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foreword and acknowledgements
The Rockefeller Foundation had the vision to bring together their Digital Jobs Africa (DJA) grantees and
partners into a network around issues they jointly agree are their highest priority. This vision has led network
members, organizations who offer youth digital training and job placement, to collaborate around common
goals that can be more efciently and effectively achieved together.
The DJA Network members are to be congratulated on their active participation and openness in exchanging
knowledge with one another. Making Cents International has appreciated the opportunity to lead the
development of the DJA Network and to facilitate its rst year of activity.
This “Shared Knowledge Report” is the result of the conversations that the DJA network facilitation team
had with each one of the network member organizations under the “Screen for Success” initiative. This
initiative was launched to support network members to leverage technology, standardized processes, and
the resources internal to the network to better screen recruits for highest potential, which was the priority
goal chosen by the network to focus on during this rst network year. We hope that each organization will use
the information contained in this report to further strengthen internal screening practices and to pursue
larger partnerships with other network members.
Making Cents would like to thank the entire network facilitation team, including: Faizal Karmali, Associate
Director, Network Engagement & Bellagio Programs, Strategic Insights, at The Rockefeller Foundation, for
his assistance with network formation and “Screen for Success”; The Rockefeller Foundation’s DJA team for
their support of the network members and the “Screen for Success” initiative; EOH, a DJA network member,
for stepping forward into an active role under the “Screen for Success” initiative, and in particular, Patrick
Hijlkema, Executive Human Capital, Business Process Outsourcing, EOH, who facilitated the initial
partnership and Marina Pretorius, Principle Consultant/Industrial Psychologist, Human Capital Solutions,
EOH, who offered her expertise in behavioral and psychometric assessments through her co-facilitation of
the interviews, the workshops and the follow-on technical consultations; Branka Minic for contributing her
screening expertise to the DJA Network through this initiative; Fiona Macaulay, Making Cents Founder – CEO
and DJA Network Lead Facilitator who brought her expertise in effective network facilitation and background
in demand-driven youth employability training; and Anne Greteman, DJA Network Facilitation Support, for
coordinating network interactions and contributing to the facilitation.
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INTRODUCTION TO THE DIGITAL JOBS AFRICA NETWORK
Making Cents International was given a one-year grant from The Rockefeller Foundation in September 2014
to form a network of DJA grantees and partners preparing high-potential disadvantaged youth for digital
jobs.
The network is comprised of fteen of The Rockefeller Foundation's DJA grantees and partners in Egypt,
Ghana, Kenya, Nigeria, and South Africa.
This initiative addresses the absence of a sustainable network of organizations who offer demand-driven
training for digital jobs and job placement to disadvantaged, high potential youth. It advances their common
goals and facilitates the sharing of tools and methods for addressing their mutual problems and responding
to opportunities.
Making Cents' approach to network facilitation supports a network that is demand-driven and sustainable.
The DJA Network participants are contributors to and beneciaries of the network, with the network serving
as a platform for grantees to engage around issues they jointly agree are their highest priority.
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understanding demand for “screen for success”
At the outset of this project, Making Cents was invited by The Rockefeller Foundation to determine the highest-priority, common
opportunity or challenge among the members selected by the Foundation around which the network could focus its activities. In
October and November 2014, Making Cents employed a three-step market research process to determine the network's priority
goal:

step 1: Market engagement
First, Making Cents explored the individual network members' organizational proles,
common practices, and operating context and identied key challenges and
opportunities that each network member faced.

step 2: market description
Next, specic opportunities and challenges uncovered in the market engagement step
were prioritized by members, and members were surveyed on their current interest to
co-invest in the network, with a view to describing the key parameters of the network.

step 3: market deﬁnition
During the network formation session as part of the DJA Partners' Convening in
November 2014, network members collectively selected the priority topic for the rst
network year that members were willing to co-invest in, and hence drive its feasibility,
scalability and sustainability.
Network members collectively selected “Identify how to better use technology and standardized processes to screen recruits for
highest potential by generating access to a common tool, or set of components, that drive screening practices” as being the
opportunity of greatest priority for the network in the rst year.
In 2015, Making Cents commenced activities to execute upon the priority goal chosen by the network. The “Screen for Success”
initiative was implemented in three phases from January to October 2015.
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The “Screen for Success” Initiative
PHASE 1 - Current situation assessment
The purpose of this phase was to conduct individual interviews with each of the member
organizations to identify processes and tools in place, needs, challenges, and specic goals in
the area of screening candidates; to conrm and expand on information gathered during
November 2014 meeting; and to understand where network members come together, which
specic areas for improvements are shared by organizations, and what topics related to
screening could benet all network members. This phase was conducted in March and April
2015.
The interviews were organized around a structured questionnaire. The responses were
captured and analyzed as a base for designing the learning workshops. The following ndings
emerged as a result of this analysis:

1. The DJA Network consists of a wide range of diverse organizations.
The workshop gave us food
for thought; I had
discussions with my team
and the team in Jo'burg, to
give them the benefit of
what I learned. The
workshop created
awareness on what
everyone is doing, we are
all on the similar page, we
have slightly different
needs, each organization
has adjusted itself based
on their own needs, and it
helps us to go forward.
Impact Sourcing Academy

Network members differ based on their:
Organizational maturity – 46% of members have been operating for less than 2 years,
while 36% have been operating between 2 and 10 years, and 18% have been operating
for more than 10 years.
Operational focus – one third of the members consider themselves training organizations,
while another third focuses on business process outsourcing. The last third focuses on
other issues, such as awareness raising, advocacy, etc.
Legal status – most of the members are social enterprises, while one organization is an
association; some members are registered as not-for-prots, and others are for-prot
rms.
Target group of beneficiaries – most organizations focus on youth, but each organization
has a slightly different denition and eligibility criteria for their youth candidates.
Location – 40% of members are operating in Kenya and another 40% in South Africa. The
remaining 3 organizations are operating in Egypt, Ghana, and Nigeria.
Size – in 2014, 18% of members impacted more than 5,000 beneciaries, while 9%
worked with less than 500 people. Another 18% of members trained between 500 and
1,000 youth, while 55% of organizations served between 1,000 and 5,000 program
participants.
Target industry segment – although all organizations operate in the ICT sector, individual
members focus on different segments and applications of ICT. Several rms target the
BPO/call center sector and prepare their program participants for jobs as call center
agents. Others train youth to become freelancers and compete for online work projects.
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2. DJA Network members have strong common characteristics.
Although very diverse, the member organizations are tied by the following:
Commitment to advancing access to economic opportunities for youth in the ICT sector – all members are deeply
focused on contributing in their own way to better connecting young people, especially disadvantaged groups,
with employment or self-employment opportunities in the ICT sector.
Commitment to continuous improvement, scaling social impact, and expanding their reach – no matter how long
they have been operating or what were their operational successes in 2014, all members are actively exploring
how to improve their processes, augment the expertise of their staff, and further build the capacity of their
organization in order to serve many more beneciaries and expand operations to new locations or additional
target groups.
Commitment to learning from each other – all members continuously expressed their interest and willingness in
sharing knowledge, experience, tools, and resources with each other.

3. Screening processes and tools are critical to the success of (most) DJA Network members.
“How to better use technology and standardized processes to screen recruits for highest potential” was selected as the priority
goal through voting of member organizations in November 2014. The voting was guided by the following principles:
A topic that can be best addressed as a network of organizations;
A topic that network members bring unique insights and innovations to and that will lead to outputs that are of benet
both to network participants and possibly others in the digital jobs sector;
A topic that will generate results over the next 9 months that will help make a compelling case internally (to network
participants) and externally (to funders, sponsors and other actors) for why this particular networking initiative should
continue to be supported.

It's crucial that we get the right candidates into the program; during the workshop what really
stood out for me is Careerbox's method to screen and select candidates; we think it's important
to go through the six step process to get the right candidates, we don't go into enough details
right now, so we are looking to improve on that at Mentec.
Mentec
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4. DJA Network members do not have the common terminology, standards, best practices and level of understanding
related to screening processes and tools.
In fact, member organizations differ greatly in how they dene “high potential candidates”, how they evaluate their candidates,
and what assessment instruments they use for selecting program participants. This conclusion signicantly inuenced the
design of the learning workshops in the Phase 2 of the initiative. Specically, the workshop sessions were crafted to address the
following knowledge gaps:
Definition of terms and concepts
Assessment Framework
Competency Profile
Behavioral Interview

Psychometric Testing
Work Sample Assessments
Scaling up screening processes
Digital screening tools

5. DJA Network members were interested in a broader set of topics than the identified focus area of screening.
It was obvious during the interviews that member organizations have additional challenges and operational areas that they
would like to evaluate, improve and deepen their knowledge and capacity. Considering the limited time and other resources, this
initiative could not address those other capacity building areas.

PHASE 2 - Knowledge Sharing & networking workshops
The purpose of this phase was to conduct two 1.5-day long network learning workshops in South Africa and Kenya to advance the
understanding of all network members of the most efcient and effective screening processes and tools and to facilitate knowledge
sharing between members. The workshops were designed to address the knowledge gaps and common interests of the group and
to facilitate the application of best practices in screening to the individual situations, challenges and goals of each organization.
The learning workshops were conducted in early May 2015.

Learners are allowed to define their own needs and see personal growth opportunities in the training – the content of the
training sessions were chosen in direct response to the expressed needs of the member organizations during the November
2014 meeting and the individual interviews in March and April 2015;
Material presented is relevant to perceived needs – all resources and materials shared with workshop participants are
directly supporting the topics they identied as areas for further development and learning;
Learners participate actively in cooperative and individual exercises – workshop participants were engaged in various group
activities and discussion; they were also asked to take individual self-assessments and share their ideas, experience and
opinions;

10 | “Screen for Success” Shared Knowledge Report

Session learning objectives and direction of learning are made explicit at the outset of training – the workshop agenda
contained a clear description of all learning sessions with their intended learning objectives, format and presenter, and it was
shared with all workshop participants in advance of the workshop;
Instructions, purpose and outcomes for learning activities are clear – presenters introduced each of the activities by
identifying the objective of the exercise, explaining the expectations from participants, and providing feedback on outcomes;
Learners experience a variety of training methods and media – workshop participants heard from a variety of presenters,
experts from network member organizations, employers, and from Making Cents; selected video clips, visuals (diagrams,
tables, pictures, etc.), presentation slides, handouts, and other materials were incorporated into the sessions; ip-charts,
white boards and sticky notes were used to capture group discussions;
Learners feel free to question and challenge presenters – each learning session contained a Q&A period to allow participants
to raise their questions, concerns or comments; attendees were also encouraged to freely share their opinions even when not
in agreement with the presenter; and
Learner's self-esteem and ego are respected – a particular care was given to creating a supportive and comfortable learning
environment for all participants.

At the end of each learning event, the workshop participants were asked to complete a survey and evaluate their experience. 100%
of learners would recommend the workshop to other organizations similar to their own. 100% of participating organizations were
satised or very satised with the workshop. 100% of attendees would like to participate in another learning event similar to the
“Screen for Success” workshop.

Overall Satisfaction with Workshop

10

%

satisﬁed

90

%

very satisﬁed
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Characteristics of an Ideal Youth Candidate
A thirst for life
Accepts feedback
Asks questions
Attentive to details
Attitude to authority
Average communication skills

Average English skills
Completes task in minimum of time

Computer savvy
Confident & works with minimum supervision
Dedicated
Determined
Driven
Dynamic
Efficient
Enthusiasm
Excellent customer care skills
Excellent technical skills
Flexible
Focuses
Friendly disposition
Go-getter
Hardworking
Has basic education

High potential
Hungry for success
Innovative thinking ability

IT savvy
Loves computers
Motivated
Multi-task
Not afraid to try something new
Open-minded
Participative
Performance-oriented
Positive attitude
Proximity to opportunity
Reliable
Resilient
Results-oriented
Self-belief
Solution-oriented
Speaks up
Team player
Tenacious learner
Time keeper
Unemployed
Willing to learn

Soft skills
Hard skills
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WORKSHOP CONCLUSIONS:
During the follow-on technical consultations, individual DJA Network members shared
additional comments on how they beneted from the learning workshops.
The learning workshops were also an opportunity to further understand the work each of the
member organizations is doing, their specic operational environments, challenges,
opportunities, and plans related to screening candidates into their programs. The following
conclusions emerged from discussions during the learning workshops:
1. Behavioral (“soft”) skills are essential for success in the ICT job roles, but often neglected
during the screening process.
When describing the “Ideal Candidate”, participants used 50 different attributes; only 3 of
those characteristics related to technical skills (“hard” skills), and all others described
candidate's behaviors, attitudes and personality traits (“soft” skills). However, when a
network member organization uses tests to assess candidates, it is almost always to screen
for technical skills (typing, English language comprehension, math, etc.) and not to assess
behavioral skills.
2. Successfully scaling social impact requires additional support for structured capacity building
of network members.
Organizations develop expertise over time, learn from their own mistakes, apply those
lessons learned to improve processes, train their staff and possibly automate some of the
activities. For example, several network members have ne-tuned their interviewing
techniques over time without fully understanding the concept and best practices of
structured, competency-based interviewing. The process of capacity building could be greatly
accelerated if members were given access to technical assistance, training by experienced
professionals, and additional networking opportunities.
3. Technology could significantly improve the effectiveness of youth development programs, but
its application is often cost-prohibitive to network members.
Several organizations are considering adding psychometric testing to their screening tools,
but get discouraged when they learn about the associated costs. Most of the network
members use spreadsheets and simple database systems to track participant data and
create necessary management reports. As the members scale their programs, it will become
critical for them to adopt a more sophisticated, and probably costly, candidate management
system.
4. Intense knowledge sharing requires dedicated time, space and facilitation.
Although some of the network members operate in the same city have known of each other for
a long time, and are operating very similar programs, they do not collaborate closely. They
greatly benetted from being in the same physical learning environment having focused
discussions and time for exchanging experiences.
A webinar on the Assessment Framework, which is the backbone information for a substantial
part of the workshop content, was recorded. This video has been offered to network members as
an additional way to reference the material they had heard and to support knowledge transfer
with colleagues who did not participate in the workshop.

The assessment framework
was brilliant, we've been
using it and tailoring our
tools based on it; we've been
testing mostly for technical
skills, listening,
comprehension, English,
basic research skills, but we
don't have anything for
testing people's characters,
or repetitive tests over time,
we never tested if a person
is able to persist, we didn't
have a way to measure that,
we are now looking for ways
to measure that.
CloudFactory

I found the workshop and
the materials on Dropbox to
be extremely helpful; as
we've looked closely about
how we do selection of
candidates, we realized that
we rely mostly on staff and
their knowledge and
experience and not on what
is the state of the art in
assessment practices.
EFE|Egypt

The workshop was a powerful
opportunity for people with
similar/common interests, in
terms of skills and
development of people, to
get together to talk what's
working and not working,
and best practices beyond
what they do, very beneficial
in that way, good to network
with other people
benefitting from The
Rockefeller Foundation.
BPeSA
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PHASE 3 - technical consultations
The purpose of this phase was to conduct individualized discussions with each member
organization to answer their questions and concerns related to candidate screening and
selection, to assist each of them as they plan and implement improvements in their screening
processes or consider additional screening tools, and to further facilitate additional networking
and knowledge sharing between members. These technical consultations were held in May and
June 2015.
The outcomes of the Technical Consultation phase of this project are “Screen for Success”
Summaries, representing a condensed status report of each network member candidate’s
screening situation. The Summary includes a brief description of the organization and its
representatives involved in this project with their contact information. The Summary also lists
areas of strength and innovation, and areas for further development and focus, all related to
candidate screening. Finally, the Summary provides recommendations made to the member
organization in direct response to their priorities and concerns. The Summaries contain useful
links to either the workshop resources or other relevant materials. The intention was for these
Summaries to be used as guides to members as they implement improvements to their
screening processes, tools or staff expertise.
Across all technical consultations with 13 of the 15 DJA Network members, four powerful
priority areas can be lifted:

I think the workshop was
very helpful; we had a lot
of discussions how to
implement what we
learned; we realized we are
focusing much more on
screening basic technical
skills than behaviors, so we
started by implementing
the Grit Scale, we thought
that was really good for
evaluating “high potential”
candidates; there are other
areas that we can improve.
DDD

1. The importance of a well-defined candidate competency profile and related
carefully chosen screening methods.
When structuring this prole, it is important to:
Identify both the jobs related, technical (“hard”) and behavioral (“soft”) skills necessary
for candidates to succeed in the program;
Distinguish between hard-to-train skills and skill gaps that can be bridged with adequate
training (screening out vs. screening in skills);
Distinguish between competencies necessary to graduate from the program vs. those
necessary to obtain and retain employment (or self-employment);
Identify assessment instruments for each and all skills listed on the competency prole;
Improve the predictive validity of screening by combining two or more assessment
methods for the same skills (i.e. assessing dependability of a candidate through both a
psychometric test and adequate behavioral interview question);
Periodically rene the competency prole based on feedback from employers, trainers,
partners or retention and placement data analytics;
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Train staff on the selected competency prole to standardize the interviewing process
across the organization (the standardization is necessary when programs are scaling up);
Communicate the selected competency prole to recruitment partners to improve their
ability to identify high potential candidates; and
Establish the competency prole as a base for automating any part of the screening
process and for introducing digital screening tools.

2. Managing candidates' expectations related to both the training program and the nature
of the job is as important as assessing their skills, motivation, values and attitudes
toward work.
Optimizing retention of candidates during the training and in employment (or selfemployment) is critical for the success of youth development programs. Recommendations
made to members include:
Raising candidates' awareness of the nature of work could be done with video clips or
through work sample assessments (not costly and simple to create);
Short videos could also be used to inform candidates on what are desirable behaviors in
the workplace;
Providing an income calculator online during the application process could help potential
candidates to better understand the earning opportunity and make an informed decision
whether to join the program; and
Having candidates sign a letter with explicit commitments to what is expected of them
in the program reduces the probability of dropping out.

3. The ultimate goal of all DJA Network members is to further scale up their programs. In
successfully accomplishing this goal, organizations should take into account that:
Scaling up youth development models requires standardization of all operational
processes, including the screening process;
Replication of programs to new locations assumes additional staff could be trained within
a reasonable time on standardized processes – it is therefore necessary to have welldened operational procedures and training materials (videos, manuals, etc.); and
As programs scale up, their sustainability depends on automating processes and
leveraging technology for greater efciency and lower cost per unit – however,
implementing digital screening tools usually requires an upfront investment that most
network members do not have – this challenge could possibly be overcome if the network
members could share the setup costs for using the same technology platform (for
candidate data management and assessment system).

I found it to be beneficial in
terms of thinking about
where we are as an
organization and trying to
achieve the numbers we
have set out to do, but also
trying to get the right kind
of candidates to enter our
programs, really information
is helping us think through
what and how we're doing
things.
BPeSA
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At the workshop, it was good
to learn about the training
programs at DDD and
Samsource, we are planning
to take forward our
discussion with them and to
meet with them.
ACWICT

It's always very good to see
what your competitors are
doing, for example listening
to Harambee who we are
familiar with, who we've been
meeting with, but
understanding in-depth how
professional they are, and the
numbers of people they are
able to work with….We've
been talking to Harambee for
some time now and
considering a partnership, we
actually don't compete,
Harambee does the selection
and preparation of
candidates, which is ideal for
us….
EOH

The workshop was very
beneficial; these kinds of
meetings are what we need in
the market, we were able to
compare ourselves to what is
happening, gauging what
others are doing, we got new
ideas to incorporate, got
more than we expected from
it, we loved that we could
share information easily, the
opportunity to compare and
benchmark was of great
value, to discuss challenges
and our pain areas, formulate
solutions around that, all that
was very beneficial.”
Careerbox
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4. Learning from peers motivated network members to quickly implement improvements
in their organizations.
Even minor adjustments, such as changing the order of screening activities (i.e.
administering certain tests prior to interviewing a candidate) can create signicant time
savings or improve screening outcomes – these types of adjustments are difcult to learn
from websites, articles or books, but are easy to understand and apply when they are
shared by a colleague involved in a similar program;
Organizations operating similar job training programs in the same city sometimes
perceive each other as competitors – however, when in the same network and when
encouraged to share knowledge, same organizations easily nd mutually benecial areas
for collaboration;
Although network members differ in the scope, size and maturity of their programs, they
all valued the opportunity to benchmark their organization against their peers – knowing
where they stand, and how they can get to the next stage of development, gives them
additional motivation and clear vision to reach that next stage; and
Finally, all network members graciously shared their experiences, tools, contacts and
other valuable knowledge with each other – this goodwill created a solid base for future
collaboration, communication and friendship.

Extending “Screen for Success” to Other Organizations
Leveraging technology and standardized processes to screen recruits for highest potential is a
challenge faced by many organizations that support demand-driven training and placement for
high-potential, disadvantaged youth. Making Cents is leveraging the content related to
understanding and applying the Assessment Framework, generated under “Screen for
Success”, to develop a resource that will be disseminated to the global youth workforce
development community.
This knowledge product is comprised of a training webinar, developed with network member
EOH, that provides an overview of the Assessment Framework along with the Assessment
Maturity Questionnaire to support application of new information by organizations preparing
young people for employment with the goal of changed practices and performance
improvement.
th

This product will be launched during Making Cents International's 9 annual “Global Youth
Economic Opportunities Summit” held October 6-8, 2015 in Washington D.C. It will also be
featured in The Rockefeller Foundation’s upcoming Digital Jobs Africa quarterly newsletter.

the way forward
As we close the “Screen for Success” initiative, here are the recommendations for both The
Rockefeller Foundation and the DJA Network members:
1. Network members could benet from additional in-person meetings, workshops,
technical consultations and knowledge sharing and networking workshops.
2. Network members running similar programs and considering to add psychometric
testing to their screening process could benet from jointly approaching
assessment providers and obtaining more favorable pricing based on their joint
volume of tests.
3.Considering the importance of a well-dened competency prole, network
members targeting employers with similar hiring needs could benet from
collaboration on developing a standard candidate competency prole. This effort
could be led by a backbone organization, such as BPeSA.
4.Network members could benet from readily available, inexpensive training
(videos) for their staff on various screening topics, such as interviewing
techniques, administering tests, managing candidate’s expectations, etc.
5. Learning could be further accelerated with a dedicated DJA Network knowledge
manager to facilitate additional knowledge sharing between network members.
6. Network members expressed interest in actively collaborating with each other and
engaging in joint projects as partners, suppliers or clients. They would benet from
additional technical assistance in the area of designing, implementing and
managing effective partnerships.
7. As network members scale up their programs and social impact, they would benet
from additional support and expert guidance on standardization of processes,
business model renement and advanced HR policies and procedures.

Making Cents is open to working with the network members, The Rockefeller Foundation, and
others to build upon the achievements of the rst year of the network and to best determine how
to take these recommendations forward. To advance this goal, network members would be
invited to help drive towards an actionable solution by devoting in-house resources, in
conjunction with Making Cents and other external specialists whose expertise the DJA Network
seeks.
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Appendix 1: possible year 2 priority goals

Technology assessment screening for non-computer literates
Engaging and attracting slum dwellers to the project
Ways to attract the right target audience to enroll for online jobs
More digital tools and screening for entrepreneurs
Monitoring and evaluation
Screening (more extensive look at different assessment tools)
Job matching
The use of technology in screening and tracking impact
Sustainable development practice linked to recruitment assessment outcomes
Tracking solutions
How to track learners after they have been placed
Impact sourcing within businesses
Educating clients/businesses on impact sourcing
Blended learning--online and face to face
Discuss more on comprehensive assessment framework
How to be more competitive
Online work, internships/mentorships/coaching for success
Integrating technology and other skills or areas as per ndings from M&L team
in areas we may need capacity i.e. based on ndings from M&L come up with
an area that we need capacity building and any other area of your choice
Training Master Trainer for blended/outline teaching
Assessment and evaluation in online/blended learning spaces
Discuss more on enhancing GRIT amongst individuals
Managing people's expectations
Motivation of employees
Scaling: How to go from small to medium to large in this industry
Digital screening tools; scaling options and details
How to keep track of candidates after placement
Outreach to high schools on issues of soft skills
Effective job placement techniques
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Appendix 2: Knowledge Sharing and Networking Workshop Agenda

SCREENING THE BEST CANDIDATES INTO THE SYSTEM
SESSION TITLE

SESSION OBJECTIVES

Introduction to Workshop

FACILITATOR
Fiona Macaulay
Branka Minic
Marina Pretorius

Ice Breaker Activity – Choosing the Right
One
Learning Session 1 – Assessment Concepts
and the Grit Scale

Understand key assessment concepts to be Branka Minic
used through workshop; Learn about the
Grit Scale

Networking Coffee Break & Self-assessment: Conduct self-assessment using Grit Scale
How Gritty Are You?
Learning Session 2 – Assessment Framework Learn the Assessment Framework
and Maturity Levels
components and the Assessment Maturity
Levels

Marina Pretorius

Careerbox Presentation (Pretoria only)

Lizelle Strydom,
Operations Director, Careerbox

Understand Careerbox's experience with
effective screening of candidates

Guest Speaker— Microsoft (Nairobi only)

Caroline Nduku Kiteng'e, Government
Programs Manager – Public Sector,
Microsoft

Transition Break
Guest Speaker—Amazon

Transition Break & Self-assessment – What
is your Assessment Maturity?
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Lizanne Conradie,
Recruiting Manager,
CS, Amazon
Determine organizational Assessment
Maturity Level using the self-assessment
instrument

SESSION TITLE

SESSION OBJECTIVES

FACILITATOR

Group Working Session 1

Discuss challenges and opportunities when Fiona Macaulay
advancing the organization to the next
Branka Minic
Assessment Maturity Level
Marina Pretorius

Learning Session 3 - Scaling Up

Discuss options for scaling screening
models

Branka Minic

Harambee Presentation (Pretoria only)

Understand Harambee's experience with
effective screening of candidates while
scaling up & Discussion of Scaling Up

Jackie Williams, Chief Operating Ofcer,
Harambee

Participant Presentation - Digital Data Divide
(Nairobi only)

Calvince Odemba, Digital Data Divide

Day 1 Conclusions + Homework

Branka Minic
Marina Pretorius

MATCHING THE BEST GRADUATES TO JOBS
SESSION TITLE

SESSION OBJECTIVES

Guest Speakers—Accenture (Pretoria only)

Learning Session 4 – Interviewing
Techniques – Behavioral Interview;
Psychometric Assessments; Work Sample
Assessments

FACILITATOR
Khetiwe Nkuna, Corporate Citizenship Lead,
Accenture
Shiksha Benimadho, Accenture

Learn about Behavioral Interviews,
Psychometric Testing and Work Sample
Assessments

Fiona Macaulay
Branka Minic
Marina Pretorius

Learning Session 5 - Digital Screening Tools

Understand trade-offs of using technology
for assessments; Discuss examples of
digital screening tools; Share experiences
on leveraging technology for screening
candidates

Branka Minic
Marina Pretorius

Day 2 Conclusions + Next Steps

Screen for Success Workshop evaluation

Fiona Macaulay
Branka Minic
Marina Pretorius

Networking Coffee Break & Homework
Discussion
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