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The volunteer selection is the process of choosing the right volunteer for a specific 
placement from a range of candidates who have applied for it. Previous to this, as 
presented above, the organisation has to draft a participant profile and to promote the 
vacancy.  

As we are talking about EVS, there are some particular aspects that need to be taken 
into consideration. First and most important, keep in mind the fact that the recruitment 
and selection process must be open to all candidates, including people with fewer 
opportunities and regardless of their ethnic group, religion, sexual orientation, political 
opinion, etc. Moreover, be aware that in EVS no previous qualifications, educational 
level, specific experience or language knowledge can be required, so you cannot 
include such criteria in your selection procedures. While there are situations in which a 
more specific profile of the volunteer might be required (if justified by the type of tasks 
or by the project context) this cannot be requested unless it is clearly stated in the 
application and approved by your National Agency or E.A.C.E.A. 

It is true that your first reaction is to search for and select the volunteer who 
demonstrates the skills and experience necessary to fulfill the job’s responsibilities and 
to design the selection process according to this. This is one of the biggest errors that 
you can do and you should avoid it by all means! EVS volunteers should be chosen 
according to their interests and personal development needs and the project addresses 
firstly to them and only after to the community. Often, between a very experienced 
person and one who is just starting but wishes to get experience in the field your 
project is addressing, it will be that the second one is a more suitable candidate as he 
has more motivation and the project will have a stronger impact on him.  

The recruitment and selection process requires a lot of communication, as it implies 
exchanging information about the needs and expectations of the organisation and of 
the candidate and also about what each of the two parties can offer. Most of the 
principles related to communication presented in the previous sections also apply in this 
case. Still, there are some particularities that should be addressed. 

1. Concentrate on interests and motivation 

There is no need to further explain why: EVS is mostly about the volunteer’s 
development so this is what you need to evaluate before anything else. No matter the 

5. Selection of the volunteers 

How to select the right volunteers for the project? 
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tool you will use for assessing the candidates (e.g. interviews, application forms, 
motivation letters, etc.), you should provide a framework that will allow the volunteer to 
talk more about his interest and motivation in the project rather than his previous 
experience. Some of the questions you will need to find an answer to in order to 
properly assess the candidate can be: 

! What motivates the candidate to be part of the project? 
! What are the candidate’s personal development goals and how do they relate to 

the project? 
! Why does the candidate think that he would be a good addition to the project 

team? 
! What are the candidate’s plans for the period he will be a part of the project? 
! What does the candidate think about working in an international team? 
! How does the candidate feel about leaving his/her home country for the period 

of the project? 
! How prepared is the candidate for living on his/her own? 
! What is the candidate’s opinion about the activities of the project? 
! How prepared is the candidate for getting involved in the activities of the 

project?  
! Is the candidate ready to fulfill these activities until the end of the stage? 
! Does the candidate have other ideas for improving the activities and any 

personal initiatives that he would like to follow during the project? 
! Are there any obstacles that the candidate needs to overcome in order to be part 

of the project until the end? 

Opposite to that, there are some questions that, even if included in the assessment 
method (for really good reasons), should not count or should have very little importance 
in the decision for selection, like: 

" What is the candidate’s experience related to the project? 
" What skills does the candidate possesses that would make him suitable for being 

part of the project’s team? 
" How good are the candidate’s language skills? 
" What are the candidate’s sexual, religious, political views? 

 

2. Try to keep the process as objective as possible! 

It is true that it is not an easy job to make the selection process of future teammates 
100% objective and that different personal and professional interest are biasing the 
evaluation. Still, this should be reduced to a minimum and the usage of different tools 
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can help you do that. One of the easiest is the weighted scoring method, a relatively 
simple approach that will help your assessment to be as even as possible. 

First step is to define what are the criteria according to which you will evaluate all 
candidates. For example, in a project which implies that volunteers will be working with 
children in the pediatric ward of a hospital, you might consider that important criteria 
for choosing the future volunteers will be: 

1. Their interest in the social animation field; 
2. Their desire to follow a career in childcare, animation or social sector; 
3. Their willingness to work in an international team; 
4. Their willingness to work with children; 
5. Any obstacles they are facing; 

After these have been established (preferably together with the project team), each of 
them should be evaluated according to their importance for the project.  

To give an example, let’s think that the maximum score the “perfect” volunteer will get 
is 100 points. How should these points be distributed among the 5 criteria? Well, first, it 
is important that the future volunteer is willing to work with children, as they will be the 
main target of the project, so this should have a high weight in the final assessment. We 
can agree that it counts for 30 points. Also, because the work will be done in the social-
animation field, the interest in this is also important for a future teammate, so it is 
weighted at 25 points. The project will have a great impact on a person who will later 
follow a career in this field as it will provide that person with valuable experience, 
making the project achieve high learning outcomes. For this we agree that the “desire 
to follow a career in childcare, animation or social sector” should get 15 points. It is 
important for the volunteer to be open to working with other persons from different 
countries due to the specific of the project, so another 10 points should go to this. 
Because we want to offer more chances to candidates with fewer opportunities, they 
should get an advantage if they are in one of the situations described by the Program 
Guide, so this should weight also 20 points. Overall, your criteria and weights should 
look like this: 

Their interest in the social animation field 25 
Their desire to follow a career in childcare, animation or social sector 15 
Their willingness to work in an international team 10 
Their willingness to work with children 30 
Any obstacles that they are facing 20 
TOTAL 100 

You can notice how the weights are totalising 100. This is not by accident, as we agreed 
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in the beginning that a perfect volunteer should get 100 points. In practice, when 
choosing the weights of each criterion, it will happen that the total will not be 100. This 
will require that you make some adjustments to them by distributing the difference 
according to their importance. 

The third step is to assess the candidates, according to these criteria. This can be done 
in a number of ways (e.g. through a Skype interview where you ask about each of them, 
through a form that the candidates will fill online or will send by e-mail, through a direct 
interview). Having 5 criteria does not mean that you should have 5 questions in your 
form or that the questions should be the same as the criteria. For example, if you are 
interested in the candidate’s desire to follow a career in childcare, animation or social 
sector, you should not just ask: “Do you wish to follow a career in childcare, animation 
or social sector?”. It is a closed question and, by the fact that one can simply answer to 
it with “Yes” or “No”, it will not allow you to fully understand what are the actual plans. 
One person may consider answering “Yes” only if he or she has well defined future 
plans that include working in the field and has started following these plans. Another 
may think that if he or she is just considering this as an option for future, is it ok to 
answer “Yes”, even if there is no real plan for this. In this situation, if the first person is 
actually truly interested in the field but did not start any initiative about this will answer  
“No” and get no points. The second may be just considering it as a far option, in case 
nothing else will come up, and will answer “Yes”, getting the 15 points. In such a 
situation we see how a person who has more interest in the field receives less points 
because the question was not addressed properly. 

To avoid the previous example from happening in real life, more open questions should 
be addressed. Open questions usually start with “How...?”, “Why...?”, “What...?”, 
“Could you describe ...?”. So, in order to get more info on this we could ask: “What are 
your career plans?”, “Could you connect your career plans to this project and, if so, 
how?” and “How does a career in childcare, animation or social sector sound to you?”. 
Like this you can evaluate better how the candidate fits into your criteria.  

The points for each of the criteria can be awarded in two ways. First option is to score 
each criterion from 0 to its weight (in this example, from 0 to 15) and to add the scores. 
The second option is to assess each criterion according to a standard scale (for 
example, from 0 to 5). Once you are done, in order to get the total score of a 
candidate, you should multiply the score one gets for each specific criterion with the 
weight of that criterion and divide the result by the maximum of the scale you used. It 
may sound a little complicated but the next example will make things clear: if for his 
desire to follow a career in childcare (which weights 15 points) one candidate gets the 
score of 3 on a scale from 0 to 5, in the final assessment he will receive (15 x 3) : 5 = 9 
points. Whereas this second method may seem a little bit more complicated, in practice 
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you will se that it will be easier to assess the different characteristics using the same 
scale. 

The following figure will present the two scoring options for one candidate: 

Option 1 – zero to weight 

Criterion Max. 
points 

(weight) 

Candidate’s 
Score 

Their interest in the social animation field 25 22 
Their desire to follow a career in childcare, animation or social 
sector 

15 12 

Their willingness to work in an international team 10 10 
Their willingness to work with children 30 16 
Any obstacles that they are facing 20 0 
TOTAL 100 60 

Option 2 – standard scale from 0 to 5 (max = 5) 

Criterion Max. 
points 

(weight) 

Candidate’s 
Score 

Final 
(weighted) 

score 
 C1 C2 C3 =  

(C1 x C2) / max 

Their interest in the social animation field 25 4 20 
Their desire to follow a career in childcare, 
animation or social sector 

15 3 9 

Their willingness to work in an international team 10 5 10 
Their willingness to work with children 30 3 18 
Any obstacles that they are facing 20 0 0 
TOTAL 100 52 57 

After evaluating each candidate, based on the total scores, you can make the selection 
starting from the highest ones. Still, keep in mind that even with this system the 
evaluation is not 100% objective as candidates with similar qualities can be evaluated in 
different ways. For this, it is advisable that when you have to choose one candidate over 
another and the score difference between them is not significant to try to assess them 
one in comparison to the other to make sure you made the right decision. Moreover, 
the selection can continue with other methods that will give you more info needed for 
making the right decision, but, at least as a starting point, this can prove to be a very 
useful tool. 
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3. Be transparent about the selection and the results 

Transparency is very important in the selection process, as it is essential to offer equal 
opportunities to all the persons involved and also to prove this to the public. It is very 
important for the public to have confidence in the impartiality of the selection decisions 
both for your organisation’s image (which is very important for an NGO) but also to 
avoid potential complaints from the candidates who may feel that they have been 
intentionally under evaluated.  

For this, first make sure that whatever information you provide about the selection 
process it is equally accessible to everyone (e.g. the persons with whom you are 
working more closely should not have more information than the ones who are getting 
information about the vacancy from your website). Moreover, the criteria that will be 
used in the assessment of the applications should be publicly disclosed from the 
beginning. Don’t forget to offer the contact details of the person/department that can 
offer further information about the process or even to publish a list of Frequently Asked 
Questions (that arise most often) and to make it available to any interested person. In 
extent to this, at the end of the selection period you should not only publish the list of 
accepted candidates but it is advisable also to briefly present the reasons behind the 
selection and rejection of the participant, of course if this is possible. 

4. Summary 

In terms of communication in the recruitment process, more or less, these are the main 
issues connected to volunteer selection and especially to the communication that has to 
be done during this step. As mentioned before, these principles and tools can be 
applied in different ways. You can use them in interviews (following the same principles 
as when communicating with your staff), in application forms (following the same 
principles as when communicating in writing) or in any other way. Still, no matter what 
your choice will be, one thing remains unchanged: it is of outmost importance to define 
the selection criteria in a correct way and to be as objective and transparent as possible 
in your decisions! 

 


