes them several
months to master the German
language to some extent. The
young people in the classes,
hawever, are not bothered by
this, they communicate in
broken English. The challenge
for the school is financing the
position. Nevertheless, it is
worthwhile far the school. The
partnership is on the radar of
more young people. For many
young people it is a chance to
talk fo a Zimbabwean and
become more open to the
problems at our partner
school.

Heidi Hesse

responsible for a voluntary
placement in the framework
of a twinning between, a school in

Bielefeld and a school in Zimbabwe.

What is weltwarts South-North? (and whatisitnot?) g




Often, volunteers even come with a higher
level of professional training and are not
quite able to apply it.

In the experience of World House Bielefeld
and the experience of many volunteers, es-
pecially at the beginning, but often throu-
ghout the first year, the language barrieris so
high that only simple activities can be carried
out. Following a work meeting is often ex-
hausting and from this experience, the com-
munication of background information
about the workplace, pedagogical concepts,
etc. is also lacking in some places, However,
through regular visits of World House Biele-
feld to the assignment sites, through mee-
tings with assignment sites and volunteers
and through translations, an attempt is
made to shine some light on the back-
grounds of the different workplaces.

WELTWARTS IS ENCOUNTER

Perhaps the most important aspect of the
programme is encounter: encounter with the
host family, with colleagues, with the target
groups at work, with other volunteers, with
society in general. This also means that host
families are usually more than a hotel; they
like to have joint activities or encounters in
everyday life, e.g. eating together. This is why
the openness and curiosity of the volunteers
is so important.

§

WELTWARTS IS SOUTH-NORTH

EXCHANGE AND TRANSCULTURAL EXPERIENCE
In the World House, the South-North group is
diverse: volunteers come from different
social backgrounds and classes, with the
majority from humble origins. They come
from big cities or from the countryside, they
belong to the dominant population in their
country or to minorities. They come from a
total of eight different countries from Latin
America and Southern Africa, which often
means that they not only speak the national
language (Spanish, English and Partuguese),
but are also fluent in indigenous languages.
And they have one thing in common: they
are doing voluntary service in Germany. This
creates such a great common base that the
whole group ar certain group members often
become the most important point of referen-
ce for each other during the voluntary servi-
ce. With the great diversity and power rela-
tionsin the group in terms of gender, langua-
ge and nationality, much is being negotiated
and learned here. In recent years, for exam-
ple, it was usually the case that the Engli-
sh-speaking Southern African minority felt
excluded by the Spanish-speaking majority,
especially when Spanish was often spoken
during shared moments. These group pro-
cesses are addressed with the pedagogical
accompaniment, Learning from each other,
also from the different social and political
backgrounds, therefore plays a very impor-
tant role,

WELTWARTS IS NOT REMUNERATED

The volunteers receive social insurance in
Germany, free accommodation in a host
family and pocket money. The money is
enough to pursue certain activities or to go

The most impartant thin

tor Uf are tre en-
that result from p:

ting in the
and thmu;t of

on small trips from time to time. However,
some volunteers send part of this money
home and then have less access to social life
in Germany. Cinema, gym, courses or even
the occasional beer or coffee are then hardly
possible. In some countries, volunteers are
confronted with the expectation of bringing
back money fram "rich" Germany when they
return home, The wish of sending organisa-
tions for volunteers to estahlish contacts with
financial donors is also usually impossible to
fulfill, The German donor landscape is com-
plex and not easy to navigate, and contacts
are often lacking.

WELTWARTS IS NOT A

MGRATION PROGRAMME

Even though former volunteers often tried to
find an apprenticeship, the objective of the
weltwdrts  programme  assumes  that
volunteers go back to their home countries
and take on work for civil society
organisations there again. This aspect is also
very important to most of the partner
organisations of Welthaus Bielefeld. While it
is true that there is a shortage of skilled
workers in Germany and also a shortage of
trainees in certain professions, volunteers
who want to stay here will not have an easy
path. The formal and linguistic requirements
to get an apprenticeship are often very high
and are becoming mare and more difficult, It
is often almost impassible to get a training or
study programme from abroad recognised as
equivalent to one in Germany, This means
that if volunteers stay here, they often start all
over again, often below their qualifications,
and it may be that they only have a chance in
sacially less recognised  professions or
professians that are highly stressful.

on generally available information, but we get
to know the rl\.*ES and experiences of individuals
and also those of their families first hand. This

h project.
th vith our guest. But
dEId other host pa
£ % } T

Frank
Gerber

Margret
Jacoby

concerns living and working conditions in gene-
ral, but es 1C|a|wlhr“wur~<[halVCJILJn[emsdn in
their sending organisations, We are always im-
rrossﬂd by 0w the volunteers advocate for

1an rights, the protection of the environ-

gh conversatic . kKnow
about th rs' ho ; S, We men

In 2021 Margret and Frank
have received the fourth volunteer
since 2015 at their home

, environmental education (especially for
children and young people) or social matters
and what they achieve.

always hav to put into pe ve. This is
mainly because we no longer have to only rely

What is weltwérts South-North? (and what is it not?) 10



Edmércio
Quiteria

Volunteer from Mozambigue
20172018

Volunteering through World
House as part of the weltwarts
programme has been a very
enriching work for me.

My expectations when | came
to Germany were very high: |
wanted to get to know the
country, the weather, the cultu-
re and live together with
people from a completely diffe-
rent continent. | was also exci-
ted about the challenge of lear-
ning the language and commu-
nicating with the local people.
Lastly, | didn't know what the
people there expected of me.
But my voluntary service was
all the more exciting because it
brought me into contact with
people and | tried to get many
people to change their pers-
pective and change their point
of view. | had various discus-
sions about this and | was able
to see the image of the rich
Europe that | had in my mind
differently. | was also able to
convey my experiences to a lot
of the people | met because |
now know the reality of bath
countries. That fulfilled me and
still does.

There were always difficulties:
a new country, completely di-
fferent eating habits, the lousy
weather and not fo forget
racism. Those were the biggest
challenges to fight, but with the
World House and the host
family as support, it was mana-
geable. In relation fo the issue
of racism, | volunteered and
participated in many empower-
ment workshops with the AWO
youth organisation and had
many discussions. That has
strengthened me a lot.

At the same time, this issue is
so difficult because of the fact
that not all volunteers have a
good job perspective when
they return to their country,
and even sending organisa-
tions often cannot offer a posi-
tion. Volunteers have someti-
mes already volunteered for
several years before their vo-
luntary service in Germany
and now want to see real pro-
fessional development for
themselves,

DOES WELTWARTS MAKE SENSE THEN?

First and foremost, that gquestion should be
answered by former volunteers and other stake-
holders (see testimonials on these pages). We do
however consider that weltwarts makes sense be-
cause it provides very transformational experien-
ces that lead to a change of perspective. We often
see that volunteers struggle with an identity crisis
during their stay: Especially in the first months,
they tend to ask themselves “what can | achieve
here?" as they often see their tasks and their pos-
sible contribution, both professionally and in
terms of social change as much more effective in
their own context.

WELTWARTS IS GLOBAL LEARNNG

AND CONTRIBUTION TO DEVELOPMENT POLICY

As described earlier, much learning also takes
place within the group of volunteers. Through re-
flection and sharing, one's own experiences, but
also social and political realities and potential for
change in the Global South, can be reflected
upon. The volunteers usually present the topics
they are working on to each other, compare them
with what they have experienced in Germany and
work together on development issues. This turns
into presentations for the public, e.g. as part of
the event series "Global South in focus', in
schools or at meetings with North-South volun-
teers.

WELTWARTS IS PERSONAL GROWTH

For most people weltwdrts is a year or eighteen

months in which they get a chance to get to know

What is weltwarts South-North? (and what is it not?)

themselves in depth. Volunteers are confronted
with many challenges, e.g. one's own limits in
terms of communication skills and processing
many new experiences, The break from the tradi-
tional, as well as the volunteer status, where they
do not have to worry about their economic exis-
tence, help volunteers to redefine themselves
and to grow.

THE PRICE OF WELTWARTS
Weltwdrts is not a good experience for everyone
and for some it can come at a high price:

VOLUNTEERS WITH CHILD

When volunteers with a child participate in wel-
twarts and leave the child(ren) in the care of the
family or partner(s) during this time, they may in-
directly be doing good for the child ("if | do well,
then my child will do well too, if | develap, | do it
with the child in mind"); however, this should only
happen in exceptional situations and any poten-
tial gains should definitely be weighed against
the price of the impact on the parent-child bond.

Picture: applicant during the selection process in Mozambique
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DIFFICULTIES ON RETURN

Returning is difficult for all volunteers, Usua-
Ily there is no one in the immediate environ-
ment who has had a similar experience,
often changes are not acknowledged, but vo-
lunteers are expected by family or even the
sending organisation to continue where they
were before. ("You've been away long
enough, now we need you again"). There is a
lack of oppartunities to integrate the expe-
rience gained in Germany. For same people,
the experience can be even more difficult if
there is a lack of a supportive environment or
little willingness to perceive the person's
change. For them, the return can have a des-
tabilising effect.

[HE RIGHT MOMENT?

People who go abroad assume that it will
always be good. But it is quite possible that
someone who has just gained economic sta-
bility, or someone who is in the middle of
their studies and does not know whether
they will be able to continue after returning,
or someone who is responsible for other
family members or has already gained inde-
pendence, will suddenly be confronted with
many limitations. [n these and other cases,
one must carefully consider whether it is the
right time to volunteer.

DROP-QUT

Overall, we have not had many drop-outs in
the weltwdrts South-North programme so
far. With many volunteers we see an iron dis-
cipline: if | have decided to do something,
then | have to see it through, no matter what.
Dropping out would be a failure,

From our point of view, it is not a failure, Ifa
persan finds that the experience is not what
they expected after all and cannot adapt to
the situation or finds that the moment was
not right or their place is at home, that is also
an important learning experience and not a
failure,

POEM BY MECHTHILD SCHMIDT
What a miracle

In life not

even thought of each other

and yet we did it

got involved with each other

started to exchange ourselves

and we need it,

to leave the questioning

and to get involved in something new
so that personalities develop

to learn to understand without words,
To let everything be questioned,

| can hardly believe

That such a different life

Far away from me

lets a new image of the world grow
to end up as if reborn

to walk, laugh, cry, be with each other,
Like a miracle.

What a miracle.

Spenge, 1.9. 2021

Picture: Marilyn Rivera working with elderly people

Iris and the team of the day-care-centre

Iris Wiinscher

Manager of the day care centre
Die Schatzinseln, is currently hosting
a volunteer for the third time.

The day care centre "Die Schatzinseln e\."
has been participating in the weltwérts pro-
gramme since 2016, It Is Iimportant to us that
our daycare children experience people from
different cultural backgrounds. In this way,
we encourage the children to interact with di-
versity in an unbiased way. It is always fasci-
nating to see how quickly the children make
contact and relate to the newcomers despite
language barriers. The children play an im-
portant role in the integration of the volun-
teers because they approach them with cu-
riosity and with great openness and empa-
thy.

We got to know the volunteers as people who
gave us a lot of impulses with their joy of

learning and energy, and after overcoming the
language barrier, the exchange about our
respectlive cultural backgrounds deepened.

Diversity is visible in many ways in the pedago-
gical practice: for example, children and adults
learn about the typical foods and spices when
cooking together and experience how different
countries can "taste". Or we exchange ideas
about what a typical child's everyday life looks
like and discover differences and similarities.
The volunteers' stories are especially interes-
ting because they are so beautifully foreign. We
adults, daycare staff and parents, are also re-
minded again and again of the privileges we
have SimpTv because we were born in Germany.

A thoroughly successful programme!

What is weltwarts South-North? (and what is it not?) 12



SUMMARY

WHO INFLUENCES THE VOLUNTEER?

WHAT IS Not only the person who applies for the programme brings expectations, but all the people invol-

WELTWARTS ved in the voluntary service:

SOUTH-NORTH, SENDING COUNTRY: GERMANY:
AND WHAT IS IT NOT?

HOST FAMILIES

Weltwdrts is a development
programme  of the German SENDING ORGANISATIONS
state that promotes non-for-

mal learning through exchan-

ge It is aimed at people be-

tween 18 and 28 (there might

be exceptions) years of age, FAMILIES
who perfarm voluntary service

in German institutions that

serve the common good.

- is personal growth L
P 5 - itis not a profes-

sional learning ser-

- is a formative experience and a : or for / 7S
vice —

change of perspective

it is not a possibi-
lity to attract pro-
jects or financial
support on return

- provides social security, ac-
commodation and pocket
money.

- is global learning and contribu-

tion to development. - itis not paid YOU HAVE TO THINK CAREFULLY ABOUT..

is an encounter with Germany -itis not a migra- - there may be difficulties on your return, e.g. finding a job.
as well as with other volunteers tion programme -in case of mothers/fathers: you will be separated from your
from the Global South, children for a long period of time...

- is this the right time?
- it is possible to leave the programme earlier, although this is
rare.

What is weltwarts South-North? (and what is it not?) 13
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ACTORS/ SELECTION EXPERIENCES FROM
DIFFERENT COUNTRIES

The weltwarts South-North programme
is present through Welthaus Bielefeld in
different countries and continents,

1d Africa.
Each country has managed its own se-

lection process, which has been very di

currently in Latin Americe

verse in each case.

The selection process has varied depen-
ding on the context, which we believe is
important as the process is adapted to
the place where it takes place, however,
we also noted that there are few
common elements in each of the selec-
tion processes and that the criteria for

rejecting an applicant were

not entirely clear,

We continue to believe that it is of the
utmost importance that each country

In this chapter we will look at some
examples of the different ways in which
the selection process has been carried
out depending on each country. Initially,
the selection process was carried out by
the mentors in h country or by the
partner org ions, however, after
the first generations of the South-North
programme, former returnees became
more involved.

EXPERIENCE FROM ECUADOR AND PERU

In Ecuador and Peru, the volunteers for
the South-North programme were
determined through assemblies in the
first years. The selection process was
coordinated and implemented by the
partner organisations. Representatives

of World House Bielefeld and/or
North-South volunteers were present.
While in Peru the selection was always
done through democratic voting after
getting to know the applicants in rounds
of presentations and questions,
Ecuador tried selection through the
allocation of points in addition to direct
voting.

After a few years, the partner organisa-
tions in Peru and Ecuador decided to
form a committee, whose members
would be primarily responsible for the
selection, The intention was to involve
the returned South-North volunteers in
the selection process and to ensure that
it would not be left to the partner organi-
sations alone. Initially, the Commission
in Ecuador was composed of:

® Arepresentative of Ecuador towards
World House Bielefeld

@® A formervolunteer
@ A North-South volunteer

® A partner organisation without an
applicant.

At the end, each member of the Commit-
tee gives a score and those with the hi-
ghest number of points are approved.

In 2022, the same scheme was fo-
llowed, but the new tools developed in
this process of the Selection Manual
were used. The Selection Manual and
the methodology to be used were intro-
duced to the members of the Commit-
tee, as well as the commitment to the
activity. The members of the Committee
were able to listen to the applicants and
express their opinions about them in a
respectful and sincere manner.

The year 2022 is the first year that Peru
started its selection of South-North

volunteers through a Committee, which
could not be composed of those selected
in 2020. The Committee in Peru was
composed of:

@® Two representatives of returned
South-North volunteers

@® Two representatives of
organisations

partner

@® The person responsible for the
coordination Peru South-North

Within one week the selection day was or-
ganised, despite the inconveniences that
arose in reorganising the new 2022 Com-
mittee. The commitment and interest they
had in participating and learning about
the tools suggested in the Manual, in
spite of the short time used to discuss
them, was remarkable. The appropriate
selection of applicants by the sending or-
ganisations should be highlighted, as all
six of them fulfilled the requested criteria;
therefore, this year additional criteria had
to be used for the selection of the appli-
cants.

LEARNINGS

® The continued support and participa-
tion of returnee volunteers since they
have knowledge and experience of life in
Germany.

® The importance of being able to com-
municate to the partner organisations
about the changes regarding the new for-
mation of a committee, about the dyna-
mics of work on the selection day, as well
as to present the applicants. All this in
order to show fransparency in the pro-
cess.

® |t is important that the person in
charge of coordination shows firmness
and confidence when requesting the use
of certain tools, as well as when leading
the final plenary.

Experiences 15




@® Coordinate the preparation
meetings with sufficient time so that the
reflection discussions among the mem-
bers of the Commissian are not affected
by time.

THINGS TO CONSIDER
@® How can organisations remain moti-
vated to submit applicants?

® [fissuggested thatthe partner orga-
nisation submitting an applicant should
not have family ties (this is not an exclu-
sion criterion) with the applicants.

@® The punctuality of various actors, as
this helps to be able to start the pro-
grammed activities on time. The lack of
punctuality has been due to various fac-
tors, such as: not being able to find the
location easily, the late arrival of some
applicants coming from the province.

@® Good communication and follow-up
regarding applications to the Sou-
th-North programme, as well as being
able to share the criteria with partner or-
ganisations before they submit their
applications.

@® More time to share the Selection
Manual with the members of the Com-
mittee.

® Regarding the formation of the Commi-
ttee, the members should vary each yearin
order to maintain impartiality, objectivity
and the opportunity for all partner organi-
sations to be able to participate.

@ |t is suggested that representatives of
the organisations that have been selected
to send their volunteers to Germany to par-
ticipate in the lastyear should be invited to
attend.

GUARJILA, EL SALVADOR

The selection processes in South-North
volunteering are not the same in all sen-
ding organisations. Members of the Guarji-
la community in El Salvadar tell us how
they organise themselves to carry out the
various stages of the process.

PUBLICATION AND DISTRIBUTION OF THE
CALL FOR APPLICATIONS

Once the call for applications is made
public to all partner organisations of the
Weltwarts Sur-Norte programme, the com-
mittee is in charge of making posters to
share on community and personal Face-
book profiles, as well as on WhatsApp sta-
tuses. The dissemination is done through
these social networks because it is inten

ded that interested people who do not
belong to a community group can also
participate. For the youth groups that
are part of the community, some pos-
ters are distributed and a PowerPoint
presentation is made, in which the pro-
gramme is explained in detail. The use
of networks may have had an impact on
the calls for applications, as the number
of applicants has increased considera-
bly in recent years. For the 2022 call,
eight applications were received. With
these people, it was decided to create a
WhatsApp group in order to have more
direct contact, send general informa-
tion and coordinate upcoming mee-
tings.

THE SELECTION COMMITTEE

The selection committee is made up of
one member of the Community Devel-
opment Association (ADESCO), one
member of the Twinning Committee and
four returned volunteers, but this has
not always been the case. The first parti-
cipation of the Guarjila community in
the Weltwdrts South-North programme
was in 2014-2015, when there were two
people interested in volunteering and
ADESCO and the Twinning Committee
carried out the entire selection process.
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SOME EXPERIENCES OF
FORMER VOLUNTEERS FROM THE
COMMUNITY OF GUARJILA

Ihe profiles of the people who
have taken part in the pro
gramme are very varied: high
school graduates, professi
under or over 20 years of age.
According te the committee
members, the volunteer
riences so far have been positiv
and each person has tried in one
way or another to incorporate
what they learned in Germany
into the community. For exam-
ple, those who have 1 d
with children and young people
in Germany have been part of
early childhood projects such as
Jévenes Emprendedores Cre

do futuro (Young Entreprer
Creating a Future), funded by
German government through
the group Viva Guarjila, Biele-
feld, Atencién al Desarrollo In-
fantil Temprano (Attention to
Early Childhood Development),
' by GOES (Government of

Salvador) or working at the

nursery at the school of Cantan
Guarjila. A returned volunteer
who worked with older adults
undertook the project Tejiendo
Amistades (Weaving Friends-
hips) with the aim of creating
spaces and recreational activi
ties for this group. While those
wha worked with environmental
i s in their volunteering have
carried out projects on beekee-
ping, bird house construction
and tourism. Some of these
people also continued their uni-
versity studies or joined founda-
tions. It is worth mentioning that
although there is active partici-
pation of some members of the
community in the projects ca-
rried out there, employment op-
tions limited.

Since the call for applications in 2016,
the returning volunteers have played a
central role in the selection process,
not only because they share their ex-
periences of volunteering with the
future applicants, but also because in
the interviews they can perceive quali-
ties in the applicants, perhaps not so
visible to the other members of the
committee, which can be important
when it comes to carrying out a volun-
tary service in Germany.

THE SELECTION

Selecting a person to volunteer is un-
doubtedly a big challenge for the
Guarjila community because they
know both the candidates and their
families and, although this could be
an advantage, it is always difficult for
the committee members to make an
impartial decision and especially to
deal with some comments that sug-
gest that there is a preference for cer-
tain applicants. One of the former vo-
lunteers who is part of the coordina-
ting team points out that part of the
challenge is that they know how the
applicants behave in the community,
but not what they will be like when
they arrive in Germany.

In the last two application processes,
interviews have been conducted in
which the applicants answer a series
of guestions related to their motiva-
tion to do voluntary service in Ger-
many, the difficulties that might arise,
the opinions of their close circle, the
willingness to learn about German cul-
ture, etc. In addition, the returned vo-
lunteers share some of their experien-
ces in Germany so that they can reflect
a little on what their life there might be
like. While these testimonies may give
an account of various situations they
may face, it is worth remembering that
each persan experiences volunteering

differently and therefore such experien-
ces should not be generalised.

After the individual interviews, the selec-
tion committee draws up a table with
the following basic criteria to evaluate
each applicant: work experience, inde-
pendence, commitment to sharing upon
return, willingness to learn and serve,
honesty and sincerity, links to arganisa-
tions, capacity for self-reflection and
analysis, language skills, personal cha-
racteristics, willingness to confront so-
mething new, and observations. On the
basis of this information, the selection
committee puts in the first place those
who meet the criteria and could best re-
present the community in the volunteer
programme in Germany. In case the
views of the committee members differ
significantly, the information about the
candidates is sent to two members of
World House Bielefeld for their opinion.

THE CASE OF SOUTH AFRICA

In South Africa, the selection process for
candidates for the World House Sou-
th-North volunteer programme has ge-
nerally been conducted by a team of two
members, with a varying composition.
Some years the selection team has been
composed by a World House coordina-
tor from Germany and the local World
House volunteer mentor, while other
years, it has been done by the local
World House volunteer mentor together
with a former volunteer. The application
process usually includes the following
two main steps for the candidates:

1)Submission of a written application in-
cluding a CV, personal motivation letter,
reference letter by the associated orga-
nization and completed questionnaire

2) Completion of a one-hour face-to-fa-
ce interview with the selection team,
guided by a set of interview questions
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The outcomes of the written submission
and the personal interview are subse-
quently discussed and evaluated by the
selection team for each candidate and a
list of three candidates is presented to
Welthaus Bielefeld.

Overall, this selection method has
worked relatively well because it offers
candidates the opportunity to prepare
application documents as well as pre-
sent themselves in person. The advan-
tage of having a small and independent
selection team is that relatively little ad-
ministrative and organizational effort is
required for the interview process. In ad-
dition, it has allowed for a very straight-
forward analysis and comparison be-
tween the different candidates and has
ensured an independent evaluation that
has not been influenced to any extent by
the interests of the different partner or-
ganisations.

The disadvantages of this selection pro-
cess have been the lack of direct invol-
vement of the different partner organi-
sations and their experiences, particu-
larly in the interview process, as well as

Picture: Sheba Chanda drawing her life’s jour

the lack of space for personal and group
interactions of the candidates, which
would provide a more indirect and deeper
insight into their personalities and beha-
viour.

In 2021, the interview process was held di-
gitally for the first time. This made it possi-
ble to comply with Covid-19 regulations
and reduce travel efforts for candidates.
However, it had some disadvantages such
as sometimes unstable internet connec-
tions and an increased difficulty of langua-
ge barrier for some participants.

THE EXPERIENCE OF THE SELECTION
COMMITTEE IN THE MEXICAN CASE

In Mexico, to have a selection committee
was chosen from the start. The process
was carried out by the mentor of the
South-North programme, who invited re-
presentatives of partner organisations that
had no member applying for volunteering.
In Mexico there are partner organisations
in four states (Mexico City, Hidalgo, Chia-
pas and Qaxaca), so it was decided to carry
out the selection in two of the regions with
the greatest presence of organisations,

ney

Chiapas and Oaxaca, and the candi-
dates from the other states fravelled
to these cities to carry out the selec-
tion process,

It was in 2018 that the process passed
into the hands of former volunteers,
who were able to incorporate their
own experience in Germany and
chose to carry out the selection toge-
ther. One of the first questions for the
selection process was to define the lo-
cation, as the applicants mainly came
from Oaxaca and Chiapas. The distan-
ce between the two locations is 12
hours.

One option was to carry out the selec-
tion separately, however, it was pre-
ferred to carry out the selection in one
place, so that the Commission could
meet each of the applicants and have
the full picture. Previously, the selec-
tion was done separately in each
state, with mentors organising the in-
terview process, but it was not possi-
ble to meet all applicants in the same
way.

18
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PREPARATION

In 2018, it was decided to carry out
the selection in Oaxaca, with all
applicants in person. Initially we had
intended to carry out the selection
only through interviews, however,
we wondered whether it was wor-
thwhile to carry out other activities
to take advantage of the day and
long journey they would be making,
so that we could get to know them a
little better. So, when we convened
as a Committee, we drew up a plan
of activities with timetables, content
and those responsible for each
moment.

Beforehand, we also prepared a
folder with the documentation of the
applicants so that we could review
them before the face-to-face mee-
ting and the interviews.

The Commission was made up of:
-1 Mentor

-1 North-South Volunteer

- 2 returned volunteers

- 1 recently returned volunteer

- 2 people from organizations which
had not sent candidates.

SELECTION PROCESS

During the selection process, group
activities were carried out in order to
get to know and observe the
participation of the applicants. We
also gave a presentation on what the
South-North volunteer programme is
and a former volunteer shared her
experience. During the individual
interviews, we showed a film and set
up an information point for the

others where the applicants could consult t
the reports of former volunteers as well as
information about volunteering.

The interview instrument we used was inspi-
red by an interview sheet provided by The
Third World House in Esteli, Nicaragua. We
adapted this interview sheet for Mexico.
During the implementation of the interview,
it happened that some members of the com-
mission knew some of the applicants, so we
decided that it was better to rotate among
the members of the commission to conduct
the interviews, also because it could be very
invasive to have 7 people interviewing one
person. There were two people who stayed
outside, one was permanently in charge

of the activities, the other person could
support him or her or be at the informa-
tion point.

At the end of the day, the applicants left
and we in the Selection Committee deci-
ded to stay to deliberate the outcome -
During 2019, 2020 and 2022, the pro-
cess has been very similar, but we belie-
ve it has improved. The interview instru-
ment was better adapted to the context
in Mexico. We tried to learn a bit more
about the expectations of the applicants
and to clarify what volunteering is so
that they do not think of it as a job or
academic training, as has sometimes
been the case.

Picture: Miriam Cortés during the preparation of the selection

Experiences 19



COMMITTEE EVALUATION

At the end of the day we met as a Committee to make the decision. In 2018 we discussed our perspectives amaong the members.
There were stark differences between the people representing the sending organisations and the experience of the former volun-
teers. So the space also became a place to exchange experiences of volunteering and to find out how the organisations were ex-
periencing it and how the returned volunteers were experiencing it. We used an evaluation instrument, which we filled in to-
gether. Based on it we deliberated and numbered those who we considered most suitable,

From the 2022 experience, one aspect that helped us to make a first filter was the weighting of scores. In this way we focused on
those applicants that we saw as possible candiates, but with certain reservations or that some committee members saw as suita-
ble and other members did not. After taking the scores into account, we conducted rounds of comments and perspectives on
what we had observed and heard from each of them, in the different moments: interview, dynamics and documentation, In this
second round we decided to modify our scores and again make comments, taking into account the main evaluation criteria.

In the end, there were three rounds of listening which were very useful in deciding on the people we considered suitable.

N
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ADVANTAGES:

We consider that the selection in
committee was a good way fo
carry out the process, because
different actors involved in the
Weltwarts programme with World
House Bielefeld are involved, this
allows for complementing the di-
fferent perspectives.

DISADVANTAGES:

With more than 4 or 5 peop

ticipating in the process, it can be
more time-consuming and com-
plicated to reach an agreement,
Therefore, it is important to agree
on rules of respect, listening and
timing for the committee's delibe-
ration process beforehand.

Picture: Former volunteers preparing the selection

T0 BE TAKENINTO ACCOUNT:

It is possible that the easiest way
to make the decision is voting,
however, this could impede the
mutual listening and exchange of
perspectives, which is the part that
most en 5 decision-making
through a Committee.




SUMMARY

There have been different approaches to volunteer selection in various countries. How should the selection process be designed to
fit the specific country’s context, be feasible and allow for good and fair selection?

How has the selection process been carried out?

® Diverse committee: include partner organisations, mentors, volunteers North-South / South-North.

@ Integration of returned volunteers to include their knowledge of Germany and volunteering.

@® Selection by voting, scoring or discussion.

@® \Various criteria: from motivation, commitment and problem-solving skills to representation of the organisation, work
experience.

REFLECTONQUESTIONS

WHAT ARE THE ADVANTAGES AND DISADVANTAGES
OF SELECTION BY ASSEMBLY OR COMMITTEE?

DISADVANTAGE Vi

All organisations feel For "shy" candidates it can
that they are part of the | be mare difficult to present
process, the motivation [ themselves in the Assem-
to propose candidates bly.

can be higher, there is You can't get to know the
great transparency. candidates as well.

ADVANTAGE

Candidates can be better | There is a need for more
known, less funding is communication to organi-
needed. sations not present, so that
The committee is equita- | they remain part of the

ble because it is made programme.,

up of several actors.

COMMITTEE




WHAT MAKES
(600D VOLUNTEERS?



We have called this chapter "What makes good volunteers?” Of course there is no such thing as an ideal person - but the multiple
perspectives of the different actors give us clues as to what qualities help a person to make it a fruitful experience for him or her and
the other actors involved. Hopefully, the reading will give clues to the different selection commissions, to approach what
volunteering is and what it takes to have a good time.

3.1 PERSPECTIVE OF

This section brings together the various perspectives
of the sending organisations, gathered from direct
interviews and joint seminars. During volunteering
there are at least three stages that involve different
actors, including the sending organisation:

- Before: application

- During: volunteering

- After: return

APPLICATION

The organisations agree that these aspects are im-
portant to take into account with regard to the
person whao will be volunteering:

@ Relationship with the organisation:

In the seminars it has been commented that the
person whao applies must have a direct relationship
with the organisation. It can be someone who colla-
borates directly in the permanent team, but also
someone who is volunteering or someone who is a
beneficiary of the organisation. In that sense, the or-
ganisations also considered that the person should
have seniority within the organisation, so that
he/she knows well what the organisation does, its
perspective, its objectives and its context,

@ Responsible in their work:

The reference from the sending organisation is a
good background to consider that they are sending
a responsible person, who has been committed to
their work in the organisation, who has initiative in
carrying out tasks and activities. Also important is
the backeround they already have from having
waorked in the organisation for a certain period of
time.

THE SENDING ORGANISATIONS

® Personality and psychological stability:

Organisations agree that personality and
stability is one of the priority aspects. The
volunteer must have a stable psychological
profile, as well as the maturity to take on this
experience of exchange and encounter with
another culture. A perspective shared with us
from Chiapas, Mexico, was the methodology
that takes into account: Heart, Thought and
Action. Looking at the persan's feeling-thinking
and feeling-acting. The perspective focuses on
the qualities of the persan, their capacity for
reflection, action and the passion that drives
them to act every day.

® Cultural and local relationship:

It is considered impartant that the person who
applies is sure of his or her cultural, ethnic or re-
gional identity, this is directly related to the
local rootedness in his or her place of origin.
The volunteer should have a basic knowledge
of the socio-political situation in his/her coun-
try, as it is essential to know one's own culture
in order to connect with a different one.

® Openness to the fact that they will
encounter a different culture:

The person applying should be willing to learn
about the context and culture in Germany, as
well as learn aspects of the basic language
before leaving so that he/she can have some
references before arriving there.

"To be aware of the reali-
ty and be clear about the
responsibility that one is
going to carry out, is to
be perse

open to change, to work
invarious social activities
respecting and enhan-
cing the values and capa-
bilities of others. A good
volunteer should always
maintain  an  active,
proactive,  committed,
empathetic, supportive
and competitive attitude
and dialogue, sa that this
leads to giving and see-
king solutions and wor-
king as a team".

Maikely Hudiel,
Nicaragua,
volunteer 2015 - 2017
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VOLUNTEERING

It is very important to create mutual
agreements between the sending orga-
nisation and the volunteer, so that the
expectations of both parties can be
openly discussed and no implicit expec-
tations are created that result in dis-
appointment or frustration.

@® Aim of volunteering: Organisations
ask volunteers to be clear and honest
about what they want or seek from this
South-North volunteering. It is also es-
sential that the sending organisation is
clear about its objective or main motiva-
tion to encourage the participation of
the volunteer applicant and communi-
cate this to him/her. Some organisa-
tions recommended that the objectives
and agreements be set out in a docu-
ment that formalises the commitments
of both parties and the co-responsibili-
ty. This document can be flexible. In this
document, the expectations related to
the return of the volunteer could also be
previously stated: his/her responsibili-
ties and commitments, as well as the
sending organisation's commitment to
the returnee.

It is also important to take into account
the objectives of the voluntary service
as stated by the Weltwdrts programme
and Welthaus Bielefeld. As mentioned
in Chapter 1, this programme focuses on
development policy learning, which is
mainly non-formal, but through mutual
exchange and the strengthening of in-
ternational partnerships. The program-
me primarily involves personal growth,
not professional learning. We recom-
mend reading chapter 1 carefully, in
order to be clear about the objectives
and expectations of the programme.

® Communication agreements: to
avoid misunderstandings between sen-
ding organisations and volunteers, it will

be important before leaving the country
of origin and in the first months of vo-
lunteering to discuss communication
agreements between the volunteer and
the organisations.

There are people who prefer to feel ac-
companied by their organisation in this
process, mainly in the initial or final
period, when the return is near. There
are other cases in which volunteers
prefer to take more time to get involved
with the context in which they arrive
and do not require as much accompani-
ment from their organisations.

In the case of the organisations, some
of them do not have enough time to de-
dicate to the accompaniment of the vo-
lunteers, in addition to the fact that
they are dealing with day-ta-day activi-
ties and in this sense there is no possi-
bility of maintaining communication
with the volunteer. In other cases, the
organisations are very willing to main-
tain communication.

In this sense, it is important to consider
the time difference between one coun-
try and another, which could make
communication difficult. Another im-
portant aspect is that the volunteer
needs to take time to integrate into the
new culture once he/she arrives in Ger-
many.

The reports written by the volunteers
have often been useful for the organisa-
tions to know what the volunteers are
experiencing in Germany.

RETURN

The sending organisations have a high
expectation of the return of the volun-
teers, which is why it is considered that
a good volunteer is the one who returns
and shares what he or she has learned
during the voluntary service.

What makes good volunteers?

The volunteer develops personally
from this experience, but also contri-
butes to the development of the or-
ganisation and the community.

The return is a process that can be di-
fficult for volunteers coming back to
their sending organisation and coun-
try. Organisations ask volunteers to
consider how they can apply innova-
tions to the local context, taking into
account different contexts and social
circumstances.lt is desirable that the
returnee takes responsibility for en-
suring the initial preparation of the
new volunteer,

"For me a good volunteer
is someone who has
characteristics that make
them someone who can
be counted on for any
situation, does not
measure efforts to do

what they set out to do

even if it is not a standard
or expected experience
for their kind of work"

Aida Chitsumba,
Mosambiqgue,
volunteer 2015-2016







moreover, they get to know
themself along the way. In their

L

home country they should go for
medical check-ups and not forget
to take the ry medication
with them to avoid any
inconveniences.

As far as the working
environment in Germany s
concerned, a good volunteer
should strive to do his or her work
as well as possible, even if it is
monotonous or tedious work.
They should know and/or learn to

ss  themself  assertively

when something is not to their

liking, when they do not know
something or when they are
afraid of something, because
often, due to the difficu

language, there may not be good
communication and this can lead
to misunderstandings. A good
volunteer should seek support
from someone they frust so that

they can intervene in related

should carry out advocacy
activities on social issues of
interest. They should remember
the reasons why they decided to
go through this kind of
experience, as it can serve as
motivation when spirits are not

high.

Not least, a good volunteer
should be able to handle a
complicated family situation as
well as sible, as this can be a
reason for demotivation,
discouragement and a desire to
drop out of the programme.

Picture: Claribel Diaz at the seminar about selectioneriténa

"In order to be able to de-
velop the different activi-
ties for which you are
responsible, you need to
learn to organise yourself.
This country is very diffe-
rent compared to Latin
American countries, that
is why order is essential
for a good performance.
In our countries, we are
used to improvisation and
there are almost always
inconveniences that we
have to adapt to. Our ca-
pacity for adaptability is
enormous, but so must be
our ability to fulfil our
commitments.

We must also learn to ask
for help or to know when
our body needs a break.
Some weeks will be hard,
in others we will have
longer breaks. Mental
health is necessary for a
good performance of our
acfivities."

Métany Panta,
Peru, volunteer
2019 - 2020
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3.3 PERSPECTIVE

OF THE VOLUNTEER PLAGEMENTS

This summary is based on descriptions
from the day care centre "Villa Kunter-
bunt", Profil eV. Verein zur Forderung von
jungen Arbeitslosen and the Drogenhil-
fezentrum, Abteilung der Drogenberatung
Bielefeld eV. as well as minutes of
meetings with the placement sites,

In principle, the places of assignment do
not require any specific technical
knowledge. All work can be learned in the
course of the activity. Therefore, it is im-
portant that volunteers are interested in
the work at the place of assignment and
its target groups. Those who work in a
day-care centre should have a desire to
work with children, play with them and
also show interest in learning about the
pedagogical concepts behind the wark.
Those who work in horticulture should
have an interest in manual work and a
desire to learn something in the "green”
area, but also be open to the unemployed
young people or people with disabilities
who also work there. Those who work in
the drug help centre should be interested
in dealing with the topic of "drug abuse
and addiction" and its effects and in get-
ting in touch with the clients. Allin all, the
places of assignment want the volunteers
not only to do their daily work but also to
be interested in learning more about the
background and concepts. Even though
specific expertise is not a prereguisite,
previous knowledge and experience in the
field of work are always welcome.

In all places of assignment, volunteers will
work in a German-speaking team and
come into contact with a specific target
group, depending on the place of assign-
ment: children, people with physical or
mental disabilities, people with mental

illnesses, peaple who do not behave in a
socially compliant manner, or old people. In
order to get in confact with colleagues and
target groups, volunteers need to have a
friendly demeanour, be willing to work in a
team and should bring a sense of humour
and preferably a laugh to the work, Since
working with the target g
groups will not always be
easy, patience and empa-
thy are also important.

A big topic in the meetings
with the place of assign-
ment is always the German
language. The places of as-
signmentwould like the vo-
lunteers to have a basic
knowledge of the German
language when they start
their work. Communication
is important in order to be §
able to explain how the
centre  works, to un-
derstand work instructions,
to ask guestions and to get
in touch with the target
groups, Especially children,
people with disabilities or
old people do not speak
English, let alone Spanish
or Portuguese, and cannot necessarily un-
derstand that they have to speak slowly
and clearly. The places of assignment
expect the volunteers to improve their
German language skills in the course of the
voluntary service in order to be able to take
on more complex tasks.

Since communication in German will be
difficult, especially at the beginning, the
places of assignment repeatedly empha-
sise that they would like the volunteers to

dare to say openly when they have not un-
derstood something. If something is explai-
ned to the volunteers and they always say
"yes", the supervisors think they have un-
derstood everything, But maybe the volun-
teer only said "yes" because he or she did not

Mery Lopez at her volunteer placement

dare to ask a third or fourth time. They would
like the volunteers to let them know if some-
thing is not going well, because otherwise it
can happen in the often stressful everyday
life that the volunteers "get lost", The places
of assignment explicitly want the volunteers
to give them feedback and criticism. You can
talk about everything and find a solution if
you communicate the problems.
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In the course aof the wvolunteer
service, there will also be phases
when things don't go so well
Especially at the beginning, when
everything is new and
communication is still difficult, the
work can  be very stressful.
Conversely, there may be phases
with little worl, for example because
there is little to do in horticulture in
winter or because the volunteer can
only take on simple tasks due to the
language barrier. When working
outdoors, eg. in the forest
kindergarten or in horticulture, there
may be days, especially in winter,
when it is uncomfortable because it
is cold, rainy and windy, despite
wearing protective clothing.
Volunteers should be able to go
through these unpleasant phases as
well or be flexible to work in another
area during these times.

Another big point is that the places
of assignment want the volunteers to
be proactive. The places of
assignment  have a  routine
procedure and the volunteeris a new
person who still has to find a place in
this system. He or she should not
just wait to be assigned a place, but
should be actively involved, e.sg.
approaching the children in the day
care centre and playing with them.
The places of assignment want the
volunteers to think about what to do
next and to act independently. They
should also take on routine tasks
that they already know after a short
time without being asked. One place
of assignment described this
expectation by  saying that
volunteers should also "see work",
i.e. independently see where help is
needed and take the initiative. They
also want the volunteers to complete
their tasks reliably.

Even if it sounds as if the volunteers
often have to adapt, the places of
assignment want the volunteers to
"be themselves', They are happy
when the volunteers bring in their
own ideas and experiences and, for
example, propose and implement
their own small projects. This could
be a leisure activity that they plan
and implement or a ritual that is
introduced in the day care centre.
Also, the organisations would not
participate  in  the  weltwarts
programme if they were not
interested in the experiences and
culture of the volunteers. They are
happy when the volunteers share
aspects of their own work and
culture with their colleagues and the
target group, be it singing a song in
Portuguese with the children,
teaching the people of the target
group a few words in English or
Spanish, giving a talk about the
sending organisation, or..., or..., Or....
The volunteers bring a breath of
fresh air into the places of
assignment and this is a chance for
everyone to try out new things, to
question points of view and to
engage in exchange.

Picture: Sipho Mabaso at his work placement

"Being able to participate in volunteering has been one of
the most wonderful experiences. Within this experience
one is immersed in the learning of a new language,
culture, people and ways of life different from the ones
you knew. It meant a before and after in my life. Being part
of a work team in which, day by day, the work
relationships evolved into people who gave me their

friendship and affection. Almost 6 years have passed
since | started volunteering and | can still enjoy having a
hast mother on the other side of the warld, who will soon
Guadalupe Penagos, make her second trip to Mexico to be together again and

Mexico, who shows me her affection and closeness at every

o p Q : . it
volunteer 2017 - 2018 moment despite the distance".
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What makes a good volunteer from the
perspective of Welthaus Bielefeld? In the
following, the two people who are most
involved with volunteers on the Welthaus
side present their views:

BARBARA SCHUTZ,
COORDINATOR OF THE PROGRAMME:

Picture: Barbara Schiitz, selection criteria

This is a difficult question, because at the
end of the day, everyone is who they are and
everyone has something to contribute to the
programme. Nevertheless, | think it is
important to ask the guestion, because it
should be avoided that the conseguences of
the voluntary service lead to a burden for the
volunteer or for their environment, and it
should also be possible far the volunteer to
integrate well into the host family and the
workplace.

3.4 PERSPECTIVE OF

welthaus
bielefeld

Sometimes volunteers ask me: Oh dear, -
we are making so much work for you! The
work is not the problem, on the contrary, |
enjoy accompanying volunteers, seeing
them grow, seeing them ask themselves
questions and want to move forward, with
everything that goes with it, including
setbacks, doubts, questions, prablems

For me, this results in various important
qualities:

Ability and willingness to learn

When you come into a new context,
previous knowledge can sometimes be of
no help. Being aware of this, taking time
and giving yourself time to grasp the new
einvironment, perhaps by observing a lot or
asking questions, is important in the
beginning. In the next step, the volunteer
can then reflect what from their previous
knowledge might fit and can be applied.

Willingness to question oneself

| think it is very important reflect upon
one’s biography - to be aware of what has
made you whoyou are. This also includes a
confrontation with what the volunteer has
learned about gender/race, about their
own sexisms and racisms, Ideally, itis also
possible to share this so that those around
them, eg the host families, can
understand why they might behave in this
or that way. Questioning things and
biographical examination can also mean
that one becomes aware that behaviour
made sense in a certain context, but
another context sometimes allows different
behaviour.

"Before going to Germany, my
goal was to volunteer. However,
during the experience, many
unexpected things came up: the
stress  in communication
because of the language, the
habituality of everyday life, the
position at work, the climate, the
personal presentation, etc. |
could not identify myself in
Germany. The first reason for
leaving the programme was my
family that | had left and then
health problems that affected
me several times, even though
beforehand | was in good
medical conditions. In the end |
realised that all these situations
stressed me more and more. So
| would recommend to people
who are interested, first of all, to
make sure their families don’t
interfere  tao much in the
volunteering and secondly, to
check their health and take the
necessary medicines with them
to avoid any inconvenience”.
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Francisco Covela,
Mozambique, volunteer 2017
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Willingness to see
the other person

This probably seems self-evident;
all letters of motivation mention it:
"| want to get to know the German
culture, | want to learn from the
people”, In practice, however, |
have the impression that many vo-
lunteers are preoccupied with
themselves. To a certain extent |
consider it positive, it means
knawing one's own limits, knowing
what | need when I'm not feeling
well. However, | often have the fee-
ling that curiosity about other
peaple is missing, and | also often
find the exploration of German so-
ciety very superficial, For me, that
means, for example, asking host fa-
milies questions, collecting infor-
mation about Germany and
showing interest in these topics.
Unfartunately, media consumption
sometimes gets in the way of really
getting involved in their environ-
ment,

Being critical
and group composition

All volunteers will never be critical,
and thus it is not a basic criterion,
For me, being critical means not
believing everything you see - and
questioning  the
discourse, not

thereby also
development
believing that everything is better or
worse in Germany, but getting a
differentiated picture without giving
up vour own. Critical people are
also important for the group in
order to be able to question group
norms, how majorities deal with
minorittes  and  exclusionary
behaviour.

"A good volunteer does not need to
change their essence to fit in, it is
important to be oneself, but that
entails a greater responsibility being
in another country and surrounded by
people who live in other social and
cultural contexts, with different ways
of being and thinking. And being
aware that these things may clash at
some point, which implies working on
the ability to accept and understand
the situation without generating
conflicts and not taking certain things
personally.

Broadly speaking, | think that a good
volunteer is someone who leaves a
good memory. Someone who makes
an effort to do well at work, even if it
was monotonous or tedious work, and
that this work, no matter how small,
needs to be done in order for the
organisation to move forward.
Someone who makes an effort to
communicate with their surroundings,
even if it is only in basic or minimal
German. Someone who manages to
connect with society, be it through
family or friends. Someone who learns
from their stay in Germany and at the
same time manages to share a bit of
their life, their country, their society,
their way of thinking, and to some
extent break stereotypes. Someone
who accepts a new reality and makes
it their own".

Laura Hernédndez,
Mexico, volunteer 2015-2016
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HEINER WILD,
CONTACT PERSON FOR

The volunteers we got to know in these six
years were very different in many respects:
in temperament, in their previous level of
education, in their ability to leam the
German language and much more. But
what does it depend on how well they learn
to orient themselves in the diverse con-
texts of life in Germany, while at the same
time convey an idea of their culture of
origin?

| think, first and foremost, on their
self-awareness, in the sense of consciously
coming to terms with their own history and

identity. It may be that this identity
means complete conformity with the
culture of origin, but more likely it may
arise  from processing  self-doubt,
conflicts and crises. Self-awareness is
particularly developed in individual
volunteers who have lived as border
crossers between cultures (e.g. between
indigenous  communities and the
majority society or between a small
farming family of origin and a big-city
academic professional environment).

The greater the awareness of one's own,
the greater the chance of recognising
what is different about the new
environment as well as what is common.

The willingness to get to know the new,
to understand it, to engage with the
other behaviour, habits and norms is
expressed in observing, listening,
guestioning and comparing. It is also
expressed in the desire to learn and use
the new language. It is usually
accompanied by an interest in
communicating something about the
country of origin, about one's own
experiences of life there,

For some wolunteers, this kind of
self-awareness is not or only barely
developed. On the one hand, there are
those who are still very firmly attached
to their familiar surroundings. The new
appears so overwhelmingly different to
them that it does not inspire
comparisons and questions, but simply
remains alien, possibly appears
threatening, causes fear and the longing
for the familiar prevails.

Orvolunteers have a difficult biography -
with experiences of crises, possibly
traumas, but without having dealt with
them. They are therefore insecure,
disoriented and  necessarily more
concerned with themselves than with
the new.

What makes good volunteers?

Volunteers who tend to fit one of these
two descriptions can still become good
volunteers over the course of their time
volunteering. But they have a harder time
and need more help to be able use their
self-confidence as a basis to face the new.
Barbara's seminars, which encourage
self-reflection as well as the perception of
social conditions, can help with this.

The greatest difficulties in finding the
openness to learn are experienced by
those who bring with them a kind of
"self-awareness" that is so entrenched,
not to say paralysed, that it only ever
confirms itself, But it does not allow for
any eagerness to be curious nor does it
permit questions, since they can always
mean questioning oneself,

However, self-confidence as a positive
quality does not contradict the
questioning of one's own ideas and
behaviour, and is more compatible with
an attitude of modesty and helpfulness
than with dominance. Out of an inner
strength it enables external flexibility and
readiness to adapt.

Social skills are central to the wark of
volunteers: empathy and caring towards
the vulnerable target groups of their
placement sites, towards children, people
with disabilities or in precarious living
situations and the elderly; a joy of
learning, creativity and a willingness to
take responsibility in carrying out tasks.
Communication skills, including
non-verbal ones, help volunteers not only
in dealing with the people entrusted to
them, but also in the work team, in the
host family and not least among
themselves in the volunteer group.

All these competences, on the one hand,
are desirable gualities of volunteers in
themselves, but on the other hand, they
can be seen as virtues that thrive best in
the soil of self-confidence,

i
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Picture: Simbarashe Chadini with his host father

This summary is based on interviews and
comments from host families who have had
good and bad experiences with volunteers,

Host families are a very important element of
the South-North programme. They are not
only the first direct contact with society and
everyday life in Germany, but also an impor-
tant part of the volunteering experience due
to the volunteers and host families living to-
gether so closely for an extended time
period.

In this context, host families often mean that
volunteers move in with one or twa people
whose children are grown up and usually no
longer live at home,

Many of the host parents who offer to host
volunteers have had previous contact with
exchange programmes or longer stays
abroad, They may have had their own expe-
riences in the past or their children may have
volunteered abroad, Some host families
have been hosting volunteers for years, for
others it is the first time they are hosting so-
meone. The reasons for hosting volunteers
are many and varied; there is always a great
interest in the cultures and people coming to
Germany.

HOST FAMILIES

The curiosity to get to know a new part of
the world ar to deepen existing relation-
ships with certain regions, After their own
children have left home, there is sometimes
also a desire to continue family life, In gene-
ral, there is an expectation of give and take,
of reciprocity from which everyone benefits
and from which one learns with and fram
others,

The experiences of the host families with
the volunteers are different each time, and
the “family life” is always lived in a different
way. Despite these very individual
experiences, some characteristics and
behavioural patterns of the volunteers can
be identified which, fram the point of view
of the host parents, make life in the families
easier or more difficult, The most important
characteristics are sincerity, interest and
motivation. They are considered essential
for learning the language, culture and life in
Germany, but are just as important in
everyday personal encounters. The host
families explicitly see themselves as a
family for the volunteers, I.e. participation
and interest in each other's lives are
important to them. They may want to have a
meal together once a day or do activities
together on a regular basis.

On the one hand, shared moments are
important, but on the other hand, the host
parents are also happy when the volunteers
have the courage and curiosity to seek out new
experiences on their own and are not centered
on the host parents when they want to get to
know more about Germany.

The qualities that make living together difficult
are often the opposite of the desired beha-
viour, Lack of independence, a high degree of
seclusion or disinterest cause the desired
family life to cool down. The host parents find it
very unfortunate if the volunteers focus on
their relationships in their homeland and dis-
connect from the host family and life in Ger-
many. If there is a lack of interest, a lack of cu-
riosity for new things, the all-important com-
munication between volunteers and host fami-
lies can suffer. Openness and honesty are very
impartant for the families, because they want
to address uncertainties or misunderstandings
head-on, because they want to offer the volun-
teers a home where they feel comfortable and
understood. For example, spontaneous chan-
ges in arrangements or small accidents in the
home should be communicated openly, simply
5o that the host parents are aware and a solu-
tion can be sought together,
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donde se  sientan  comodxs vy
comprendidxs. Por ejemplo, los cambios
espontédneos en los arreglos o los
pequenos accidentes en el hogar deben
comunicarse abiertamente, simplemente
para que los padres de acogida estén al
tanto y se pueda buscar una solucién
juntxs.

La comunicacion suele ser el punto clave
que determina si la relacion entre las
familias de acogida y Ixs voluntarixs
funciona bien © no. La comunicacion
abierta basada en la confianza mutua es
necesaria para prevenir o resolver
conflictos. Un reto evidente parece ser la
falta de conocimientos de aleman,
especialmente al principio del
voluntariado. Sin embargo, la mayoria de
los conflictos no se deben a la barrera
linglifstica, sino al incumplimiento de los
acuerdos, los malentendidos y el mal
comportamiento. Dado que ambas partes
afrontan la convivencia con impresiones y
expectativas diferentes, pueden
producirse y se produciran malentendidos.
Esto puede significar que se establezcan
juntxs normas de comportamiento o que
se comuniguen los limites de cada unx
para gue sea posible una buena
convivencia. Estos problemas, que pueden
deberse a una mala comunicacion, suelen
ser abordados en primer lugar por los

padres de acogida. Sin embargo, siempre $ib T /Sal roto: Isaac ( > caft familia-de acogida y Barb@fa Schiite
hay un deseo ewhuto de que Ixs Marco N Nilia dearosiie
voluntarixs también aborden los A = organizacion de envio

problemas abiertamente,

Sin embargo, en dltima instancia, las
familias de acogida quieren que Ixs
voluntarixs sean ellos mismos y puedan
serlo. También para los padres de acogida,
el tiempo que pasan juntos es una
experiencia intensa. El intercambio
personal y cultural se percibe como muy
enriguecedor. Las familias de acogida
disfrutan descubriendo vy aprendiendo
casas nuevas tanto como Ixs voluntarixs y
Ixs acogen teniendo esto en cuenta. El
intercambio de experiencias, las vivencias
compartidas, el descubrimiento de
Alemania, el conocimiento de sus paises
de origen y mucho mas motivan a las
familias a acoger a lxs voluntarixs y
acompanarlxs durante su estancia.
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SUMMARY

WHAT MAKES
A GOOD VOLUNTEER?

To answer this question com-
prehensively, this chapter
has presented and summa-
rised the perspectives of the
following parties involved:
Sending organisations,
former volunteers, volunteer
workplaces, Welthaus Biele-
feld and host families. The
perspectives show that there
are different expectations of
volunteers at different times,
For a better mutual
understanding, it is helpful
for all involved to openly
communicate these explicit
and implicit expectations in

From the perspective
of the sending organisations:

...has a direct relationship with the sending
organisation and knows it well.

...Is responsible in his/her work.

...has a stable psychological profile and is
mature enough for an intercultural
exchange.

..is secure in his/her cultural, ethnic or
regional identity and knows the
socio-cultural situation in his/her country.
...Is open to the German context and culture.
..Is transparent and honest about his/her
motivation and intentions.

...agrees with his/her organisation on how
and to what extent communication should
take place during the voluntary service.
..returns after volunteering and shares what
he/she has learned within the organisation
and the social context,

_..participates in the preparation of the new
volunteer,

From the perspective of
former volunteers:

...i1s aware of what it means to do
a voluntary service and shows a
great willingness to take on this
challenge independently.

...Is open to the new culture and
willing to be a good
representative of his/her own
culture.

..is willing to learn and get to
know the language, the work, the
culture and himself/herselfin all
situations.

..shows a lot of initiative and is
able to put his/her own ideas
into practice.

...strives to integrate without
losing his/her own authenticity.
..takes his/her responsibilities
and tasks seriously and carries
them out to the best of his/her
ability.

From the perspective of the host families:

the selection process and

...openly addresses problems and misunderstandings and communicates honestly with
the host family.

..isinterested in living together and helps to build a relationship of trust.

.voluntarily tells and teaches about himself/herself and his/her place of origin.

...feels free and self-confident to be himself/herself.

also to give applicants the
opportunity to present their
expectations..

From the perspective of From the Ferspettive

volunteer workplaces: of the Welthaus:

- : ...has a high willingness to learn.

.Is Interested in the work ..consciously deals with his/her

and the subject of the biography and critically questions
Workpiacg himself/herself and what he/she has
..has a friendly demeanour [ already learned.

and is a team player. ...shows interest in German culture and
..has a basic knowledge of I society by actively observing, listening
the German laﬂguage. and ques“oﬂ]ﬂg_

...is willing to go through ...Is self-aware enough to engage with
unpleasant phases. new things.
..shows initiative. ..brings with him/her social skills which

..contributes his/her own are of central importance for the
ideas and experiences. respective job.
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WHAT ARE THE QUALITIES THAT HELP TO
CARRY OUT VOLUNTEERING?

Starting from this main question, we
have done extensive and participatory
work in the search for common criteria,
in order to fulfil the objective of the
handbook, which is to homogenise the
selection processes.

In this chapter, we present 6 common
criteria, which are the result of a process
that took into account the experience of
the different actors involved.

A1 WHAT HAS THIS PROCESS BEEN LIKE?
Discussions in the different countries

Depending on the country and the situa-
tion there, we used different ways of in-
cluding the experience of ex-volunteers
and sending organisations;

1. In Mexico, El Salvador and Peru, toge-
ther with Ecuador, in presence seminars
were organised with the participation of
ex-volunteers and some sending organi-
sations.

2. In Nicaragua, the seminar was held
digitally.

3. In Zimbabwe and South Africa, sen-
ding organisations were cansulted.

4. In Mozambique, previous reports on
the same topic were reviewed.

Naturally, in all these meetings there
were debates and differences between
countries and actors, The issue of social
commitment, for example, was seen as
an important aspect for the organisa-
tions. In Mexico, they added the compo-
nent of cultural roots to the understad-
ing, while in other countries, social com-
mitment was evident by the ties to the
sending organisation.

In these discussions, it was possible,
among other things, to distinguish be-
tween skills that can be acquired along
the way and capabilities that should be
in place from the beginning. Everyone
agreed, for example, that German lan-
suage skills are important once in Ger-
many, but what significance should
German have for the selection process?
Would knowledge of another language,
e.g. English for Spanish speakers, be an
advantage? In the end, the agreement
was that volunteers should demonstrate
a willingness to learn the language.

In Zimbabwe, criteria beyond the control
of the volunteer were considered. In 2021,
avolunteer from Zimbabwe was refused a
visa, the explanation being: "She did not
show willingness to return to the country”
and this was justified by the fact that she
did not have a professional career or fi-
nancial resources. The fact that she had a
strong link with the sending organisation
and that it was willing to hire her after her
voluntary service was not enough. So, in
Zimbabwe, the chances of getting a visa
ended up being a criterion.

In Mozambique there was a separate cri-
terion. Organisations did not want appli-
cants to have any family ties to an emplo-
yee in a sending organisation.

VOLUNTEER PLACEMENTS
AND HOST FAMILIES

A workshop was held with representati-
ves of volunteer placements and current
volunteers during their first months in
Germany. The criterion most frequently
mentioned by the volunteers was patien-
ce, the balance between observing and
willingness to act being important. For
the workplace representatives, responsi-
bility and reliability were the most impor-
tant criteria,
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Avirtual meeting was held with the host
families, Many criteria similar to those
reported in the other spaces were men-
tioned, with the criterion of honesty
being a prominent one, as some fami-
lies mentioned that volunteers should
demonstrate a frank and honest atti-
-tude. This led to a debate that took into
account that in different cultures the
issue of communication is handled
differently, including honesty.

IDEA BUNDLING AND
DIGITAL WORLD CAFES

The review of the results of the different
meetings led to the formulation of 20
basic criteria, These criteria were dis-
cussed by inviting all former volunteers
and sending organisations to participa-
te in two virtual meetings, called "Digital
World Cafés".

In the first meeting via Zoom we met
with representatives from Mozambique,
Zimbabwe, Ecuador, Mexico, Peru, Nica-
ragua and El Salvador. In small groups,

the criteria were arranged on a digi-
tal whiteboard without being
applied. Each group had to choose 5
criteria that they thought were the
main ones. When synthesising the
work of the different groups, some
criteria were left out because they
were already included in other con-
cepts. This is how we arrived at the 6
criteria presented in this chapter.

For the second Digital World Café,
some of the participants of the first
meeting were present, and represen-
tatives from South Africa joined. The
aim of this meeting was to come up
with a definition of the criteria al-
ready established, to give them spe-
cific content in the context of volun-
teering, as it was noted that a term
does not mean or is understood in
the same way for everyone. It was
discussed how the criteria can be
measured or recognised in the diffe-
rent stages of the selection process
(interviews, dynamics, other activi-
ties). This will be discussed in the
next chapter.

Picture: Representatives of volunteer placements discussing selection criteria

WHAT CRITERIA ARE PRIORITISED?

A person shows responsibility, but their
social commitment cannot be as-
sessed, this person may be committed
to their organisation or the cause, but
probably lacks emational stability. What
counts more, what is prioritised? This
issue of weighting, defining which is the
most important criterion, has not been
defined in these meetings. It was gene-
rally agreed that all volunteers should
have something of each criterion. Ifon a
scale of 1 to 5, someone has 2 or less,
they could be a considered unfit.

The members of the Selection Commit-
tee will be in charge and responsible for
discussing and reflecting on the overall
weighting of the criteria, as well as how
the applicants' personalities are per-
ceived (see also: Evaluation in chapter
five).

It was noted that different actors have
different priorities, so it is important
that different actors are present in the
selection process.

Criteria



4.2 THE CRITERIA

Social commitment and
cultural rootedness:
social awareness, interest in
social issues, vocation for
service, desire to give and
receive, attention to sur-
rounding events, sense of
belonging and cultural
appropriation. Giving back
to the sending organisation
or to civil society communi-
ties. Willingness to establish
links with others,

Motivation: clarity about
the reasons for volunteer-
ing. Willingness to be part of
an intercultural exchange.
Willingness to share what
they have learnt in their
home town or sending orga-
nisation. Willingness to con-
tinue learning, interest in life
in Germany including life in
a host family. Self-initiative
in your volunteer placement,
willingness and initiative
(ideas) for leaming German.

Emotional stability: abi-
lity and willingness to deal
with new, different experien-
ces and difficult situations.
Maturity,  self-awareness,
especially self-awareness of
vulnerabilities,  thoughts
and emations. Ability to ask
for help, willingness to esta-
blish or maintain support
networks, clarity about
where you are in your life in
relation to volunteering.
Should not be in crisis at the

moment and preferably have
gone through a process of
psychotherapeutic support in
case of major difficulties
and/orvulnerabilities.

Responsibility: care and
attention to ope's own ac-
tions, commitment and deter-
mination to the assigned acti-
vities. Respect for oneself and
others. Compliance with esta-
blished rules, good beha-
viour, responsible use of re-
sources, arganisational skills,

Communication skills:
willingness to engage in con-
versation with people from
other cultures. Assertiveress,
empathy, ability to listen and
express their ways of thinking
and feeling. Use of different
types of communication to
make oneself understood.
Self-confidence. Experience
in learning another language,
aware of limitations in the
pursued language, ability to
cope with linguistic errors.
Support among volunteers,
openness ta share life expe-
riences, contact with actors
before, during and after vo-
lunteering.

Adaptability: abilty to
adapt to unfamiliar situa-
tions, openness to new expe-
riences, willingness to step
out of the comfort zone and
face new challenges, willing-
ness to observe and listen to
other ways of life and ways of
thinking. Curiosity.

Wunschens -
wect

Picture: Wishes for volunteers from work placements
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4.3 VOLUNTEERS WITH SPECIAL NEE
INCLUSION IN THE PROGRAMME

S,

The programme aims to be inclusive,
which means that people with special
needs can have the opportunity to do
Weltwiérts. By special needs, we mean
people who have a chranic illness, disa-
bility or physical or mental disorder that
is under control or in treatment. Also, si-
tuations where potential applicants are
mothers or fathers who wish to volunteer
with their children.

We are guided by the motto: "There are
no disabled people, it is society that puts
barriers in their way". We know that it is
not easy to remove barriers, but in the
case of potential applicants with special
needs, it should be assessed beforehand
whether it is possible to reduce the
barriers in the specific case, taking into

account the criteria mentioned under 4.2.

In the case of such applications, some
examples are given below:

1. For a blind or hearing impaired person,
working at one of the current volunteering
sites would be very challenging. However,
a special school for the visually impaired or
hearing impaired could be consulted to
see if they would be interested in receiving
a volunteer. Also the search for a host
family can be more difficult, as it would be
important to find a family where there are
not many barriers and where the volunteer
can communicate.

2. In the weltwarts programme, there has
been participation of parents who had to
leave their children with their respective fa-
milies in their home country. On two occa-
sions, it was mentioned that they would
have liked to have had the opportunity to
volunteer with their children in Germany.
These cases are being treated as a matter
of inclusion. It may be that the applicant
was not able to continue their life project
due to early parenthood, therefare we be-
lieve that they have the right to be able to
orientate themselves again and to be able
to have an intercultural experience. Of
course, this situation brings with it

Picture: applicants doing group exercises during selection in Mozambique

challenges, both in terms of financing
as well as education and care for the
child, which must be ensured. It is ne-
cessary to find a family that is willing to
host the volunteer and their child or a
flat where this small family can have its
OWn space.

Therefore, applicants and sending orga-
nisafions interested in submitting such
cases are asked to communicate it prior
to the selection process so that World
House Bielefeld Bielefeld and the pro-
gramme can evaluate if they can offer
the general conditions that would make
volunteering possible. The role of the
Selection Committee is, as in the case
of other volunteers, to assess whether
the person meets the criteria. The Se-
lection Committee can also ask special
guestions in order to be able to assess
whether the person has the capacity to
face the specific challenges of their si-
tuation. We ask for direct communica-
tion, even though we do not know the
person, in order to be able to identify
possible challenges in Germany.
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SUMMARY:

_ REFLECTION QUESTIONS FOR THE SELECTION
_ COMMITTEE BEFORE SEEING THE CANDIDATES,

SUMMARY:

- Different actors may prioritise different cri-
teria.

- In a participatory process, between part-
ner organisations in 8 countries, former vo-
lunteers, volunteer projects and host fami-
lies we have come up with 6 basic criteria:
Social Commitment and Cultural Rooted-
ness, Motivation, Emotional Stability,
Responsibility, Communication Skills and
Adaptability.

- All selected persons must meet the above
criteria, although some characteristics may
be more pronounced than others. The se-
lection committee evaluates and reflects
together on the weighting of the different
characteristics, taking all of them into ac-
count.

- Special needs are not an exclusion crite-
rion, on the contrary, weltwdrts aims to be
inclusive. If there are candidates with spe-
cial needs, we ask to be informed prior to
selection.
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How can the selection seminar be
organised? What tools are available? In this
chapter we present the different elements,
related tools and possible models for
conducting the selection seminar. It is easier
if one person or a group of people take
responsibility for carrying it out.

5.1. LOGISTICAL PREPARATION

In the preparation of the selection seminar,
the following points should be taken into ac-
count:

1. Analysis:
How many applicants are there, from which
organisations?

2.Communication:

Write to applicants, let them know the selec-
tion date and logistical matters. If necessary,
write them again if there is new information
after meeting with the Commission. Depen-
ding on the situation, use the communica-
tion channels most accessible to the appli-
cants (email, Whatsapp, call, etc.).

3.Venue:
Where should the selection seminar take
place, which region makes the most

sense?

4.Framework and Costs:

The selection should include three parts:
(1) A pre-meeting of the Selection Commit-
tee, (2) the actual Selection, (3) an evalua-
tion meeting of the Selection.

5. Discuss: If all applicants and Commis-
sion members come from the same place:
Is accommodation necessary? Is it possi-
ble to conduct pre- and paost-selection
meetings digitally? Which venue is suita-
ble? Is there space for group activities and
interviews?

Depending on the needs observed, draw
up a budget and communicate it with
World House Bielefeld.

6.The Commission:

Before the selection seminar, the commis-
sion has to be set up. A few points can be
considered here:

Picture: Selection in Simbabwe

® FEnsure that there is a
balance between new and
experienced members. At least
one person  should have
attended a selection seminar.

@ The participation of returned
volunteers 5 also
recommended. Try to include
new people (those who have just
returned).

® Which representatives of
organisations do you want fo
invite? Give preference to those
who have not already nominated
a candidate. You can do this
individually or write an email to
all organisations that have not
applied and/or ask for the
support of the North-South
menfor or the  person
responsible for your country at
the World House Bielefeld.

® Are there German volunteers
in the region? One of them could
be invited as a representative,
even if the North-South mentor
wants to participate.

® Make an effort to have a
gender  balance in  the
commission.

® Commission members
cannot be asked to give up two
or three full days for the
selection, but it is recommended
that they can be present at all
times. Take into account the
availability of individuals, but
make it clear that commitment is
necessary.
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6.2. THE PREPARATION
OF THE SELECTION PANEL

The Selection Manual should be a
preparation document for the Commission.
The idea is to send the pdf to all members of
the selection in advance. If it is not possible
to study it in full, the end of each chapter can
be read, where summaries can be found.
Each member of the Commissian could be
given the task to read one chapter and
discuss it at the preparation meeting,

The objectives of the preparation are:

@ To getto know each ather

@ To start from the same basis

@ To get to know the criteria and see if there
is a common understanding of them

@ Clarify special issues and additional
criteria

@® To get to know the selection tools
(interview guide, selection instrument, etc)
@ Agree on the role of each member of the
Commission

® Logistical preparation

As mentioned above: This preparation can be
done digitally, however, it is recommended
that the members of the Commission can
meet a little before the arrival of the
applicants.

It is highly recommended to send the
selection committee  the  applicants'
documents: motivation letter, application
form, CV and previous documentation they
have shared. It is possible for each member
of the commission to take an the review of a
specific profile and then share it with the
other members, so that the commission
knows the previous profile of the applicants
and has some references before meeting in
person, It will also be useful to have these
documents available on the day of the
selection.

We strongly suggest that on the day of the
selection you have printed materials for the

commission members, especially that each
member has the timetable and roles for each
moment, an interview guide and a format of
the individual selection instrument.

We recommend that you keep in mind chapter
4, which details the selection criteria.

9.3. THE SELECTION

The selection seminar may consist of the
following elements:

A. Common start
B. Interactive activities/dynamics
C. The interview

D. Informal activities and spaces
E.Other elements (optional)

Depending on the time available, the
number of applicants and the context, it
has to be decided how these elements will
be distributed in the seminar. In 2022, in
most cases, a two-day seminar was held,
where participants mentioned that this
time was necessary and could even be
short when including preparation and
evaluation, The time with the applicants
can be reduced to one day. Generally,
enough observations can be made in one
day to arrive at a assumptions. Possible
models for the day could be:

Picture: Candidates in Ecuador
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More than six applicants:

Space 1 Space 2 Space 3
Morning Common start
Interview Group 1 Dynamics Group 2 Informal space, while

waiting for interview

Noon Lunch

Afternoon Interview Group 2 Dynamics Group 1 Informal space, while
waiting for interview

Common conclusion

Less than six applicants:

Space 1 Space 2
Morning Common start
Dynamic |
Interviews Informal space, while waiting

for interview

Noon Lunch
Afternoon Dynamic I
Interviews Informal space, while waiting
for interview

Common conclusion

In case there is not enough time to interview all applicants, two interview teams can be set up. In this way it can also be
avoided that a member of the Commission interviews an applicant they know. In the following (possible) madel we started

late in order to avoid accommodation and to ensure that everyone was present at the beginning:
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11:00-11:30 Common start

12:00-13:00 Dynamics

13:00-14:00 Lunch

14:00 - 15:00 Interview 1 Interview 2 An ex-volunteer is available
for questions to volunteers
who are not being
interviewed

15:00-16:00 Interview 3 Interview 4 An ex-volunteer is available
for questions to volunteers
who are not being
interviewed

16:00-17:00 Interview 5 Interview 6 An ex-volunteer is available
for questions to volunteers
who are not being
interviewed

In the following, we elaborate on the
different elements and explain the co
rresponding tools. Analysis and evalua-
tion are dealt with in section 5.3.

A) COMMON START

The seminar starts with a common be-
ginning. Here the basis for an honest
and ftrusting relationship must be
created: The applicants must be clear
be themselves ant

e seminar as an option where both
parties can see if this programme is
really the right one. The common start
should include the following:

® [nfroduction of all members of the
committee and the candidates by
means of a dynamic or in a round of dis-
CUSSions.

@ [nformation about the volunteer pro-
gramme. A prepared presentation by
World House Bielefeld can be used for
this purpose.

@ Space and opportunity for tf li-
cants to ask questions.

@® [nformation about how the day/se-
minar will be run, what the selection cri-
teria are and when applicants will be in-

formed about the results.

@® |f desired, a dynamic to relax a bit
and creafe ¢ atmosphere.
BJINTERACTIVE
ACTIVITIES/DYNAMICS

In addition to the interview, interactive
ises are an important part of the

selection seminar. The aim of these
exercises is o be able to observe the
cand s in a different dynamic from
the interview.

In the appendix there are many sug-
Pf g

2 explanations of p
dynamics arranged according to situa-
tion and function.

In preparation, you can choose the dy-
namics that t suit the situation and
agree beforehand who will facilitate
these activities and who will o
Notes can be taken (let the applicants
know). As for the notes, it is recom-
ended at the
down your obs

nning just to write
ations: What does
the person do, how do they speak
what words do they use? Then you can
interpret.
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The exercises have specific functions
depending on the situation. It s
recommended to carry out no more than
four activities on a selection day: (1) an
opening exercise to break the ice, (2) two
activities in which different criteria can be
observed in the candidates (eg one
focused on discussion/discourse and one
focused on interaction/collaboration) and
(3) a final exercise for the closing.

It is important to include in the dynamics
the reflection of each activity, It may
happen that someone is not very
participative, but shows competence in
reflection: "I did not participate because |
did not see a place for me in the group, but
| abserved".

C) THE INTERVIEW

The interview is a key opportunity to get to
know the candidate better and is therefore
at the heart of the selection process. We
recommend that sufficient time be devoted
to individual interviews, 45 to 60 minutes
each. If time is limited on the day of the
selection, itis recommended to shorten the
other activities or to conduct them in
parallel (see sample time schedules in
5.2.). There should be at least 15-20
minutes between the interviews to allow
time to record observations and fill in the
evaluation grid.

The interview guide in the appendix should
be used for the interview. We have
designed it in such a way that as many of
the jointly developed criteria as possible
(see chapter 4) are reflected in the
questions. Of course, this guide is only for
guidance and reference: you can and
should depart from it if the need arises; for
example, if questions arise after reading
the application or if a topic needs to be
explored in more depth during the
interview, Similarly, questions can be
skipped if an aspect has already been
answered by a previous question.

It is recommended that one person asks
the questions and the others take notes,
This can be done in turns. But others can
also ask guestions if something is not
clear to them or they need additional
information,

Here are some general tips on
communication:

® Keep guestions short, The applicant
should talk more than the interviewers,
® Do not ask for several contents at
once with one question.

® Startwith the general and move on to
the specific.

® Make a pleasant startin order to have
a good atmosphere for all participants.
You can offer some sweets for the nerves.
® Don't change the topic abruptly, let
the participants know when there isa new
topic so that they don't feel insecure.

® Pauses and moments of silence give
the person time to think and respond.

® Closed guestions that are answered
with a "yes" or "no" are useful to clarify
facts, but do not contribute to getting to
know the person better,

® If you have doubts, for example,
about mental stability or health problems,
ask directly: "Have you ever had
psychological problems or psychological
support in your life? We do nat ask this
guestion because it is a reason for
exclusion, but because  stressful
situations can occur and it is important to
know what resources are

available.
@® Questions about

life in Germany may
not say much about
the person, as it does
not depend on their
personality ~ whether
they have had access
to information and
knowledge. It is easier
to get to know them in
their own context.

Community activities

If sufficient time has been allocated
for the selection seminar or if all
candidates come from the same
community, a larger activity can also
be planned in the preparation, e.g.
one that takes up a whole morning.

FOR EXAMPLE: Candidates have the
task (individually or in pairs) to
develop an activity for one (or their)
partner organisation(s). The activities
are then presented and, if possible,
carried out with the group.

In El Salvador, these activities were
carried out with a Community group.
See what is possible for you.

Picture: former velunteers from
El Salvador at a reflection seminar

Picture: interview during the selection
in Mezambigue
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It is also important to keep psychological traps in

mind. Here are some of them:

Description

Example

Halo effect

The halo effect describes a
person being judged on the basis
of a single salient characteristic
that overshadows all others. This
characteristic can be positive or
negative.

A person who is perceived as
particularly beautiful is often also
described as intelligent.

First impression

Applicants who impress with
good statements at the
beginning and then deteriorate
markedly are considered more
suitable than applicants who
start with poor performance and
then improve markedly.

Last impression

Experience has shown that
interviewers remember the end
of an interview more intensely
and that it has a
disproportionate influence on
the evaluation.

The sequence

The sequence of candidates, e.g.
in an individual interview, can
influence the assessment. The
order determines the "height of
the bar".

If a very good candidate is
presented first and then a
mediocre one, the latter is
usually rated worse than if the
order had been reversed.

Contrast effect

Interviewer’s/Observer’s
characteristics and preferences
play an important role. It is
important that raters take into
account their own score on the
judgment dimension and how
this might influence the
assessment, so that they do not
see themselves as the "standard
of normal”.

A calm recruiter is more likely to
judge a lively candidate as
overexcited.

Effect of sympathy

The sympathy effect is the other
side of the contrast effect.
People are often unconsciously
evaluated as  sympathetic
because they are similar to one's
own ego.

it may be a common hobby, for
example, but this hobby does not
say much about the applicant's
suitability.

Cause and effect

People tend to interpret and not
just observe. Usually, we
immediately have a hypothesis
at hand that explains why the
other person has behaved in a
certain way, But especially when
assessing candidates, it s
important to first observe and
then interpret in a differentiated
way. Observers/Interviewers
should always bear in mind how
they have arrived at their
assessment and on what they
base their impressions.

In group discussions, a candidate
may behave shyly because the
others are too dominant and do
not let her have her say or
because she is really shy.

Source: Selection Manual, Experiment
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Too little time?

In the best case, there are enough
informal  spaces and the
possibility for all members of the
selection committee to
participate in all interviews and
dynamics. This gives them the
opportunity  to meet  all
candidates in all situations.

However, depending on the
situation and the country, it may
not be possible to create such a
framework. For example, there is
only one day available, so what
compromises can be made and
how can the time be organised?

One possibility is to let the
dynamics and the interviews take
place  simultaneously,  The
commission members divide up
and collect their assessments and
evaluations in the joint evaluation
round at the end.

We recommend fixed roles that

do not change during the day. In
this way, all candidates can be

properly compared in relation to
each otherin at leastone element
(dynamic or interview).

Picture: group exercise during
selection in Peru

D) INFORMAL ACTIVITIES AND SPACES

During the selection seminar, there may be
various forms of informal activities, both
planned and unplanned. These include, for
example, shared meals, joint trips to the
selection site, questions and discussions
outside the activities, or planned and joint walks.
Not everything can always take place. Therefore,
also assess what is possible and what is not, in
relation to the context.

These informal activities and spaces have an
important function: they help to create a
relationship of trust between all participants and
an atmosphere of confidence for the applicants
in which they feel safe enough to show their full
potential during the regular activities.

Therefore, the observations of the informal
activities should not have the same importance
as the other activities, but in case of doubt they
can provide further information after the
interview or the dynamics.

E) OTHER ELEMENTS

Depending on the context, it may be useful to
include ather elements in the selection:

Support from a psychologist:

In Nicaragua, they were supported by a
psychologist who would help to assess the
emotional stability of the person. If you want to
involve a psychologist, keep in mind that they
are in the same situation as you are: they only
know the person for a short period of time and
cannot get to know everything during that time.
If you decide to do so, try to find a psychologist
from an organisation that can participate on a
voluntary basis.

|f there are doubts about emotional stability, you
can also ask for psychological support
afterwards, after the applicant has given
permission: "You have told us that you have
been in therapy for a long time, - since we have

only been seeing you for a short time, would
you allow us to talk to your therapist to see
how they assess this change/this big step for
you?"

The request:

Often the application does not give a true
picture of the person, but sometimes we rely
only on lived experience and leave out the
application. Criteria such as motivatian,
(written) communication skills and social
commitment are evident in the application.
Therefore, we consider that they are an
element that should be included in the
evaluation of the criteria.

Talk to the applicant organisation:

In general, reference letters are very positive
about the person, but sometimes you can
see passible weaknesses between the lines.
If in doubt, ask. The organisation knows the
person better than you do - even if you know
more than you expect from the person - seek
the conversation if you have any doubts.

5.4. THE EVALUATION

After the seminar, the Commission meats ina
joint round, discusses and selects the most
suitable candidates on the basis of the
observations. This can take place directly
after the seminar or, if necessary, at a later
time. If there is little time left on the same
day, it is better to do the evaluation on
another day. If necessary, also digitally. It is
recommended to set aside enaugh time for
the evaluation, at least two hours. Discuss
the possibilities with the members of the
Commission beforehand.

Two  documents are available for
documentation in the annex: the INDIVIDUAL
selection tool and the JOINT selection tool. In
the following, under B) Documentation, the
use is explained.
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while in the dynamics little is to be learned
about emotional stability, Observations
should only be made where they can be
noticed.

With this individually filled out instrument,
the commission enters the joint selection
round. For this round you can use the joint
selection instrument. This document is for
the final documentation and should be
completed by one person only during the
discussion. Decide at the beginning who is
going to perform this task.

Then the following scheme can be followed:

1. Jointly assess whether you need to talk
about each person. If there is a cansensus
that a candidate is not suitable, it is better
to save the time for those who are suitable,

2. One member of the Commission begins
to describe their perceptions of a persan in
relation to the criteria,

3. The other persons only add
something if they have other aspects
to add or if they differ. No discussion
yet.

4. Together they talk about possible
challenges for the person and
challenges they see (putin the table in
the row other remarks).

5. Points 2 to 4 are repeated, it is
propased that another person from
the committee starts the discussion.
After the observations have been
shared, the priority of the candidates
has to be decided.

As already mentioned, the focus is
now on a) seeing if the committee has
established additional criteria (new
organisation, gender, etc) and
including them in the assessment and
b) taking into account social factors
and potential.

Picture: group exercises at the selection in Mozambigue

A prioritisation is arrived at on the basis of
the discussion and the decision and the
reasons are documented. In  case
uncertainties remain (eg, further
assessments are needed), it is decided how
to continue the process.

In case the Commission does not reach a
consensus, there are different ways to
proceed:

For example, the Commission decides that
additional assessments or opinions are
sought. Or if there is doubt about a specific
criterion, another way of testing it may be
sought. A larger number of volunteers per
country can also be submitted to World
House Bielefeld - so that the person can be
chosen according to the availability of work
places. Ultimately, these instruments should
serve to standardise the selection process
and make it more transparent and fairer, But,
above all, these instruments should give rise
to debate and discussion within the
selection committee,
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UMMARY

@ The selection process consists of three parts (1)
Preparation, (2) Selection, and (3) Evaluation.

@ In the preparation, the framework of the selection
seminar is determined, the candidates are informed
and the selection committee is formed. The members of
the Selection Committee commit themselves to
participate.

@ The selection seminar/day consists of the following
elements: a) Common start, bh) Interactive
activities/dynamics, c) The interview, d) Informal
spaces, e) Other elements. Two tools for the interactive
activities/dynamics and the interview can be found in
the annex.

@ After the seminar the Commission meets in a joint
round and discusses and selects the most suitable
candidates on the basis of the observations.

In the evaluation the established criteria outweigh the
additional priorities.

N B
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WHAT HAPPENS AFTER THE SELECTION?

At World House Bielefeld, the selection process generally takes
place one year before the departure, as there are many things to
prepare, such as learning basic German.

6.1 ASSIGNMENT T0 A
VOLUNTEER POSITION:

When the next volunteers are selected in their respective countries,
a South-North working group (Sld-Nord-AG) meets in the city of
Bielefeld. It is a group composed of people related to the
South-North programme and involved in its conceptualisation. The
profiles of the individual volunteers are evaluated and matched
with the available jobs. We are helped in this by the wishes expres-
sed in the application form as well as by the assessments of the se-
lection committees.

In the year 2022 we had to include an additional criterion for the
allocation of jobs. Since in certain sectors in Germany, vaccination
against COVID-19 is compulsory, we could assign only volunteers
inoculated with vaccines recognised in Germany to positions with
people with disabilities and senior citizens.

If we have any doubts as to which position might be suitable, or if
we do not understand why a person has chosen a certain position,
we contact them directly to find out more about their motivation for
the particular position. In this way we can clarify doubts that help us
to make a better assignment,

As we receive fourteen people in the city of Bielefeld, excluding
those who carry out their voluntary service in an established twin-
ning position, we cannot guarantee that the voluntary service will
be carried out in the positions chosen as a priority in the application
form. In this case, it will be assessed how open the person is for
other pasitions. Sometimes there is a lack of interest in certain
areas, for example in the area of ecology. In this case, we approach
more locations and ask if they want a volunteer. It can also happen
that a country proposes three candidates instead of two, because
they did not reach a consensus in the selection committee, then we
choose the person according to the available positions.

Once the placement proposal is made, we send the translated
applications to the volunteer placements. In some cases we receive
a quick response, in others, the process takes longer, as organisa-
tions have to evaluate funding issues or have to include their
Boards or other committees in the decision. Some workplaces like
to meet their potential volunteers by videoconference to make the
decision,

Picture: Wendy Juérez speaking to a mentor
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If an answer is negative, the application
is submitted to another organisation.
Usually it takes about two months until
this process is finished.

6.2 LETTER OF ACCEPTANCE

Once we have received the response
from the placement, the volunteer re-
ceives the final letter of acceptance. In
this letter they receive more information
and are asked for additional information
for the organisation of the volunteer pla-
cement, contracts, insurance and flights.
We ask for photos and videos, which we
use for the host family search.

6.3 WHAT HAPPENS DURING
THE PREPARATION OF THE NEXT
VOLUNTEERS?

LANGUAGE

In the meantime in the countries of the
South, they start learning the German
language. So far, we have been using a
system of tandems (face-to-face or digi-
tal) who work with materials developed
by teachers in Germany. Both volunteers
and tandems can turn to these teachers
with their questions and doubts. They
communicate with each other in social
media groups. Those who don't have a
passport yet, should start applying for
one.

MENTORS

Each volunteer is assigned an individual
mentor. The mentors have the task of
answering personal questions, such as
questions about the family and the envi-
ronment in Germany, as well as providing
logistical support. They are often former
volunteers.

PREPARATORY SEMINAR

A preparation seminar is organised for all
volunteers. If possible, several countries
of a region (Central America and Mexico,
Andes and South Africa) are covered.

The preparation seminar not only helps
to get additional information and to re-
flect on motivation and expectations,
but above all it makes the stay more real,
as the co-volunteers get to know each
other,

SENDING ORGANISATIONS
Organisations that have nominated a vo-
lunteer become sending organisations.
Through a conversation, both the volun-
teer and the sending organisation
should clarify their expectations regar-
ding further commitment and communi-
cation during and after the volunteer
placement. The organisation can provide
support in preparing materials about the
organisation and the socio-political con-
text, In the case of volunteers who have
not been actively involved in the organi-
sation as workers or target group, they
can give internships to the volunteers so
that they can better identify with their
work.

Preparation is very important, because
when talking about what qualities
should characterise a volunteer, it has
been seen that not all of them meet all
requirements or expectations. There is
knowledge and attitudes that can be ac-
quired along the way.

IN GERMANY

In Germany, we prepare the contracts to
be signed by the workplaces and the
German government. We register the vo-
lunteers with the insurance and look for
host families. The signed contracts and
insurance are the prerequisite for the
visa application. Some countries also re-
quire a flight ticket. When all documents
are in hand, it is time to make an
appointment for the visa.

THE VISA
Most embassies now operate an electro-
nic appointment system, others ask for a

registration and assign an appoint-
ment. Beyond the documentation we
prepared in Germany, you need a letter
of motivation and to be prepared for
the interview.

If we have not already done so, we buy
the plane tickets, once the visa has
been granted.

The pandemic has also taught us that it
is possible to meet digitally before the
trip to Germany. So there can be mee-
tings with the group or at least with
people speaking the same language.

6.4 DOUBTS?

If in this whole process a selected
person realises that they are not ready
for the volunteering experience, we
prefer that these doubts are expressed
in time and before arriving in Germany.
In this way, we can see if we can find a
person to replace their participation.
This may be another person who was
also considered suitable in the selec-
tion process. In such cases, a new se-
lection process cannot be carried out as
exhaustively. A face-to-face interview is
preferred, but digital formats can also
be used. The advantage of the digital
format is that peaple from Germany can
also be included.

6.5 ARRIVAL IN GERMANY

Although the whole process is part of
the volunteering process, the adventu-
re begins with setting foot on European
soil for the first time for many of them. It
is not surprising that new volunteers in
their preparation ask volunteers who
are already there or who have already
been there "What did it feel like when
you arrived in Germany?”

The time in Germany is not the subject
of this Handbook, that could be written
in a second volume, we leave it for the
future.
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SUMMARY:

@ Being selected is the first step towards
volunteering. The process of finding a volunteer
placement continues in Germany; at this point
there is canstant communication with the actors
in the country of origin.

@ After the selection, a long process of
organisational and individual preparation for the
stay in Germany follows.

® Mentors, sending organisations and World
House Bielefeld, as well as former volunteers as
seminar facilitators are involved.

@ In this process, new knowledge and
attitudes are acquired which are important for
volunteering.

@® In case of doubts, it is always better to
communicate them.

What happens after the selection?

56



PERSPECTIVES



You have this Handbook in hand. The Selec-
tion Manual is not in itself a guarantee that
the organisation of the selection process
will function properly. We have seen in this
process that the formation of Selection
Committees and above all the dialogue
within the Committees is also necessary. In
this sense, we believe that the Handbook is
an invitation. It seeks to be a living tool that
invites reflection and wishes to be sup-
portive. Hopefully, it will not stop there, but
will allow the development of methods and
organisational forms. The Handbook focu-
ses on selection, but also touches on other
organisational issues surrounding well-
warts-volunteering in its South-North com-
ponent,

By presenting the concept as we have pre-
sented it, we show our conviction that net-
working is an essential part of this voluntee-
ring. Hopefully, these networks between di-

fferent actors will also serve other purposes.

THE RETURN

A topic not touched upon in this Handbook,
but which has been addressed in the pro-
cess of elaboration, in the country seminars
and in the World Cafés, is the issue of return.
Often, some organisations, especially in
Latin America, are expecting the return of
volunteers and their subseguent commit-
ment. The return to the countryis also a sen-
sitive issue for the volunteers when they are
in Germany. Their main concern is not how
to share what they have learnt, but what
happens next? What career prospects do
they have at home? They reflect on the ex-
periences they have gained in Germany
through non-formal education, without this
securing them any recognition.

Many have worked as volunteers in their
sending organisations, have worked as vo-
lunteers in Germany and have reached the
point of wanting to go further, to find a paid
job.

The prospects in their home countries are
often difficult, and the option of vocatio-
nal training is present. Although it was
mentioned in the first chapter that
weltwarts is not a migration programme,
we cannot and do not want to deny that it
is an issue that has to be addressed and
to which we cannot close our eyes, This is
because we work with human beings and
not with computers that can be program-
med to fulfil a set purpose. We believe
that networks between partner organisa-
tions and volunteers from the South-
North could work even better here, If the
coordination of organisations perceives
itself as a sending organisation, why not
circulate the CV of a volunteer before they
return, in order to help them to find a job
vacancy? Why not open up as a network
to listen to the returnees, to their doubts
and fears about a future with few pros-
pects?

THE ROLE OF RETURNEE VOLUNTEERS

At least in the case of World House
Bielefeld and even more so in Latin Ame-
rica, we have seen fhat returnee volun-
teers are very much present. They have
also played a very important role in the
process of making the Handbook, both in
the drafting and in the role of country
coordinators. In this way, they share a
little of what they learned in Germany and
continue their contact with the program-
me. In this sense, their motivation is grea-
ter than the motivation of the people from
the partner organisations involved in the
process, Their input and coordination has
been appreciated by the organisations,
but we have also seen that they still have
to fight for recognition. Particularly in
those countries where decisions have
previously been taken by the Assembly
and where the Assembly is seen as the hi-
ghestauthority as an organisational entity
in other contexts, it is difficult for returnee
volunteers to feel confident in proposing
and leading,

THE CASE OF COUNTRIES
WITHLESS PARTICIPATION

Not in all countries the organisation has
worked in the same way. There can be several
reasons, there are few returnee volunteers
and/or the partner organisations have so
many emergency issues in their daily work,
that there is no time left for organisational
isslies beyond their own mission or because
their coordination is still starting.

We believe that the model proposed here can
still be implemented in 2022. In South Africa,
for example, it was a person linked to an
organisation who formed her own Selection
Committee with people from the community,
not linked to World House Bielefeld or
weltwdrts volunteers. Their feedback was
important, and good results were achieved.
We hope that in these countries, the
Handbook can provide impetus and that
organisations can specify to what extent they
want to be part of this process. Likewise, in
Zimbabwe, it was the first time that
representatives of the two  partner
organisations met with the mentor for the
selection process. This meeting helped them
to understand more about what volunteering
is all about and they said goodbye with the
sentence "See you at the next selection”. In
Mozambique, where in the past organisations
have not been part of the selection process,
for fear that the representatives might
prioritise their own interests, this time an
organisation representative was encouraged
to look for applicants in his own enviranment
for the next opportunity. Hopefully, as World
House Bielefeld, we can in the future
strengthen existing networks where they exist
and promote and support networks where
they are wanted, without this being a forced
process.

FORMALISING THE NETWORKS?

The concept of Sur-Norte foresees that there
will be a sending organisation, which will take

Perspectives 58




care of all questions concerning the selec-
tion process, the preparation, the applica-
tion of visas and the follow-up. We have
seen in the case of World House Bielefeld
that different actors network and coordi-
nate the different tasks. By formalising
these netwarks, it would be possible to
have a sending organisation, for example
an organisation with a legal personality
formed and led by returnee volunteers,
coordinating with the partner organisa-
tions of World House Bielefeld, in a certain
country or open to the membership of or-
ganisations interested in integrating them-
selves more deeply into this experience.
Thisidea first came up in 2018 at a meeting
in El Salvador and had a certain resonance.,
We were going to assess, in the near
future, whether we could go a step further
in the formation of an organisation. Further
formalising the "Country Coordinators" as
an actor in this project could be a step
towards this formalisation. In a small
evaluation meeting with only Country Coor-

dinators from three countries present, one
of which took on a leading role, there was

no clear statement in favour, While it is seen
that communication is easier when one person
is in charge of a pracess, it can also have the
effect that others are less engaged. Experience
in recent years has also shown that there are
returning volunteers, who after a few years
stop their commitment to the programme be-
cause they have their own social or political
commitments, There are alse others who conti-
nue for more years and there are newcomers
who join. Depending an who is volunteering or
in which region there are more candidates,
there can be different people every year at di-
fferent moments of the process, Perhaps this is
a strength of the informal networks, which are
more flexible, In this sense, we will continue in
this way for the time being: we will see from
year to year who can carry out which task, will
we need one person to coordinate or will the
different people involved in the netwark with
different tasks coordinate themselves?

On the part of the programme, we hope that
there will be more suppart for the formation of
netwarks, the training of actors in the South
and the work of returnees.

Picture: group work, generation 2019-2020

THE USE OF DIGITAL MEDIA

It was the pandemic caused by Covid-1g,
which got us used to using digital video-con-
ferencing tools., For this project, we used
them. It allowed us to give briefings to candi-
dates when it was mentioned in the World
(afés that more information was still mis-
sing, we have used them for Country Coordi-
nator to coordinate among each other, to
train them and to evaluate. We have also
used them once for pre-selection.

There were two organisations that proposed
several candidates. If they had done the
pre-selection, they would have expressed a
preference, which could have had an effect
on the commitment to the organisation of
those who were not selected, so in this case,
World House Bielefeld participated together
with the mentor and the country coordinator
in the pre-selection. In the case of Nicara-
gua, some talks helped to discuss how to
readjust the programme in a difficult
socio-political context.
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Picture: pre

Digital communication, continuous dialogue and coordination
meetings between various countries. These meetings will certainly
be used in the future for the ¢

ver, we also see the drawbacks. Digital cannot replace human con-

elopment of the programme. Howe-

tactin persan, There are also other limitations when it cames to mul-
tilingual groups. On the one hand, the most common tools such as

Zoom eanh; offe tramlation r'unclions in their corporate and educa-

meant h her hlf-‘hert

lingual groups, '.mhh

We have been able to observe

ally through the use of digital

communication, that it has been poss or peaple from different

countries to participate in the different elements,

::urrentl-,u in \.-"[J(.atIOﬂdl T_r'd.mm-g, in hermany, shared h

at the validation seminar, and Nic 1an volunteers in different
ged th
These networks remain fragile in the sense of working
continuously in a stable network, but they allow for new perspec
tives,

parts of the world en who are still in Nicaragua.

To sum up, it can he ced in this

project and what we see perspective corresponds to the

said that what we have experien

periences in the volunteering itself. It does not end with the s

in Germany. Encouraging dialogue, encounter and communica-
tion between different actors helps to create more horizontal and
participative relationships. The experience is a learning experi-
ence for everyone involved. The process continues after the stay
in Germany, but also after this project. It is the people, the actors,
who form and give life to the structures that are established.
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SUMMARY:

SUMMARY:

® Networking is an essential part of the volunteer
programme.

@ Return to the country is an additional issue to be
developed. To facilitate the return, netwaorks of organisations
can also play a rale in welcoming volunteers, including offering
jobs.

® Returned volunteers are very important and motivated
actors,

@® Atthe moment, there is no advantage in formalising the
networks, Informal networks offer flexibility in terms of taking
on responsibility and committing for a certain period of time,
as well as flexibility for the integration of new people.

® The use of digital communication enables dialogue be-
tween different actors from different countries, even the trans-
nationalisation of Networks.
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Interview sheet for applicants to the Welthaus South-North Volunteer programme

The main objective of this interview is to get to know the applicant in person, to expand on the first
impression gained through the application documents and get a good sense of the applicants’:

Commitment to social justice
Motivation

Emotional stability

Sense of responsibility
Capacity to adapt
Communication skills

We recommend that sufficient time be devoted to individual interviews, 45 to 60 minutes each.
There should be at least 15-20 minutes between the interviews to allow time to record observations
and fill in the evaluation grid. It is recommended that one person asks the questions and the others
take notes. This can be done in turns. But others can also ask questions if something is not clear to
them or they need additional information.

1) Applicant details:
Name:
Surname:
Date of birth:

Associated organisation:

2) Interview questions:
Note: The interview questions are meant to serve as guiding questions for a conversation with the
applicant. The interviewers are free to ask additional questions to get more in-depth information

about specific topics or questions from the applicant.

1) Please tell us a bit about yourself and about your background.

a) What does a typical day in your life look like?
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2)

3)

4)

5)

6)

7)

8)

9)

b) What is your role/connection with the organisation that is sending you?

c) What connection do you have to the community / city / township / area that you
have grown up in?

Why are you applying for the Welthaus South-North Volunteer programme?

What are your expectations about the Welthaus Volunteer programme, the preparation
process and the time in Germany?

a) with regards to your work placement?

b) with regards to life in a host family?

c) with regards to the group of volunteers?

d) with regards to your personal development?

What are your fears / concerns with regards to the Welthaus Volunteer programme and the
time in Germany? And how do you want to overcome them?

How do you describe your commitment to social justice? What role does it play in your life?

What are you passionate about? What interests do you have outside of work or school?

What are your biggest strengths and skills?

What would you consider your weaknesses or things you need to work on?

Can you tell us about a challenge that you have faced in the past and how you overcame it?
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10) How easily do you adapt to new circumstances? Can you share about a time or situation in
which you adapted well to change?

11) How do you take care of yourself and your mental health? What do you need to feel
comfortable and at ease, be it at work or at home?

12) What are your professional plans for the coming years and how would the volunteer
programme benefit your plans?

At this stage of the interview, the interviewers are welcome to add any question that might have

arisen from the application documents or the interview, either regarding the applicant’s work or
personal life.

Depending on the situation, if delays in entering the country are possible/foreseeable:
13) We already know when the trip to Germany will take place. However, for various reasons
(entry restrictions due to the pandemic situation; problems with obtaining visas, etc.) there

may be delays. Would you be able and willing to wait should there be a delay of 6 months?
Would this delay affect your future plans or those of your organisation in any way?

14) Do you have any questions for us?
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Proposed Icebreakers, Energizers and Activities

By Kevin, Maikely, Edith and Karla

The following ice-breakers, energizers and activities are suggestions that can be used at the discretion of the facilitators within the selection process, taking the local
context into account. The order and/or distinction of these ice-breakers, energizers and activities can be modified according to the time available and the particular
objective intended by the selection committee.

The proposed distinction is as follows:

We recommend choosing one presentation ice-breaker, two activities to identify skills, prejudices and/or values of the applicants and one closing energizer or activity.
Please follow all the relevant Covid-19 protocols that your country has established to safeguard the health of its citizens.

1. Presentation Icebreakers

Within the presentation dynamics we have proposed 4 ice-breakers whose only objective is to get to know each applicant. We have added 2 additional ice-breakers
that will allow the facilitators to already observe some of the skills defined in the selection criteria. Under 4 we further propose four additional virtual presentation

ice-breakers. Depending on the time available, we recommend the facilitators select only one presentation ice-breaker and combine it with one of the ice-breakers
that already allow to observe some of the selection criteria. The decision is however up to the facilitators.

2. Icebreakers and activities to shed a light on skills, preconceptions and values of the applicants

In accordance with the framework of criteria proposed by the Selection Manual:

Commitment to social justice
Motivation

Emotional stability

Sense of Responsibility
Communication skills
Capacity to adapt

3. Fun and/or farewell Energizers

These energizers and activities can be used for fun at various times during the day, with or without the facilitators. We recommend to use of one of these activities
as a closing reflection activity at the end of the selection day.
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4. Virtual Icebreaker

The proposed ice-breakers are optional like all the others, but meant for a virtual setting. We suggest using the proposed activities or adapt some of the other

activities mentioned in this chapter. The important thing is to close the selection day with a reflective activity.

5. Closing and evaluation activities

Description:

1. Presentation Icebreakers

Name

Objective

Implementation

Materials

Time

1 “Spider Web”

Getting to know each
other (applicants and
facilitators)

We build a circle. The facilitator starts by tossing a ball of
yarn to one of the participants. Whoever receives the ball
of yarn has to mention some of his/her own
characteristics (e.g.: "My name is..." "l am from..." "My
favorite activities are...", among others) and then pass it
on to the next participant, holding on to the string. When
everyone has finished introducing themselves, the ball of
yarn (which has already formed a spider's web) must be
returned and a characteristic or strength that has been
observed in the participant connected to it must be
mentioned, for example: "I think Maria is a charismatic
person".

1 ball of yarn / wool

Approx. 20
minutes

2 “The curious ball”

Getting to know each
other (applicants and
facilitators)

The participants build a circle. They start to quickly pass
the ball to each other while music is playing. When the
music stops, the person who is holding the ball must say
his/her name and answer several questions that the group
can ask to get to know him/her a little better. For example:
What is your name? What is your favorite hobby? What is
your favorite food? Where are you from? The questions
can be adapted.

1 ball

1 speaker

Music (to be decided
by the facilitator)

20-25 minutes

5/ 20




“I'm itchy”

Getting to know each
other (applicants and
facilitators)

The participants build a circle and the facilitator begins by
saying "My name is Julia, | am 20 years old and | have an
itch here..." pointing to a part of her body, for example:
her nose. The next person says "her name is Julia and she
itches here... and my name is Ruth and | itch here..." and
so on. Each person, before saying his or her name and the
part of the body that "itches", has to say the names of all
the previous people and scratch the parts of the body they
mentioned, and the last person has to repeat all the
names and gestures.

Approx. 20
minutes

“Introducing
myself with a
song”

Getting to know each
other (applicants and
facilitators)

We ask participants to select a song that is meaningful to
them, which they would like to share at the end of their
presentations.

Each participant introduces himself/herself with his/her
name, age, occupation, among others; at the end of
his/her own presentation, he/she presents an excerpt of
the selected song and explains why he/she likes it.

Cellphone / speaker

20-25 minutes
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2. Icebreakers and activities to shed a light on skills, preconceptions and values of the applicants
Name Objective Implementation Materials Time
“Bowling” To assess, by means | 6 to 8 bottles will be placed on the floor, each of them with 6-8 bottles 25-30
of their answers, to questions pasted on them. The applicants will take turns throwing | with questions | minutes
what degree the the ball like a bowling ball and trying to knock down one or more 1 ball
applicants show the | bottles. When a participant knocks down one or more bottles,
6 criteria defined in he/she will have to answer one or two of the questions on the
the Selection bottles that were knocked down. The facilitator can choose which
Manual. questions to pick.
The questions are to be chosen by the facilitators prior and should
focus on getting to know the applicant more in depth. E.g. How do
you think the volunteering experience in Germany will help you
upon your return to your home country? Can you tell us about a
situation where you struggled to adapt to change and how you
overcame it? What personal traits or weaknesses hold you back
from achieving your goals? What external obstacles hold you back
from achieving your goals? Have you been part of a group in the
past where you faced difficult situations together? Etc.
At the end of the exercise, each applicant will comment on what
they thought of the exercise, how they felt and if they would like to
add anything else.
“Blindfolded To get to know For the implementation of this activity, the facilitators previously set | Different 25-30
obstacle course” applicants’ up a space where objects that will serve as obstacles are placed. objects that minutes
teamworking skills We then ask one applicant to volunteer and blindfold him/her. The | can be placed
and ability to take group is instructed to place themselves at the ends of the obstacle | in the room.
risks in the unknown. | course and find a strategy to safely guide the blindfolded volunteer | 1 blindfold

Main criteria: sense
of responsibility and
communication
skills.

from one end to the other without bumping into any obstacles
We conclude the activity with a reflection.

We suggest to complete the obstacle course twice, with two
different volunteers.
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At the end of the exercise, each applicant gets to comment on what
they thought about the exercise, how they felt and if there is any
other comment they would like to add.

“Sharing ice- To get to know each | The group of applicants proposes an ice-breaker or energiser to | Basic Approx. 20
breakers” other better and share with the facilitators. facilitation minutes

assess the resources /

applicants’ creativity | At the end of the activity, the group of applicants are asked to | tools

and enthusiasm. explain how they organized as a group to choose the ice-breaker /

activity, how they felt and if they would like to add any comment.

Main criteria:

Motivation, sense of

responsibility and

communication

skills.
“Expressing Visual The facilitator starts the activity by explaining that we all have the | Paper 25-30
ourselves through | representation of same words to refer to joy, sadness, anger, among other emotions. | Colors minutes
art” emotions. Applicants | However, how we represent them in our psychic world is something | Crayons

get to express that varies from person to person. Markers

visually what they Pencils

feel, understand and | The intention of the activity is to have everyone visually and freely | If possible,

wish to show
through a chosen
emotion.

Main criteria:
Emotional stability,
Capacity to adapt,
communication
skills.

represent anger, sadness, loneliness, fear, joy, love or any other
emotion that comes to mind through drawings or paintings. It is very
important to emphasize that neither the chosen emotion nor the
artistic expression to be represented will be evaluated, but rather
what they wish to show through the chosen emotion and its
content.

We conclude the activity by giving space for participants to share
and explain their piece of art and share how they felt about the
exercise.

watercolors.
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“Roleplay” To get to know Applicants are divided into small groups and given scenarios or can | Any tool Approx. 30
expectations, choose a scenario of a conflict that they could possibly experience | available in minutes
preconceptions during their volunteer service. The applicants have 10 minutes to | the space.
and/or possible ways | assign roles and formulate their position within the conflict. The | Prepared
of solving difficulties. | scenario is simulated in plenary. scenarios.

Several of the 6 We debrief with a reflection on the presented skits and asking
criteria defined in participants if they were happy with the role they played preparing
the Selection Manual | the scenario.

can be observed.

“The building To analyse different | The aim of the activity is for each participant to make a building 1 bag with five | Approx. 40

blocks” attitudes, styles and | block. Each applicant is given a bag with different items. Each pieces of minutes
methods of applicant will have different items in the bad with which to create | cardboard
collaboration. the building block. 1 bag with

scissors
Main criteria: The facilitators have to calculate the number of bags needed prior | 1 bag with a
motivation, to the activity, according to the group size. The participants are rulerand a
emotional stability, asked to gather in a circle and are each handed a bag, being told pencil
responsibility, not to look at the content until the activity begins. 1 bag with a
communication glue
skills. Each applicant will have a bag with only part of the necessary items | 1 bag with a
to create the building blog, which means that they will have to template of
collaborate with other applicants in order to access the missing the building
tools/items. block
Any other
During the activity, the facilitators can observe the situations that item or tool
arise and the way in which applicants collaborate. The facilitators you might
should look out for leadership, individuality, solidarity, consider
organization, perseverance etc. necessary

At the end of the activity, the following questions can be used for
reflection/debrief: How did you relate on a human level? How did
you distribute the tasks? What degree of participation did you
have in your decision-making? Etc.
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“Problem To get to know | We show the group of applicants a video about a specific problem | Flipchart Approx. 30
analysis” applicants capacity | of social justice or play a song that fullfils the same purpose. The | paper and minutes
for learning, analysis | applicants will then discuss in small working groups and have a | markers if
and reflection. collective reflection in plenary. needed
Main criteria: We propose to use videos or songs that focus on one of the
Commitment to following topics of social justice:
social justice, e Racism and discrimination
communication e Local poverty
skills. e Protection of the environment
e Climate change
e Gender equality
e Corruption
Etc.
“Carry the To have fun, as well Participants are asked to stand in a circle and given a string. They | Strings, Approx. 35
bucket” as observe attach their string to a bucket and have to balance the bucket | bucket, water, | minutes
leadership, without dropping it. Several versions can be tried: the bucket can be | soil
cooperation and filled with water or soil and the applicants given the task to move
communication the bucket to another place without dropping it.
skills.
We debrief on the activity with a reflection on how they felt while
Main criteria: completing the tasks:
Sense of e What did you observe?
responsibility and e How did you feel?
communication e How can we improve teamwork?
skills. e How was the communication among the group?
e How can we show more solidarity with others?
“The dice” To get to know each | We build a dice of equal proportions out of cardboard and place | Cardboard to | Approx. 25
other among unfinished sentences on each side of the dice that will serve to get | build the dice, | minutes

applicants and
facilitators.

Criterion: Motivation

to know the applicants. Possible unfinished sentences can be: My
main motivation to participate in the volunteer service are... ?, |
want to volunteer because | would like to learn new experiences
such as... ?, What | would miss most during the volunteer year would
be... ? What | would like to share in Germany is... ? and any other
question of interest.

flipchart
paper, pencils,
SCissors,
crayons,
markers and
glue
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Participants will take turns rolling the dice, introducing themselves
and answering the unfinished sentence that came up.
10 “Choose an To get to know each | The facilitator will ask each person to draw an animal that Paper, 20-25 minutes
animal” other among represents him/her or is meaningful to him/her. Once everyone crayons,
applicants and has drawn the animal, the applicants will take turns in introducing | pencils
facilitators. To get to | themselves with their name, age, organization of origin etc. and
know how the explain the meaning of their animal. This will help people generate
applicants may come | an interest in who they are.
to describe
themselves and
assess their ease or
difficulty in
expressing emotions.
Criteria:
Communication skills
3. Fun and/or farewell Energisers
Topic Objective Implementation Materials Time
1 “Imitacién conel | Fun We build a circle with the group and ask for a volunteer to start Ball Approx. 20
chi-chi-ri-chi-chi- the activity. The volunteer will receive a ball and should sing the minutes
ri-bom-bom- following insignia "chi-chi-ri-chi-chi-ri bom- bom-bom" and make
bom” any movement to it. The he/she passes the ball to the next
participant who will have to sing the insignia, make the
movement the prior participant made and add a new move to it.
We continue like that until the whole group took a turn.
2 “Mimes” Fun and creativity We divide the participants into 3 groups. Group 1 will write Papers, pens, | Approx. 20
when communicating. | words or phrases that will be given to group 2 who will then markers. minutes
have to be creative with signs, gestures, movements (without
Main criteria: speaking), so that group 3 can guess what is written on the
communication skills paper. Then we swap roles until all groups had the opportunity
to guess words.
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3 “You are not Fun and One of the facilitators will stay in the room with the group while Approx. 25
here” communication the other facilitator exits with one volunteer. Once the volunteer minutes
strategies returns, the task for the group in the room will be to make a lot
of noise, talk on the phone, talk to their peers, etc. so that they
Main criteria: do not understand what is going on. The facilitator can lead the
Emotional stability and | group.
communication skills. The volunteer will have the task of making a very important
announcement to the group.
At the end of the exercise, we will debrief as a group on what
strategies the volunteer found to call out or communicate what
he/she needed to say.
4. Online Icebreakers
4.1 Online Presentation Icebreakers
Topic Objective Implementation Materials Time
1 “Spider Web” To get to know each The facilitator assigns each participant a color, animal name or | - 20-25 minutes

other among applicants
and facilitators

number and tells participants to remember their own as well as
the one of the person who names them during the exercise.

The facilitator begins by introducing himself/herself and then
names the color, animal name or number assigned to a
participant. Whoever’s turn it is, presents him/herself (e.g. My
name is..., | am from..., My favourite activities are..., etc.) and then
names the next person. We continue until everyone has
introduced themselves.

When everyone has finished introducing themselves, the last
person has to mention the color, animal name or number of the
person who mentioned him or her and tell him or her some
characteristic or strength that he/she has observed in the
participant, for example: "l think Maria is a charismatic person".
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“Introducing Getting to know each We ask participants to select a song that is meaningful to them, | Cellphone / 20-25
myself with a other (applicants and which they would like to share at the end of their presentations. | speaker minutes
song” facilitators) . ) . . .

Each participant introduces himself/herself with his/her name,

age, occupation, among others; at the end of his/her own

presentation, he/she presents an excerpt of the selected song and

explains why he/she likes it.
“Choose an To get to know each The facilitator will ask each person to draw an animal that Paper, 20-25 minutes
animal” other among applicants | represents him/her or is meaningful to him/her. Once everyone | crayons,

and facilitators. To get | has drawn the animal, the applicants will take turns in pencils

to know how the
applicants may come
to describe themselves
and assess their ease or
difficulty in expressing
emotions.

Criteria:
Communication skills

introducing themselves with their name, age, organization of
origin etc. and explain the meaning of their animal. This will help
people generate an interest in who they are.

“Starting point”

Get to know the
applicants and their
expectations regarding
the selection process.

We inform the group that we will do a round of introductions and
it is not necessary to follow a certain order. Each person should
share his/her name and answer the following questions: Why and
for what purpose am | here? What knowledge and/or skills do |
have that | can share with others?

20-25
minutes
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4.2 Icebreakers and activities to shed a light on skills, preconceptions and values of the applicants

Topic Objective Implementation Materials Time
1 “Problem To get to know | Weshow the group of applicants a video about a specific problem | Video / song | Approx. 30
analysis” applicants capacity for | of social justice or play a song that fulfills the same purpose. The | Virtual break- | minutes
learning, analysis and | applicants will then discuss in small working groups and have a | out rooms
reflection. collective reflection in plenary.
Main criteria: We propose to use videos or songs that focus on one of the
Commitment to social | following topics of social justice:
justice, communication e Racism and discrimination
skills. e Local poverty
e Protection of the environment
e Climate change
e Gender equality
e Corruption
- Etc.
2 “Roleplay” To get to know Applicants are divided into small groups and given scenarios or | Virtual break- | Approx. 30
expectations, can choose a scenario of a conflict that they could possibly | out rooms minutes
preconceptions and/or | experience during their volunteer service. The applicants have 10
possible ways of minutes to assign roles and formulate their position within the
solving difficulties. conflict. The scenario is simulated in plenary.
Several of the 6 criteria | We debrief with a reflection on the presented skits and asking
defined in the Selection | participants if they were happy with the role they played
Manual can be preparing the scenario.
observed.
3 “Addressing To assess applicants The facilitator will ask the participants to divide into small Virtual break- | 25 - 30 minutes
group conflicts” skills in recognizing and | groups. Then, he/she will ask them to identify group aspects to out rooms
expressing group work on or problematic situations that make it difficult for the
conflict, as well as group to function optimally.
elaborate and
implement possible Once each subgroup has written a list of the operational
courses of action. obstacles that were detected, they should reflect on them and
find possible action plans to solve them. For example, "some
people attend the meeting late, so we start the task late. We
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Main criteria: Sense of
responsibility,
communication skills
and capacity to adapt.

found two possible actions: a) arrive at the scheduled time or b)
start the meeting even if not everyone is present".

Once each subgroup has finished, the facilitator will ask them to
share aloud the conflicts detected and their courses of action.
Everyone will be able to hear if any conflict situation is repeated
and propose alternative courses of action.

“The curious
roulette”

To assess, by means of
their answers, to what
degree the applicants
show the 6 criteria
defined in the Selection
Manual.

We connect to a link that simulates a roulette wheel online with
different sections where we can insert questions for the
applicants. It is up to the facilitator to lead the game and decide
how to spin the wheel.

The questions are to be chosen by the facilitators prior and
should focus on getting to know the applicant more in depth.
E.g. How do you think the volunteering experience in Germany
will help you upon your return to your home country? Can you
tell us about a situation where you struggled to adapt to change
and how you overcame it? What personal traits or weaknesses
hold you back from achieving your goals? What external
obstacles hold you back from achieving your goals? Have you
been part of a group in the past where you faced difficult
situations together? Etc.

At the end of the exercise, each applicant will comment on what
they thought of the exercise, how they felt and if they would like
to add anything else.

Link to online
roulette

Example in
Spanish:

https://es.pili
app.com/ran
dom/wheel/

25 - 30 minutes

“Sharing ice-
breakers”

To get to know each
other better and assess
the applicants’
creativity and
enthusiasm.

Main criteria:
Motivation, sense of
responsibility and
communication skills.

The group of applicants proposes an ice-breaker or energiser to
share with the facilitators.

At the end of the activity, the group of applicants are asked to
explain how they organized as a group to choose the ice-breaker
/ activity, how they felt and if they would like to add any
comment.

Virtual break-
out rooms

Approx. 20
minutes
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5. Closing and evaluation activities

provide support so that
they can express
themselves freely.

It is important to remind them that these will be the last words
they will pronounce to the group. Participants will pronounce the
five words aloud one at a time.

Of course, each word pronounced can be accompanied by a brief
explanation.

Topic Objective Implementation Materials Time
1 “Exchange of To allow each The facilitator will ask everyone to write a few brief words or | Paper Approx. 25
impressions” participant to express phrases describing how they feel about this being the last | Crayons minutes
his/her feelings at the meeting. It is important to clarify that they should write about the | Pencils
end of the day. sensations and emotions they feel when they say goodbye to the
group and the space. In plenary
One person at a time and in no particular order, participants can
share out loud with the rest of the group what they have written.
The facilitator should make sure that everyone participates
actively and can share something about how they feel at that
moment.
During the exchange of feelings, it is advisable that there are no
interruptions or questions for those who are expressing
themselves.

2 “Footprints” To provide the The participants will be informed that they should think of five | Paper Approx. 20
possibility for each words to close the workshop, words not phrases, that will give an | Crayons minutes
participant to say account of what they have shared and learned. The words act as | Pencils
goodbye to the group footprints of the journey with the group, impressions that will
and the space and to remain with each person forever. In plenary
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INDIVIDUAL EVALUATION TOOL

Country: City: Date:
NAME OF THE MEMBER OF THE SELECTION COMMITTEE: Function:
NAME OF THE APPLICANT: AGE:

Place of origin: PRIORITY (PRIOR TO JOINT PRIORITY):
GENERAL OBSERVATIONS

SPECIFIC OBSERVATIONS AND COMMENTS REGARDING THE CRITERIA
Take into account: documentation / interview / activities; At what point did I manage to observe, listen, identify elements for each of the criteria?

1. COMMITMENT TO
SOCIAL JUSTICE

Connection to and/or history
with the sending organisation
Capacity for reflection and socio-
political analysis

2. EMOTIONAL
STABILITY

Emotional and psychological
stability,Level of maturity and
personal reflection

3. SENSE OF
RESPONSIBILITY

Sense of responsibility shown
during the selection process,
Outside perspective /
Recommendation letter of the
sending organisation
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4. MOTIVATION

Motivation letter and/or
motivation expressed in the
interview
Expectations about the volunteer
service

5. CAPACITY TO ADAPT

Skills and talents

6. COMMUNICATION
SKILLS

Willingness to learn the
language,
Communication skills beyond
spoken language

CHALLENGES AND
POSSIBLE DIFFICULTIES

RECOMENDATION
REGARDING THE
VOLUNTEER
PLACEMENT
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JOINT EVALUATION TOOL

Country:

City:

Members of the Selection Committee:
Meet with the selection committee. Taking into account your individual evaluations, initiate a dialogue about perspectives and then fill in this joint evaluation tool.

Date:

1. COMMITMENT TO 2. EMOTIONAL 3. SENSE OF 4. MOTIVATION 5. CAPACITY TO ADAPT 6. COMMUNICATION CHALLENGES AND RECOMENDATION
SOCIAL JUSTICE STABILITY RESPONSIBILITY For example: For example: SKILLS POSSIBLE REGARDING THE
For example: For example: For example: - Motivation letter and/or - Skills and talents For example: DIFFICULTIES VOLUNTEER
SELECTION - Connection to and/or history | - Emotional and psychological | - Sense of responsibility shown | motivation expressed in the - Willingness to learn the WORKPLACES
CRITERIA AND with the sending organisation stability during the selection process interview language
NOTES - Capacity for reflection and - Level of maturity and - Outside perspective / - Expectations about the - Communication skills beyond
socio-political analysis personal reflection Recommendation letter of the volunteer service spoken language
sending organisation

Name of the
Applicant:
Priority agreed
by the selection
committee:
Name of the
Applicant:

Priority agreed
by the selection
committee:
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1. COMMITMENT TO 2. EMOTIONAL 3. SENSE OF 4. MOTIVATION 5. CAPACITY TO ADAPT 6. COMMUNICATION CHALLENGES AND RECOMENDATION

SOCIAL JUSTICE STABILITY RESPONSIBILITY For example: For example: SKILLS POSSIBLE REGARDING THE
For example: For example: For example: - Motivation letter and/or - Skills and talents For example: DIFFICULTIES VOLUNTEER
SELECTION - Connection to and/or history | - Emotional and psychological |- Sense of responsibility shown | motivation expressed in the - Willingness to learn the WORKPLACES
CRITERIA AND with the sending organisation stability during the selection process interview language
NOTES - Capacity for reflection and - Level of maturity and - Outside perspective / - Expectations about the - Communication skills beyond
socio-political analysis personal reflection Recommendation letter of the volunteer service spoken language
sending organisation
Name of the
Applicant:

Priority agreed
by the selection
committee:

Name of the
Applicant:

Priority agreed
by the selection
committee:

Name of the
Applicant:

Priority agreed
by the selection
committee:
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