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This document has been developed by the Children and 

Young People’  s Service at Wakefield Council ,  with the 

overarching goal of providing comprehensive guidance on 

integrat ing children and young people into the interview 

process. Addit ional ly,  i t is designed to actively promote the 

involvement of chi ldren and people in various aspects of the 

recrui tment  and selection processes. 

 
We understand how important the thoughts and ideas of 

chi ldren and young people are. Our goal is to include their 

unique perspect ives so they can play a big part in shaping 

and improving our services to better meet their needs. We 

want to empower them and make sure their input is a key 

part of what we do. 

 
As a partnership, we make i t a priori ty to involve young 

people in hir ing because we believe i t ' s crucial .  We also 

follow the best way of doing things by including young 

people in hiring for jobs that work direct ly  with kids and 

young individuals.  This isn' t just about having a diverse and 

inclusive team, i t ' s about our strong dedication to making a 

posit ive dif ference in the l ives of young people in our 

community.  



Children and young people can bring a different set of skil ls to interviews 

compared to professionals.  They might notice qualit ies in candidates that 

professionals might miss, making the interview process better.  Choosing the 

best candidate with the help of young people can make things better for 

children and young people. 

 
Lett ing young people share their thoughts can make them feel more powerful.  I t 

shows that professionals respect them and value their opinions. This also 

builds a stronger relat ionship between professionals and young people, making 

young people more confident in professionals and services because they feel 

heard. 

 

Benefits for Young People: 
 

Getting involved in the recruitment and selection of staff can be advantageous for young 

people in many ways. Here are some simple explanations of how they can benefi t:  

 
1. . Developing Skills, Knowledge, and Experience: 

 
Being part of interv iews helps young people learn important skil ls for their future, l ike how 

to be interv iewed for a job or other opportunit ies.  

They can get cert i f icates  or recognit ion for being involved, which looks great on their CV’ s 

or appl icat ions.  They can also ask someone f rom the organisat ion to give them a reference 

i f they need one. 

Getting involved makes them feel l ike they belong to the organisat ion and helps them 

understand more about the world around them. 

 
2. . Participation and Empowerment: 

 
Young people being part of the process means that the organisat ion is focused on meeting 

their needs. This helps them understand their own needs and express their opinions.  

I t also helps them improve their communicat ion skil ls with adults and peers, as well as 

learn new skil ls l ike teamwork and problem- solving.  

Being part of the process is not only helpful  but also enjoyable and fun. 

 
3. . Strengthening Relationships and Building Confidence: 

 
Young people can see that what they do matters and that they' ve helped pick the r ight 

person for a job. This builds t rust and good relat ionships with staff. 

Professionals  respect ing and valuing their opinions boosts young people'  s conf idence and 

self- esteem. 

They get recognit ion and feel a sense of achievement for doing a good job. 

Having a say in the process makes them feel more empowered. 

 

 
Getting involved in these processes isn' t just about helping the organisation;  i t ' s also 

about helping young people grow, learn, and feel good about themselves. 



Benefits for Existing Staff:  
 
Skill Development: 

 
Staff members involved in the process develop 

new ski l ls, including communicat ion, l istening, 

and creat iv ity,  through formal interact ions with 

children and young people.  

 
Insight into Young People’  s Views: 

 
Engaging with and l istening to young people 

provides staff with greater insight into their 

perspect ives,  fostering a better understanding 

of chi ldren'  s wishes,  feel ings, and opinions.  

 
Building Positive Relationships: 

 
The process helps build posit ive relat ionships 

between young people and staff,  contr ibut ing to 

a col laborat ive and support ive work 

environment.  

 
Informing Policy and Practice:  

 

Through discussions with young people, staff 

gain valuable insights into their  views and 

concerns. This information contr ibutes  to more 

effect ive pol icy and practise development,  

ensuring the organisation remains responsive to 

the needs of children and young people.  

Benefits for Candidates: 
 
Candidates stand to gain numerous benefits f rom 

the involvement of young people in the 

recruitment process. 

 
Here are some key advantages: 

 
Meaningful Interaction:  Candidates get the 

chance to engage with the chi ldren and young 

people they might work with. This provides an 

opportunity to showcase pract ical abil it ies and 

interpersonal  skil ls directly to the young 

demographic, offering a more authentic ref lection of 

their character compared to interact ions solely with 

adults.  

 
Job Understanding: Candidates develop a better 

understanding that their interact ions with chi ldren 

and young people are integral to the applied role. 

This insight offers a realist ic preview for those 

who may not have previous exper ience working 

with young indiv iduals.  

 
Respect and Interest : Candidates tend to have 

more respect and interest in the organisat ion.  

Direct exposure to the commitment of valuing 

young people serves as tangible evidence of the 

organisat ion'  s dedicat ion. 

 
Positive Endorsement: Once selected and 

appointed,  candidates exper ience a posit ive 

sense of endorsement f rom young people,  

contr ibut ing to a more aff irming start in their  new 

roles. 



 
 
 

Benefits for the Organisation: 
 

Demonstrating Commitment to Children' s 

Rights:  

 
Involv ing young people in recruitment  aligns 

with internat ional and domestic legis lat ion,  

such as Art icle 12 of the United Nations 

Convention on the Rights of the Child. This 

demonstrates the organisat ion'  s commitment to 

respect ing children' s r ights, providing tangible 

evidence for compliance,  and enhancing 

credibi l i ty  during inspect ions by statutory 

bodies.  

 
Enhancing Recruitment Process:  

 
Including chi ldren and young people in the 

interview panel brings a diverse perspect ive 

and skil l  set, complementing that of 

professionals.  Their unique viewpoint can 

uncover qualit ies in candidates that 

professionals may overlook,  thereby making 

the recruitment process more thorough and 

effect ive. 

 
Sending a Positive Message: 

 
Actively involving young people communicates 

a powerful message to various stakeholders, 

including existing staff,  potent ial recruits,  

funders, and partner organisat ions.  I t 

underscores that the organisat ion values and 

pr ior i t ises  the input of young people in 

decis ion- making processes,  fostering a posit ive 

and impactful image. 

 
Improving Service Delivery:  

 
Observing candidates interact with children 

and young people f i rsthand enables the 

organisat ion to ident ify the best f i t for roles. 

Staff who demonstrate posit ive interact ions 

with young indiv iduals contr ibute to a more 

accessible and relevant service, ult imately 

improving outcomes for chi ldren and young 

people.  

 
Creating a Virtuous Cycle: 

 
The organisat ion is more l ikely to appoint staff 

who respect chi ldren and young people,  

foster ing a cycle of mutual respect.  This 

posit ive dynamic between staff  and young 

indiv iduals  enhances the overal l  organisat ional  

culture.  



Before the Interview: 

 
Advance Notice: 

 
 

The service will make sure that i f they didn' t ask young people to join,  they give 

at least 2 weeks'  notice before any involvement.  This gives t ime to arrange staff,  

recruit  and prepare young people,  and complete all needed paperwork l ike 

consent and r isk assessments.  I t ' s also good pract ise for the service to know 

about upcoming recruitment  when they' re creating the job descr ipt ion.  

 

Panel Member Preparation: 
 
 

Before the interview day, young panel members will receive some t raining.  They 

must attend at least one preparation session. Training can be provided by the 

Voice and Part ic ipation Team at Wakefield Counci l.  The team have undergone 

proper t raining and has been checked through the Disclosure and Barring 

Service ( DBS). 

 
Parental Consent: 

 
 

Parents or carers will  be  asked  for  permission. Whenever possible, meet ings  

and interviews should be scheduled after school hours. I f this isn' t possible,  a 

letter seeking permission will be sent to schools.  

 
Travel Arrangements: 

 
 

How the young person gets to the interview will be decided - either by their  

parents or carers or by the session facil i tator  in their car or minibus. The 

faci l i tator  wil l do safety assessments for the session and the way of t ravel. I f 

young people use their  t ransportat ion,  they'  l l be paid back for their t ravel 

expenses.  



Preparation: 
 

Before the interv iews, the young people on the 

interview panel should meet to create a l ist of 

quest ions for each candidate.  This can happen either  

on a separate occasion before  the interv iews or an 

hour or  two before the interview day. The job 

descr ipt ion and person specif icat ion should be 

shared with the young people to make sure their 

quest ions are relevant. To avoid dupl icat ion, the 

quest ions prepared by the young people should be 

shared with the adult interview panel. 

 
Facil i tators  of the young person’ s panel should guide 

and prompt the young people when prepar ing their 

quest ions. For example, i f they' re interv iewing for a 

Rights  and Part ic ipation Officer,  they might  think  

about  current  off icers and what they l ike or don’ t l 

ike about  them.  A guide for young people 

part ic ipat ing in the interview panel,  including 

information on employment laws, the role of the 

interview panel, and the benefits of part ic ipat ing, is 

avai lable and should be given to them beforehand. 

 
Running of the Interview: 

 
Young people can be asked i f they want to take 

control of the interview process, including welcoming 

candidates and closing the interv iew.  While young 

people should always ask the interview quest ions, 

i f they prefer, a worker can handle the opening and 

closing.  

 
Interview Room Setup: 

 
On the interview day, the room should be set up 

appropr iately,  including arranging the table and 

chairs and providing water for candidates. 

Considerat ion should be given to where the young 

people sit in  the room, ensuring they are close to the 

candidates and posit ioned to  face  them easi ly.  

 
Young People’  s Feedback: 

 
Young people should be briefed on how their 

feedback will be used. They can provide verbal 

feedback directly to the adult interview panel or 

to the workers faci l i tat ing the young  person’ s panel, 

who will then relay i t to the adult panel. Providing 

written feedback is also an opt ion.  

Equal Opportunit ies: 

 
Young people should be informed about equal 

opportunit ies  and instructed not to discr iminate 

based on gender, age, sexual or ientat ion,  faith, 

ethnic ity,  disabi l i ty ,  or appearance. Terms l ike 

equal opportunit ies  should be explained,  and the 

guide to interv iewing for young people briefly 

covers the Equali t ies Act 2010 . I f a young 

person on the panel knows a candidate,  a 

decis ion should be made on whether they can 

continue interv iewing,  consider ing any potent ial 

bias. 

 
Quick Note on Employment Law: 

 
I t is crucial to recognise that chi ldren and young 

people' s panels must adhere to the same 

employment law requirements  as any other 

recruitment process. The document provides 

guidance on engaging with young people 

throughout the recruitment  process, emphasis ing 

the need for fairness and equality. Managers 

should use avai lable support to understand 

appropr iate quest ions, decision- making factors, 

and feedback protocols. 



During the Interview: 

 
Welcoming the Candidate:  

 

I f young people want to lead the interview, they 

should greet the candidate,  offer water, and 

start  introduct ions.  I f they prefer not to, the 

faci l i tator  can do this.  Faci l i tators  can also 

open and close the interview, but young people 

should always ask the questions.  

 
Asking Questions:  

 

After f r iendly introduct ions,  young people 

should ask each candidate the same questions.  

They should have paper to take notes, and 

these notes should be clear,  appropr iate,  

detai led,  and relevant.  This is important 

because candidates may ask to see the notes. 

 
Facilitator'  s Role: 

 

Faci l i tators  faci l i tat ing the young person’ s 

panel should also take notes, paying attention 

to how candidates interact  with young people. 

Their  role is not to inf luence the young 

people'  s  views but to ensure a  smooth 

interview process, t reat young people with 

respect,  and l isten to their opinions.  Their  role 

is to support and faci l i tate,  not to guide the 

young people'  s opinions.  

 
Discussion and Ratings:  

After each interview, the panel discusses the 

candidate, al lowing young people to share their 

thoughts.  Faci l i tators  can ask questions to 

understand views better without leading them. 

This helps young people think in more detail  

about the candidate and their  responses.  



AFTER THE INTERVIEWS: 

 
After the interviews, the  young  people  will  have  t ime to 

share their thoughts. This step is crucial because i t 

ensures that the young people feel their opinions are 

valuable and are considered when making the f inal 

decision. 

 
Once the interviews  have  taken  place  the  young people 

panel will share views and scores.  The candidates 

feedback will  be given at the end of the assessment  panel 

as the  feedback  will  provide evidence to support the 

decisions made should the candidate want to fol low up,  

receive  feedback.  I t is vital that the young people know 

the outcome of the interviews even i f this decision  is  

made  on  another day. 

 
To  faci l i tate this process, i f the  young person'  s panel 

is unable to provide verbal feedback direct ly, written 

feedback can be gathered and shared with the adult 

interview panel.  I t ' s important  to  keep  the  young people 

informed about the f inal decision, especial ly i f they were 

not present when the  decision  was  made. This way, 

everyone involved  stays  in  the  loop  and feels a sense 

of inclusion in the decision- making process.  



 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

USEFUL CONTACTS 
 
 
 

H R D i r e c t – add your HR Contact 

 

 
 

 
Add additional contact  

 

  


