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As AIESEC has produced hundreds of materials like this and there and there are thousands of AIESEC members who have seen them but not read them due to the fact that they were too long, I will try to be (despite my normal manners) be as short as possible in writing the...
AIESEC Slovakia 2006/07 Member Development CookBook
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2I. Role of MD


2I.I. Role of MC MD


2I.II. Role of LC MD


2II. Basic HR processes


3III. Main references of MD in AIESEC Identity


3III.I. AIESEC eXPerience principles


4III.II. Elements of Learning environment


4IV. Competence management


4IV.I. Where and how can competence management be used


5IV.II. (AIESEC) Global competence model


5V. MD timeline


6VI. HR management


6VI.I. HR audit


7VI.II. HR plan


8VI.III. Succesion planning


8VI.IV. Reallocation


9VI.V. Creating a position


9VI.VI. Defining the LC organisational structure


9VII. Building LC relationships


10VII.I. LC culture and LC culture assessment


10VII.II. LC teambuildings


10VIII. Role of MDM and MDM preparation


11IX. Planning and execution of Recruitment


12IX.I. Promotion


12IX.I.a. Message of the campaign


13IX.I.b. Promo campaign


13IX.I.c. Pre-school (summer) activities


13IX.II. Selection


13IX.II.a. Why to do selection?


14IX.II.b. Selection flow


14IX.II.c. Application


15IX.II.d. Group activity


15IX.II.e. Interview


15IX.III. Allocation


16IX.IV. Induction


16X. Education systems


17X.I. Making a training


18X.II. Mentoring, coaching and the other ones...


19XI. Conferences and seminars


19XI.I. Creation of local conferences


20XI.II. Creation/participation at national conferences


20XI.III. Participation at international conferences


21XII. Tracking and rewarding


21XII.I. Personal Information System


21XII.II. Performance tracking


21XII.III. Development tracking


21XII.IV. Rewarding


22XIII. Intens interaction


23XIV. Talents support


23XIV.I. CEED


23XIV.II. Internships


24XV. Knowledge management


24XVI. Challenges I think that PD in Slovakia will face in 07/08


24XVI.I. PD vision


24XVI.II. Recruitment


24XVI.III. MDM preparation


25XVI.IV. right person, right job


25XVI.V. competence management


25XVI.VI. personal oriented education


25XVI.VII. conferences and seminars


25XVII. Goodbye




I. Role of MD

MD means Member Development – not random people, but our members. Every person who applies and is selected for AIESEC with any motivation and being on any stage of @XP is a member.

Not considering them as only resources, but as personalities, for which we, MD people, should create the best environment for development possible, developing their talents (but within the limits set by our Identity). 
I.I. Role of MC MD

The role of MD MD covers:

· Managing and educating the MD team members.

· Creating frameworks and managing national movements for gaining (recruitment) and developing (goal setting, trainings, conferences, content partnerships, coaching, mentoring, etc.) of members of AIESEC.
· Creating learning environment that offers members of AIESEC variety of ways of gaining competence in their area of interest.
· Fulfilling the tasks coming out from the position of MCVP (LC coaching, conference management, etc.) and from the responsibilities included in the MC Scoreboard.

I.II. Role of LC MD

The role of LC MD covers:

· Using the frameworks created by MC, managing and coordinating activities leading to new members recruit. Members who have the right expectations and who are fit to use the opportunities offered by AIESEC.
· Being active in helping the members of LC find fields of interest and ways how to develop in these fields and constantly ensuring that their goals and the goals of the organisation fit each other (coaching, mentoring, goal setting, HR audit, etc.).
· Supporting the local learning environment towards development of members and managing those LC educational activities that lead to fulfillment of LC goals and priorities in area of MD (LC MEC, local conferences, etc.).

· Fulfilling aditional tasks that come out from the position of LCVP.

Find out more details about the roles of LCVP MD and the Jobdescription of MC VP MD here:
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II. Basic HR processes

When looked from a professional HR (a.k.a. Talent management) point of view there are these HR processes:
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Shortly explained:

· It all starts with setting of goals for our organisation in terms of number and structure of wished recruits.
· Activities attracting the chosen potential members profile have to be run.

· The applicants have to go through selection where its ensured that they „fit the requirements“ (number, background, expectations)

· With the moment of choosing the members, these are allocated in the organisation.

· Each member (new and old) undergoes development towards his/her development goals and organisational „standards“ (MEC based on Competence Model).
· In order to know who are the members, if they are getting the development promised/wished and how good are they at their work we need to Track their @XP. Those who are exceptional should be recognized and given rewards, the best is if the reward is in fact a chance to develop for the member.

· Retaining of the high potentials is possible only if they always have (and can plan) new positions available, that can help them develop further.
· In case the member is leaving the position or organisation itself, we should ensure that his knowledge is not lost for his/her successors (transition weekends, GCPs and BCPs, cook books).

· As support processes are those that aim to create a quality environment for development (building LC culture, teambuildings, office/work rules) and activities giving aditional opportunities or guidance in the development of members (coaching, CEED, inter/national faci/OC opportunities, but also reception, etc.).
III. Main references of MD in AIESEC Identity

III.I. AIESEC eXPerience principles

There are 5 principles that should be the guidelines for each of us during his AIESEC XP:

1. Take an active role in Your learning and the learning of others.

„active“ – AIESEC is the only school in Slovakia where the student decided what does he want to study

„Your learning and learning of others“  - educating Yourself is as important as educating others, not only because of the fact that we should act sustainably and ensure that others can do what we have been doing, but also because You learn the most by teaching others...

2. Constantly challenge Your worldview.

„worldview“ – the object of observation is changing based on who is the observer, i.e. our previous experience creates filters that we use to look on the things happening around us, the challenge is to get out of comfort zone and try to see more and understand more
3. Regular personal reflection and metacognition.
„selfreflection“ – I did this good, I could have improved here, this experience was worth that, I am proud of myself, etc.
„metacognition“ – looking at Your acts from „outside“, i.e. why did I behave like that, which previous experience has made me take this decission, what could I have done different, etc.
4. Increase, both Your practical and theoretical knowledge.
„practical knowledge“ – only talking is not enough, You have to experience it on Your own

„theoretical knowledge“ – we often say „learning by doing“, but those who only „do“ without knowing much theory around mostly fail and dont learn enough...
5. Create network of contacts.
„network of contacts“ – after You leave AIESEC You wont remember the trainings You had, or results achieved, what You will remember the most are the feelings and memories of people. If You ask any alumni, he will tell You that the most important thing he has from AIESEC now are the contacts – people who had similar experience and have similar thinking to Yours. Go to any biz forum and scream „Hey AIESEC!“ and somebody will replly – thats the power You have by hand...
III.II. Elements of Learning environment

The ways of learning have been divided into 6 groups in order to show a bigger picture of what opportunities we have available:
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	Think about Yourself, what You know, what You miss, what You are good at and what You need to work on... Think why do You do the things You do and how.
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	Attending events organized by AIESEC or other organisations that cover topics that You are interested in. People skilled in a topic are educated groups interested in the topic.
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Team Experiences




	Most of AIESEC work is done in teams. This way we can support each other and also learn by observing others.
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Mentoring




	Finding a person, who would through advices and guiding help You find the area of interest or help You in Your job asignment.
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	Finding a group of people across the country or globe that connect to each other based on similar interest and will to learn from each other / together.
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	Using the online space to share and gain knowledge and opinions about different topics. Using the chance to connect to the thousands of potential learning partners.


IV. MD timeline

This timeline in fact only aims to give You overview on when which (HR) processes are to be done.

	Planning (latest)
	Realisation
	What
	More details

	May
	May
	HR audit
	Assess the HR You have now

	May
	May - June
	HR planning
	Plan the capacity and needs of the LC

	May
	May - September
	LC culture assesment
	Before/after summer before new members join. 

	June
	June - October
	Creating LC Organ.structure
	Making a plan of allocation of all (new and old) members of LC.

	June 
	June - October
	MDM preparation
	Role, knowledge and skills, goal setting.

	
	
	Recruitment 
	

	September
	September - October
	Promotion
	Depending on the goals of HR planning. Shared with VP Comm.

	September
	October - November
	Selection
	Depending on the goals of HR planning

	September
	October - November
	Allocation
	Depending on the goals of HR planning. With cooperation of MDM.

	September
	October - November
	Induction
	Delivering knowledge and skills needed for a self-run development and fulfilling tasks at Taking responsibility stage.

	
	
	Development
	

	Latest September
	October – November, January – February
	Goal setting
	Setting goals of education (personal and professional).

	September, January
	Ongoing
	Training
	Based on both the organisational standards (MEC) and personal prefferences (Goal setting)

	October, February
	October, March
	(Local) Conference management
	Coordination of setting of objectives, development of conferences (LTC, LCC) based on these.

	September
	Ongoing
	Tracking
	Tracking personal data, results, development, activity.

	September, January
	Ongoing 
	Rewarding
	Rewarding outstanding results and/or development.

	November
	December, March, May
	HR audit and goals evaluation
	Auditing the HR and goals fulfillment.

	November
	December, March
	Succession planning
	Planning the moves of HR and prepairing them for it.

	November
	December, May
	Reallocation
	Giving members option to take different positions, based on HR audit or Succession planning.

	February
	March - May
	Selection for LDS
	Selection of EB and MDM.

	March
	April - May
	Transition
	Coordinating at least MD and MDM transition.


More detailed timelines of the periods of time between national conferences are here:
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V. Competence management
Competence is an ability of a person to present the knowledge, skills or attitude in a practical use – in his/her behaviour, which leads to a success in fulfilling a task.
In AIESEC the job of Competence management is often misunderstood to be equal with using of Global Ccompetence Model, this is very shortminded just like saying that Database management is equal to InsightXP. GCM is just an another tool, eventhough its a tool specially designed for AIESEC. 
In AIESEC we in fact manage two things: Human resources and their Talents (measured via Competences).
IV.I. Where and how can competence management be used

	Self development tool
	Each person can assess own competences, get relevant feedback and plan goals for own development.

	career planing
	Each position requires some competences, if I can see the status of my competences and the needed status I have a realistic view on my career.

	Selection
	Also „Newie“ is a kind of position (eventhough not LDS), all positions should have selection of people who take them over, based also on competences.

	reward and recognition
	As Developing self/others is one of the main goals of AIESEC, those who suceed in this the most (own/others development) should be rewarded.

	tracking (personal informations system)
	See how his/her competences have changed, what did he learn, what behaviours did s/he gain or develop.

	training and development
	If we can measure somebodies competences we can also set goals the training should have, create is in order to achieve those and measure its impact.

	hr (succession) planning
	When looking at the competences of people we can estimate their potential for the organisation.


IV.II. (AIESEC) Global competence model

GCM started to be developed in May 2006. Now (May 2007) already the third version is being developed. But the core stays the same – as we as AIESEC want to develop Change agents, we want to develop four characteristics in people:
· cultural sensitivity

· social responsibility

· entrepreneurship

· active learner
The GCM is based on the „Circles of influence“ each person has. According to AIESEC understanding, whatever we do, there are six levels of influence (behaviour) we can have:

· personal – how do I behave to me

· interpersonal – how do I behave to other people as inviduals

· team – how to I behave while working in a team

· organisation – how do I behave to the people in but also organisation itself

· communitty – how do I behave towards my town, region, state...

· world – no comment...

AIESEC aims to develop its members in the first four characteristics.
	
	personal
	interpersonal
	team
	organisation

	cultural sensitivity
	Respect
	Empathy
	Adaptability
	Social inclusiveness

	
	If I dont respect other people or cultures....
	I have to be able to „see things from others point of view“.
	I have to be able to adapt to the differences.
	I am able to use the differences between us. Involve each one from the team.

	social responsibility
	Integrity
	Accountability
	Developing others
	Resource management

	
	You do what You believe in, You act according to Your values.
	Taking responsibility for Your tasks and finishing them towards set goals.
	Taking active role in learning others (coach, mentor) and enjoy.
	Managing all the resources in/out of @ in order to help it grow.

	entrepreneurial
	Self confidence
	Negotiation
	Results orientation
	Stakeholder focus

	
	Believing in own qualities and working on own performance development.
	Reaching agreements with other in order to achieve a win-win relationship.
	Knowing which results are important and using right methods to achieve them.
	Understanding what the subjects involved want and achieving common agreements for alls good.

	active learner
	Self awareness
	Communication
	Innovation and creativity
	Organisational understanding

	
	Being able to clearly see own qualities and gaps.
	Abbility to send/receive messages in order to gain/share knowledge.
	Thinking out of box, creating new solutions, finding new ways.
	Understanding AIESEC and supporting it and using its possibilities.


More detailed description of the system of GCM and examples of description of them and ways of developing them on LC level can be found here:
03 competence management\
VI. HR management
Now we will take all the HR processes and MD responsibilities mentioned at the Transition functional meeting, not too much in detail, but rather focused on their usage logic and links where to find the needed files.
VI.I. HR audit
The goal of HR audit is to asses who is in the organisation, what is their „status“ and what is their potential. 
The HR audit doesnt have standards that are valid forever. Everytime when there is a need to make a research among the members -  objectives, goals of HR audit – it should be realized.

Possible usages of HR audit:

· what do the members want to do in future,

· what are the competences of the members (and based on that plan their future development),

· what is the satisfaction of members with their current position, 
· how the the members feel about the LC culture.
Possible form of HR audit:
· questionaire

·  print

·  offline (doc, xls)

·  online (AIESEC.net survey, dotaznik.net)

· interview

·  by MD done with everybody (small LC)
·  by TLD/PM done for his/her members, by MD for the other ones (LDS and oldies)

Example of guideline from HR audit done in Winter 2006 can be found here:

04 HR management\01_autumn_winter 2006 HR audit.doc 
VI.II. HR plan
HR plan is realized in order to calculate the needs of HR both in short (max 1 year) and long term (1 – 3 years) compared to todays status (result of HR audit). Logically, if the need is higher than the todays status, the rest has to be recruited. 

The HR planning should include decissions/information on:

· what is the maximum HR capacity of the LC (maximum number of active members),
· how many active members the LC has now (HR audit result),

· what kind of Organisational structure the LC will have (including how many projects and old/new members will be allocated in these),

· planned X results (TN is a source of money, SN is a member who leaves the organisation),

· costs (conferences, rewarding...) needed per active member per year (from 1.500 to 2.500 SK),
· number of LDS at LC,

· number of LDS after X (or vice-versa),

· age of the members (so that You know when could they possibly leave AIESEC or go to X or LDS).

The result should be: the amount and structure of needed recruit and succession planning of member of LC.
For some LCs the maximum capacity is defined by size of office, for others by maximum number of ppl the LDS can handle, for others by the ammount of finance (You dont have enough X and partnerships that would give You money to keep more members), etc.
HOW TO DO IT:
First of all, write down all the activities at LC that will need the HR that the LC has available (or needs to recruit) during the period of time of one year (May - May). These needs can appear or end anytime during the year and are mostly in forms of projects (PBOX, TNteam, SNteam, conference OC...) or positions (EB, assistants, coordinators...). Put them into the timeline and calculate the need e.g. month by month.
An example of short term HR plan with explanation can be found in the output from the transition functional meeting from last year here:

04 HR management\02_short term HR planning.doc
04 HR management\03_HR plan example.xls

If You want to make it simplier, dont use the column „usable“. But remember that some people can handle two jobs at the same time (e.g. EB MM being OCP of Stakeholders meeting) and if possible include this into Your results.
Now You have to include the X goals – how many of Your todays members will leave for X this year? How many new members who will go for X do You plan to recruit (if You have not included them into SNteam before). 

After You have completed this stage and have defined the amount and structure of people, You need to take into consideration the Retention rate of Your LC – how many of the autumn recruited members leave within e.g. one month? How many of these members in average dont come back after christmas?

Now You should have the final goals of recruit of Your LC. But some partial goals mostly in structure of needed recruit can change based on the long term HR plan.

For long term HR planning You in fact need the basic KPIs for (e.g.) the next three years:
· number of planned X (both SN and TN),
· number of planned number of members,

· planned number of LDS opportunities,

· planned number of people on X after LDS (or vice versa),

· year of studies of Your members,
This counting has these reasons:
· how many members from those we have today will be active in AIESEC in one, two, three years?

· how many and when of members will go to X?

· how many of these will be after LDS?

· wont it happen that in one year all the old members will leave, because they finish uni?

This can be started in a simple way: look in which years of study Your members are, check how many of them already have been on LDS (or X) or could go in future, if they want/can go for X and when (which year).

It might happen that You will change the planned structure of recruit, in the way that You need more older students because of the planned number of SNs realized or need of having oldies on LC.

General description on how to plan Your HR can be found here:
04 HR management\04_TM-HR planning framework.doc
VI.III. Succesion planning
Said in very simple words, it is planning of somebodies else succession (
progress towards a higher position) and prepairing him/her for this. This is in fact already done in the HR planning, but here we mostly mean concrete people and concrete positions.
It can have two forms:

· I see a talent at the LC and thats why I (in)directly approach him/her with the offer of a job or a position (wasnt this how also You got on Your todays position? :)

· I see that the only candidates for EB in 6 months are the TLDs, thats why I intentionally add the presentation of EB to their meeting and arrange a meeting with EB where they can share their LDS experience and add trainings like training or coaching, that can not be fully used at the position of TLD, but are very needed at position of EB.

VI.IV. Reallocation
Simply said, after I find out in HR audit that are people who want a different position, we reallocate them (if it has positive impact on the organisation, e.g. reallocating a MDM is mostly not very smart, rather give him also some other tasks or give some of this tasks to somebody else). 

Reallocation has both the form of one person getting a new role/job, but also the collective form that happens in Spring where most of people at LC change their role (from newie to MDM, from MDM to EB).

VI.V. Creating a position
This is a step that follows after there was identified a need at the LC or found a person, who has got the competences for such a position.
Each position (Jobdescription) should have defined:

1. Job, tasks to do (jobdescription) – what to do
a. His/her role – why do we need such a person,

b. Tasks that are included,

c. Measures of success (goals to achieve),
d. How much time is needed to cover such a position.
2. What the applicant can gain (e.g. what kind of development) while being at the position - why to do
3. Criteria for a person to be chosen and defined selection process based on the needed compentences – how to get it
4. Expected timeline of the activities included in the position – when to do
A template to fill in a Position description and also template of an Application form can be found here:
04 HR management\05_template of position.doc
04 HR management\06_example of application form - conference manager.doc
VI.VI. Defining the LC organisational structure
Creating the OS is in fact a process that requires the fulfillment of all the steps mentioned earlier and is the final result of HR management.

The steps of creating the OS should be like this:
1. set the goals of the OS (e.g. allocate all the oldies, create positions for YZ newees to be recruited, increase the X results by ZY %)

2. check the todays reality at LC = HR audit (who is at the LC, who will be at the LC, till when will be these ppl active, what are these people goals)

3. set the goals of recruit to fill the gap between the needs of HR needed to fulfill the goals and todays HR status and compare them to the possibilities of your environment

4. do the final OS (
Things to be careful about in OS:

· make sure that all the crossfunctionals within the EB team are clear (who does what),

· if you don’t have a complete EB, make sure all areas are covered (divide responsibilities),

· if you see that a team member doesn’t have the abbility (KSA or time or whatever reason) to fulfill all the tasks withing his/her JD, revise the JDs within team or find an assistant, but don’t let the problem get from professional to personal level (its not his “fault” or “problem”, it’s a team “problem to solve”),

· make sure that even the PMs work as a team, so the “sharing” is a common acting,
· make sure that you know the difference between TLD and PM and the possible differences in their JD or tasks,
· make sure that there is a clear accountability system, it: 

a) makes people more sure about their job, because they know who is tracking/coaching them and thus this person is also able to recognize a “job well done”, 

b) the informations don’t get lost (clear communication chanels) and

c) it gives the people a clear picture on whom they can ask for help and advice

VII. Building LC relationships

The way how the LC works depends on the resources it has available and how are these resources used. If we are talking about HR, the usage of resources is based on the relationships within LC.
VII.I. LC culture and LC culture assessment
To make it very simple, if all the resources of LC (HR, finance, PCs, etc.) are called Hardware, the LC culture is its Software. The effectivity of their usage and motivation of people to use them depends on the culture of Your LC.

LC culture includes for example:

· how much result/people oriented are You, 
· if the people are having fun at LC office,

· if members go out together after meetings,

· how are You perceived by the other LCs and what they know about You,

· Your rollcalls, corporate and songs,

· what do the students of Your Uni think about LC/AIESEC,

· how do You communicate with companies and how do they communicate with You,

· what is the motivation of members to work for AIESEC,

· how much do You like each other at LC...

What You definetelly should do before the moment when new members come to Your LC (recruitment) is LC culture reassessment. This means that the LC (or at least EB) sits down and puts together what do they think that defines the LC from the point of view of different stakeholders like:

· LC members (EB, MDM, members, interns, SNs, oldies),

· other LCs,

· students of Your Uni, faculty,
· Your partners (companies, partners, alumni), etc.

Why before recruitment? Because if You decide to change Your culture You can start this change with new membes, who will accept the changed culture without any problems (because they have not experienced what was before).

A simple description of such a session can be found here:

05 LC relationships\01_LC Culture setting.doc
VII.II. LC teambuildings

You should understand, that if Your members go together for a beer or concert in the evening, its not really LC teambuilding, it is just that Your members like to be with each other and thats just part of Your culture.
Teambuilding is an event/process that aims to change the „working groups“ culture in the specific area of creating a team spirit among the members of it. It has clearly set goals and objectives and mostly is in the form of set of (physical) activities that aim to strenghten the will to cooperate among the members.
Teambuilding is often organized by „externals“, people out of the team, LC or even AIESEC.

A collection of games that can be used for teambuilding can be found here:

X Training resources\Games, Icebreakers and Teambuilding\Team Building\Team games.doc
VIII. Role of MDM and MDM preparation
At this moment You should consider the difference between TLD and PM. 
Generally TLD is responsible only for leading of the team based on recommendations (orders?) from EB, his/her job is to manage the team and deliver planned results. On the other side, Project manager administers the whole project and in most cases works intependently, including plannig of the project, creating and tracking the JDs of the members.
Role of PM in the education of members:

· PM is the closest to the team members, he/she should be able to evaluate the best the needs of his/her people by doing researches and evaluation meetings, the final queries should be forwarded to the PD, who will find the best way to realize these

· PM should track the attendance on learning activities (trainings, seminars, meetings) and evaluate the impact on their education and give this info to the PD, so that we can fit the LC education to the local needs

Role of the PM in recruit:

· in their JD is written that they have to participate at the recruit

· PMs promote their projects at the infomeetings

· PMs take part at the selection board

· PMs are the main ones in allocation planing within the teams
· PD has the last word in deciding about concrete ppl being placed in concrete teams, in order to ensure that the teams are balanced and members have their interests fulfilled

In general there are three periods of prepararation (education) of a member of MDM responsible for a team:
1. In the period of creation of the project (PBoX, Xteam) – in this time the MDM needs:

a. to underderstand his/her role and JD.

b. knowledge and skills needed for planning of the project. This includes setting the focus, goals and work timeline in form of feasilility study (HR - OS, X/ER – market segmentation and research, Finance - budget).
2. period before the recruit (before members come to team):

a. building the team:

i. how to do selection of members,

ii. how to allocate members,

iii. teambuilding and culture setting,

iv. creating info channels and accountability systems

b. managing the team:
i. planning within team

ii. tracking

iii. professional coaching

iv. effective meetings and effective communication in general

v. conflict solving

vi. performace appraisals

vii. delegating

viii. reports writing

ix. partnering, networking and other ER skills

x. facilitation, problem solving

xi. presentation skills and public speaking
c. developing the team members:

i. personal goal setting

ii. personal coaching

iii. creating and tracking of learning plans of members

3. period of realocation (spring):
a. oriented on MDM person:

i. own succession planning
ii. transition process

b. oriented on members of team:

i. succession planning

ii. personal coaching

iii. HR auditing

IX. Planning and execution of Recruitment

The process or recruitment can be divided into three important parts: Promotion, Selection and Allocation.
Who should do it?
There are two ways how to look at this question:

· which functional area and

· which people.

Both of them are correct. 

At the LC You should decide who from the EB is responsible for which part of Recruitment. The best in fact is to paint the whole process step-by-step and decide who does what.

It often happened that the whole process was given to the HR and he was supposed to „find somebody to help“ if s/he feels the need. But in fact the most effective way is to create a Recruitment OC, who will organize all the logistics and the MD can focus on the content (and You have given an interesting job or LDS opportunity to somebody, at the same time).

IX.I. Promotion
As soon as You define how many people and what kind of profile they should have (year of studies, specialisation, interests, competences...) it is the time to meet with VP Communication/Marketing/ER/PR or whoever has the communication with students among his/her tasks.
IX.I.a. Message of the campaign
Those organizing a promotion should understand that the most important in promotion is not HOW do You promote, but WHAT You promote. I guess You have already seen movies with a lot of effects but no plot...
What is needed is deciding on what message, that will attract the attention of the target group, do we want to communicate.
Two important remarks have to be told:

· the two most powerfull opportunities we offer are: LDS and X, they should be both clearly communicated, what happened in Autumn 2006 was that the X was not present enough in the campaign and it resulted into very low number of applicants for X,

· when looking at the motivation of people who want to join AIESEC, there are three basic cathegories: personal and professional development (self oriented), international spirit and friends (fun oriented) and society impact (socially oriented). In fact each applicant should be interested in all of them, but giving them different priority...
Examples of message (based on inputs from the meeting of PDs in 2006):

· meeti new people, slovak and foreign

· leaderhip opportunity – learn how to lead people
· quality work-abroad opportunity (internship)

· get to know AIESEC culture and its people

· Identity and ideas behing AIESEC work – we want to make an impact on society
· get involved – get team work experience
· learn to take responposibility

· do something usefull in Your free time
· achieve personal development and professional development – learning through 6 elements of LE
· challenging yourself – new things that nobody else gets
· developing in area of your interest and helping environment in this area (issue based XP)

· possibility of self-driven learning (I do and learn what I like)

· make Your CV special 

· find out what You want to do in life

· no simulation – real life, learn how to run AIESEC

· learn to cope with different cultures

· keep in touch with the economy and up to date events in country
IX.I.b. Promo campaign
Should reflect Your goals for the recruitment period. The promotion period is a perfect time to improve the positioning of Your LC/AIESEC in a desired way. For example, You can choose the additional goal that every student of the Uni will know what AIESEC does and where is its office.
The campaign can include anything (make a brainstorming with Your members), for inspiration:

· info desks, 

· global village,

· speaches at classes,

· posters on walls

· leaflets giving,

· infomeeting,

· mail spamming

· pre-school events.

For You to see that promotion is not something that is standardized, and has to always be the same way, here a couple of examples from a brainstorming about how can AIESEC be presented:

06_recruitment\01_promotion\01_strange ways of promo.doc
Lots of times Infomeeting is considered to be part of promotion eventhough it plays also a very important role as part of Induction. A suggested flow from Slovakia and Romani are here:

06_recruitment\04_induction\03. infomeeting.doc
06_recruitment\04_induction\04.RO - Big Picture (iMeeting) flow.pdf
IX.I.c. Pre-school (summer) activities
These are a special cathegory of promo activities that take place during the summer or just before the start of school year, mostly for (future) 1st year students.
Examples: CDR in BB, Naskoč in BB, Survivor in CU, VSB in KE, First step in NR (please contact the LC MDs for agenda, if interested).

In general their goal is to give the students the chance to get to know future schoolmates, have some fun or education, find out more about the opportunities aside of Uni, learn more about the Uni and their teachers and of course – find out something more about AIESEC.

These activities are mostly promoted in the first mailing the Uni sends the accepted students before summer or on the first „sign-up“ meetings of the students with Uni representatives a few weeks/days before the start of the school year.

IX.II. Selection
The process of selection is the base of having quality membership. In this block we will not be talking in detail about selection, but give You the basic knowledge on why and how to do it with references to more detailed documents.
IX.II.a. Why to do selection?
For some of You this question might sound ridiculous, because:
· You think that having selection is something that has to be, because thats how You have been told,
· You see the advantages of selection for the LC.

In AIESEC we tend to do things just because „thats how it was all the time“, the result is that we often do things that make no sense, because we have forgotten why they have been started, thats why we shortly sum-up the (dis)advantages of selection, so that You are able to create an objective view on this topic.
We think its needed and good to make selection because of many reasons, some of them are here:

· motivation (being proud: “I passed!”, this feeling comes even if everybody passes)

· making people self-reflect (motivation for some and selection of the others who are lazy to think)

· clearer expectations from both sides about each other (applicant and AIESEC) and finding out the possibilitty to fulfill these (time for AIESEC, work, ideas etc.)

· meta-cognition (via selection I learn about myself)

· possibility to learn more about future coleagues (co-applicants but also members)

· finding of the knowldege gap between the applicants competencies and member profile (what will have to be delivered)

· showing respect and importance to the applicants effort

· good way of personal goal setting

· the membership and internship prefering people do partly similar tasks

· cutting down a big number of applicants to the number we need
But we see also the risks of these, e.g.:

· by doing the summer activities we help in creating friendships and groups of people that apply to AIESEC together, during selection we can break these groups appart

· if doing a lot of promotion and making a real tough selection we can become recognized among student as an “elite” club in the negative way or a sect, too far away from students (kockate hlavy)

Before a person joins the process of selection (newie, X, LDS) s/he should have clear all the points that are mentioned in section about creating a position in “VI.VI. Defining the LC organisational structure”.
IX.II.b. Selection flow 

With the selection it should work as with any tool we have available. First You should think about what do You want to achieve and then create a flow that would allow to fulfill Your plans.
This means that You first decide on what kind of Competences (knowledge, skills, attitude) You want the selection to base on, than You decide what kind of steps of selection are needed so that we are able to assess these. Dont create the selection process without knowing what are You goig the select.
The most often used tools are (order depends on what You want to assess):

· application

· individual interview

· group activities (group discussions, assessment centre).

It is also recommended that You change the selection process/content for people with more experience (applicants for X, applicants for membership from higher classes) so that its still challenging and we find out how advanced the persons are. 

Enlisted are examples from Pakistan. Overall flow is described here:

06_recruitment\02_selection\01_overall selection process description.doc
IX.II.c. Application 
Is the basic selection tool for selection and for getting to know of the possible new members. 
Why should each applicant fill it in?

· If we succeed in explaining what is AIESEC and what if offers, only those who really like it and want it will fill the application form. 

· Based on the amount and quality of applications we can see what is the probability to reach planned recruit results and if there is not a need in change in process of recruit or LC plans. 
· Based on what is written in the applications we can tailor the process of selection, e.g. create an exact schedule of interviews, add needed information to the content of induction sessions, questions for interview, or find out the motivation and background ov applicants.
· Its the first step in the personal history of each AIESEC member – You can later have a look on what were Your motivations and goals and find out if they are actually being fulfilled.
Most common goals are:

· personal data (name, contacts)

· background (previous experience, studies),

· motivation to apply for AIESEC,

· level of written English (if application is in English),

· basic understanding of AIESEC,
· time capacity (if he has enough time for AIESEC).

Examples of Slovak and Pakistan application form with evaluation sheet are here:

06_recruitment\02_selection\01_application form
IX.II.d. Group activity

Group activity done on a high quality level is in fact an Assessment centre used for selection of EPs(=SNs).

In general, two types of group activities are used (in Slovakia): 

· Group discussions

· Group (creative) tasks

Discussion is the most simple one. Any question (mostly of the „challenging worldview“ type) is chosen and given the group of applicants to see how do they handle it. Its a test of both their openess and communication skills. 

Creative task is used during Review Boards for SNs/EPs (e.g. Bridge of Cultures) or at selection of LDS. Can show much more about applicants but needs more preparation.

Most common goals are:

· assess communication skills, 

· assess abbility to work in team,

· LDS potential (who takes over the activity),

· openess towards opinions of others,

· creativity.

Examples of topics for the activity and evaluation sheets are here:

06_recruitment\02_selection\02_group activity
IX.II.e. Interview

Interview done on a high quality level with presence of more people (HR consultant, psychologist, MC member) is in fact a Review Board used for selection of EPs (=SNs).
This it the most variable part of selection process. It should have a standard part that You ask all the applicants and than a variable part that has questions based on the profile of applicant from application form or behaviour at group activity.
The difference is also in with whom we are doing the interview. Its recommended that You divide the applicants based on the year of studies they are in into groups of 1. – 2. year and 3. - 5. year. The reason is that the students of higher years of studies should already have some skills and knowledge in the are of studies, the time they have before the and of their @XP (i.e. also X) is shorter and thus they should „know more“.
Last things for selection:

1. its a pyramide system, only tho who pass first level can go to second one

2. those who dont pass should be clearly told this (at least in form of email) and should be explained why. As the core of selection for everybody, You shoul be also able to say if the person is good enough to be a member of Your LC, which is something that can improve applicants competences to the level needed for X.

3. those selected should be clealy communitated this. You can hold a small celebration or official evening, where You anounce this. You should be able to say exact day when the person became member of Your LC.

Examples of questions and their evaluation are here:

 06_recruitment\02_selection\03_interview

IX.III. Allocation
Allocation is the last step in process of recruitment where You place the people that You have gained ni the free positions and make adjustments if needed. 
The biggest issue here is that these people have joined AIESEC with some expectations, amongh which are mostly also expectations about team/department s/he will join. You have to prevent the situation where the person is demotivated becase s/he didnt get it. In only very few cases the person is not albe to work somewhere else, but they are not willing to, because they dont see it as fulfillment of their goals/expectations. 
The thing is that the person has to see a clear link between the role/team we would like to asign him and the original goals s/he had. 
Example: he wants to become part of ER department (PBoX on Corporations) because he wants to be a great seller, but the LC needs a person like him in the ICX-D department (PBoX on NGOs). Thats why You place him in ICX-D with the explanation that selling for NGO is a harder trainign and as soon as they have raised enough potential DT TNs, he should in fact go for meetings with corporations and gain the financing for these TNs (CSR partnership).
Allocation decission should include:

· prefferences of the applicant

· organisational needs

· background of the applicant

· type of personality of the applicant/teamleader

· goals of the applicant for future

You can try out how would You allocate people in the Allocation game used at the transition functional meeting here:

06_recruitment\03_allocation\01_Allocation game.xls
IX.IV. Induction
According to some sources it is part of recruitment, the logic is very simple: as soon as the induction is over, the members are on the positions and are educated and ready to start working on their tasks. 
The stage Introduction to AIESEC starts with the start of promotion and finish with the readiness of recruits to start working (Take responsibility). Before selection, those interested in AIESEC, should be inducted into basics of organisational understanding and what aware what opportunities are available. After selection they should should get a proper goal setting that will help them to gain the most ouf of AIESEC and be fully briefed in order to be able to make their job (jobraise, match themselves, work in ER department).
A very good way how to improve induction is to have a „Buddy“. Buddy is a person who helps the new recruited person to get familiar with AIESEC and actually is a personal connection between the Induction sessions and the new recruit. How does buddy system work in Australia read here:

06_recruitment\04_induction\02.Induction_Buddy_Guide.doc
Example of chechlist of induction flow is here:
06_recruitment\04_induction\01.Induction selection checklist.doc
X. Education systems
In AIESEC the Learning environment can be divided into two cathegories:
1. systems, fixed processes (org. needs) – the educational process that is set and every member should pass it or the members that want to get to a concrete position/@ XP stage. 

2. opportunities (personal development plan) – are additional learning options that are available to every member or concrete groups and that enhance their learning XP in AIESEC.

Under the system is general Member educational cycle for every member and more focused education frameworks needed e.g. before You become a TLD or go for X. If we would stick only to the systems, AIESEC would „produce“ only a very limited variability of alumni, concerning their education. The problem is that AIESEC is mostly missing this system – our education „processes“ are mostly not clear and integrated enough and are very depending on the activity of the member. The problem with this is that just like there is induction needed before a member starts working, he should also get a standardized form of education so that he is able to better set goals and plans for his/her further education.

Under opportunities can be put e.g. optional tracks on conferences, non obligatory conferences (iTtTs, FST, PPM), non AIESEC conferences, Reception weekends, non AIESEC oriented literature and any other educational opportunities from any of the elements of learning environment. Again also here we can not rely on the fact that its up to the member to look for these. The big power of AIESEC is that we have lots of contacts with people/organisations who could possibly deliver such education, have amounts of materials and in general have a Global learning environment that offers such opportunities that no other organisation can.
In order to have a really challenging and highly effective LE, its adviced that You:

1. create the systems that need to be in place, the basic ones are:

· induction to AIESEC,

· education before X,

· education before TLD position,

· education before EB position.

2. set possible/desired „pathways“ that the members want/are likely to take AFTER AIESEC, this means that You identify few possible futures that are mostly lived by LC/CY members, e.g.:
· work for a multinational company on a middlemanager position,

· start own company,

· start own NGO,

· work in education sector.
3. make a goal setting of the members and additionally make a decission on what issues will the LC/CY focus on and find/create opportunities to educate the members in these ares, e.g
· education of adults,
· starting own enterprise,
· international business,

· public speaking or other skills development,

· women empowering,

· ecology...

4. motivate the members to play an active role in creating/searching of their own opportunities to learn in their area of interest and or even organize such a thing for whole LC/CY e.g. Reception weekends or Learning circles on that topic.
X.I. Making a training
Because in AIESEC the trainings are the core of our education, this section will try to put more clarity on these. A training is mostly a considered to be part of the element „Conferences and seminars“.
For making the training it is needed to understand the basic principles that should be followed, as training planning and delivery is something we do authomatically and often it doesnt fulfill our expectations because of this.
Case study: 
A person comes to You and tells that s/he wants a training on time management. What do You do?

The first that often comes to the mind of MD is to ask about the wished time and place of the training and start to search for a trainer...
How it should work is that You ask him/her, why do You want the training? What made You think You have to develop specifically Time management skills? You might easily get the reply, that s/he is plannig his/her day with care but always somebody comes and asks for a favor, which takes a lot ot the time. Logically this person needs rather a Asservity training than Time management. 
And maybe its not the best to hold a training, but get the person a mentor, who will help him/her clear out his/her objectives and goals and thus will be able to better assess the importance of tasks people give him. :-P
But lets go back to trainings (eventhough this approach can be used in any learning). 

As soon as You find out what kind of education You need, its time to set the goals You want to be reached – what kind of change should happen (e.g. in the behaviour of the delegates) and how do You measure it.
The best for educating people is to use the before/during/after approach.

1. before – what kind of preparation is needed (read preparation booklet, fill in a questionaire), what information from the delegates You need to prepair the training (number of participants, knowledge needed, expectations, goals for future), which trainings should the delegates have before so that they understand this one („selling AIESEC“ before „Selling X“)
2. during – what are the things that we have to go through, what are the things that the delegates have to for sure understand, how do we make the flow to make it logical
3. after – what will be the follow up of the training: competences reassesment – measuring results, other trainings or sessions, do coaching, change world (
When You know what You want, You should find the best person to deliver that – NTT, You, EB, external, MC, alumni, teacher at uni... There are always resources available if You take the time to find them.

The same principle implies to anything, from a single training to a whole conference.

A training/conference creation pack can be found here:
07_making training-conference
X.II. Mentoring, coaching and the other ones...

At this moment its time to talk about what do we (KLepo MCMD Slovakia 06/07 and Ioana MCMD Slovakia 07/08) consider be coaching and mentoring... We will be going from the most simple one to the most complicated form.
Your Buddy

Is a person who helps You in settling down and breaking the „primal nervousness“, its often used with interns or new members going for a conference or with new recruited members during the induction phase. In my old times in my LC, these people have been called „mommy“ and „daddy“ (
Description of how does it work is here:

06_recruitment\04_induction\02.Induction_Buddy_Guide.doc
Your Professional coach

Is a perso who advises You in Your job. In most cases, the coach has been doing the same job before and now want to teach it somebody else (matching, OC, VP ER). The coach has more or less the responsibility for the fact that You fulfill Your jobrole (can takeover matching, ask LCP to help You). Coach is not just observing, but also giving advices during fulfilling the jobrole, feedbacking the work and giving needed knowledge in personal meetings or through supplying needed documents. 

Your Personal coach

Is a person who has the goal to help You identify Your future „heading“ or help You in area of personal development. The goals can include e.g.: identifying which department (functional area) is the most suitable for You, if You should run for LCP and what competences do You have to develop in order to get it, how to improve Your teamleading skills.
Your mentor

The word mentor comes from „mental“, which means „concerning mind, soul“. The sole role of mentor is to make You think, enrich Your opinons and give You advices or ideas that are a source of inspiration on how to solve the questions You have. Mentor is somebody who is a person mostly much „higher“, in terms of career and experience. This kind of person You can meet only rarely and the meetings dont have to have any „continuity“ in a way that each of them is a separate session and mostly no follow up is checked by the mentor. Simply said, its like asking something Google, You get very interesting, sometimes random, answers that often make You understand things different than before, but Google wont track what You do with the info it gave You :)
When You come for a meeting with a mentor You should have prepaired a set of questions that You would like to know mentors opinion on, but often its the discussion itself that brings new and sometimes even more interesting points.

Basic diffence between coaching and mentoring

Coaching is happening on a regular basis and with each meeting the progress and success should be evaluted. Every coaching should work on a „project“ basis. This means that the coachee sets with the coach a goal and timeframe and the coach helps him/her solve it. 
Mentoring is just a is a couple of meetings with a person who just brings intersting points of view on the questions You are concerned about and makes You think out of the box, or offers You support in form of giving You contacts or possible sources of information.

XI. Conferences and seminars
Are one of the elements of Learning environment, but as they are the most visible part, lets give it a little bit of space :)
XI.I. Creation of local conferences

There are mostly only two local conferences: LTC and LCC. 
LTC – Local Training Conference
The name is rather based on traditions, originally it was a confernce that was training newies on how to do jobraising. Now it is an induction conference, where the newies get deeper information on AIESEC and possibilities for them.

There are two basic usages of LTC: induction of newies and kick-off of all the members of the LC after summer (as September Meeting is only for EBs and MDM) and teambuilding. 

Concerning the newies, there are two approaches: 

a) having the LTC before selection and use LTC as an „example“ of how the AIESEC life, work, education and fun looks like. This approach is possible only if You have a low number of applicants.
b) having the LTC after the selection only for those who have been chosen to be members of AIESEC (also future EPs) as the conference where they are explained in depth what is AIESEC about, do goal setting and some of their first training.

LCC – Local Committee conferences

Have been originally created with the purpose that LCs have a time for common meeting, electing the new EB and MDM, set basics for planning, reassess LC culture and others. The purpose was to have a place where the LC would meet and make decissions strategically important for the LC. 

In case there is a need for a concrete type of education in the LC, it can be part of the agenda, but generally LCC should not be a training conference. 
LTC and LCC should have the agendas based on both LC needs but also agreement within the CY among the MDs, so that the same level of education is ensured.

A few basic advices how to make LTC/LCC can be found in Creation training/conference folder:

07_making training-conference\H how to do local conferences.doc
XI.II. Creation/participation at national conferences

Concerning creation of „official“ national conferences the role of You as LCVP MD is in giving the MCVP MD the inputs into the agenda upon request. Most of the agenda is created based on the objectives of MC that concern the whole country but mostly the feedback or direct inputs for some blocks from You are required.
If You feel lack of trainings at the LC or have a concrete group of people who need training (e.g. MDM), in that case You can organize a special seminar only for this purpose. If You create something that might be interesting for members of whole CY, You promote it and You have Your own national seminar :)

The biggest role of LCMD when it comes to national conferences is in holding the Preparation meetings. The content of Preparation meeting depends on the content of the conference, it should include general stuff, like LC culture at conference, rollcals, party preparation, transportation but also issues connected to the agenda, like motions at legislation assembly, division of LC delegates to different tracks, content of functional meetings, etc.
Not all the parts of the preparation meetins should be prepaired by You, but generally You are responsible for the fact that the meeting happens and that it has agenda that will assure that the expectations of delegates are aligned with the objectives of the conference.
XI.III. Participation at international conferences

Parcipation at international conferences is one of the most amazing things in AIESEC, sometimes because of the amount of education, or number of people You meet, places You see, or all together :)
You as LCMD should support the participation any way possible, try to collect to offers from other countries, promote the opportunities at LC, make people realize that You dont need a great English to be able to go (in fact most people start to speak really good English only after int. conferences), create a Rewarding system that would support them, etc.
You and the EB should go for such a conference without any doubts...

What concerns Your role, it might be a big help for the delegate if You go with him/her through the agenda and help set the objectives of participation. Another thing is that the delegate often come back with lots of knowledge and experiences to share but after return to LC there is so much work and so many things going on that the person doesnt get a chance to share these. It means that the knowledge s/he gain might get lost and You (LCMD) have lost a great chance to promote international conferences.
Here is the list of international conferences that was made public during year 2006/07, due to the fact that the database was uncomplete and came late it was not that usable, hope it gets better, at least in CEE (as we have it „close“ to the CEE chair) :)

XII. Tracking and rewarding
Without tracking You dont know what are the people doing and You can not meassure what have they learned, i.e. what have You done. Looking at the example of finance management where You can not afford to not know where Your money is and how much profit is it generating, at talent management You should always know who are Your members, on which stage of @XP they are and what are they learning. 
XII.I. Personal Information System

Is a name used in Slovakia, eventhough its not really appropriate. Our PIS is just a database of the members of the LC/CY. The most important question is: what kind of data to keep in the database?
This question You should solve on national level, together as a team set the standard so that after Your term is over a complete and simply understandable database of people is left. Your members database a future database of alumni.
An example of such a database can be found here:

08_tracking and rewarding\01 LC (...) membership database (...date of last update...).xls
XII.II. Performance tracking
Everything the member succesfully acomplishes should be tracked. The most simple reasonign is that if You do this, You can always say who deserves a reward and for what. 
The approach in AIESEC should be that every person or team has set goals and its tracked how successfull are they in their reaching. This is the way how You build a working accoutability structure in the LC.

Included also in the memberhip database:

08_tracking and rewarding\01 LC (...) membership database (...date of last update...).xls
XII.III. Development tracking
If a member wants the most ouf of his/her @XP, s/he should have goals of own development, personal or professional. And again, if they/You want to see the change in them and the development they have reached, You should track these goals and their fulfillment. The form is in tracking the changes of competences a person has.
The development is also something which should be tracked and should be also rewarded.

Included also in the memberhip database:

08_tracking and rewarding\01 LC (...) membership database (...date of last update...).xls
XII.IV. Rewarding

The objects of rewarding should be all regularly tracked. In general, the objects of rewarding can be divided based on the cathegories of results of AIESEC:

1. numeric results – number of X, sum of inkind or fundraising, number of people recruited, growth, number of learning activities organized...

2. personal and professional development – what change in competences has the person achieved, how far did s/he get in fulfilling personal development plan, BUT also the development the person brought to others, i.e. how many trainings organized and what was their result in terms of competence development... attended/organized: trainings, reception activities, events, teambuilding activities; using a mentor, virtual spaces or active usage of other Learning environment elements
3. impact on society – if the person is playing an active role in society development, what kind of activities s/he organized for nonAIESEC members. This cathegory can not be clearly defined, in general any activity the member does that has a positive impact out of AIESEC (even those not organized during work for AIESEC).
4. open criterias – these should include other criterias, that You consider important, here can be e.g. LC teambuildings, interns interaction, tidying up the office... All the criterias that are important for You to achieve the change in LC culturel.
Concerning the weight of these possible criterias
Concerning the form of the reward, it is good if it is something which brings a futher development, i.e. free attendance at an inter/national conference, interesting books, external training.
Concerning the connection between local and national rewarding system. You should keep the MCPD updated via filling in the PD reports, HR databases and Local reward system principles, based on these ongoing information the MC is able to create a fitting national reward system.

The form used for national rewarding used in the year 2006/07 can be found here:

08_tracking and rewarding\02_HAC 2006_07 nominations and info.xls
XIII. Intens interaction
When You have a look in the „X flows“ You will notice that there is quite a lot of things which are called „interns servicing“. Having another look, most of them are very much fun and miss quite a lot of unofficial activities that I guess You as international abroad would like to experience.
One thing about it, these things which are „roles“ and „tasks“ for Xers would often be very interesting for people interested in PD area and „fun oriented“. Just look around the LC for people who would love to be in contact with internationals and You have just created a small „team“ of people who will ensure that there is some fun at the LC...

My recommedation is that the „must do`s“ (like arranging a place to sleep, communication with the organisation, measurements, first day in company) are the roles of Xer, but the daily contact and interaction with the intern is something the PD is more interested in.

The complete package with examples of checlist of reception, how buddy can help at this is here:

09_interns reception and learning
The general description of what should be offered to the intern based on principles set in 2001 by AIESEC Slovakia :) and its these:

	AIESEC INVOLVEMENT

	· LC activities 
· Preparation seminars
· AIESEC conference 

· Reception weekends

	CULTURAL UNDERSTANDING

	· Tourist activities (places you want your trainees to know, like towns, castles, museums, historical monuments)

· Cultural events and possibilities.

· Typical Slovak activities 

· Global villages 

	COMMUNITY INVOLVEMENT

	· Opportunities in my city to involve trainees: (charity events, working on NGOs, languages teaching, partnerships, etc)

	PERSONAL AND PROFESSIONAL DEVELOPMENT

	· Trainee expectations fulfilled

· Opportunities in my city to contribute to our trainee’s personal development

	KNOWLEDGE AND INVOLVEMENT IN LOCAL AND WORLD ISSUES

	· Periodic information – update about local and world issues 

· Information about trainee’s home country 


XIV. Talents support

This cathegory includes the parts of PD JD that are aimed to bring additional value to the @XP of the member. 
First of all „Personal Coaching“ and „Mentoring“ belong to this section, but as they have been explained before, we will skip those.

XIV.I. CEED
Simply said, CEED is an internal AIESEC X program. Thats why You should use the same standards for X preparation, realisation and reintegration as with CEED. This doesnt mean that You make OPS obligatory for the CEEDers, but a similar LC-run seminar could be VERY helpful.

The most obvious reason is that the CEEDers mostly have a very weak jobdescription...

CEEDs are a great opportunity to travel and learn and at the same time stay in the „protection“ of AIESEC environment.  

Examples or Booklets for CEEDers are available here:

10_CEED
XIV.II. Internships

LDS and X are the main motivations why people join AIESEC are exactly these two, there is LOTS of internships available short ones and also during the summer. You have the right to go for two internships during Your career, so why not use it?
If we want to reach the goals we have set and satisfy all the raised TN takers, we have to increase the number of people who want to go for internship... and making „pocket recruitment“ is just a temporary solution. The most quality candidates is US.

XV. Knowledge management
We, members of AIESEC learn every day, but we forget every minute... There is lots of interesting documents summing up amazing loads of knowledge that got lost.
As example that is really ridicolous: during the studying of old documents at AI office, dey (PAI 07/08) has found a document called „AIESEC Experience“ created back in 1980s (
There are basically two main parts of knowledge management:

1. transition process – You have had a whole year to learn how to do the job, but still Your successor will have something like three days for that... The transition should be ongoing, You should make sure that there exists a pipeline of people who are interested and educated in Your functional area and of course help to create such a system of transition that will save as much of Your experience for next generations as possible.

2. archivation and fillling system – in one year, I will ask the new PDs (or TMs or whatever the name will be) if they have ever seen this document... All the trainings we make, all the sessions we organize, all the meetings we had, all the HR databases we created... should be filed in a simple and understandable structure. Wiki is one great example for this...
XVI. Challenges I think that PD in Slovakia will face in 07/08

This is my gift for those who got to read the whole document... These are my advices as stated during the session on NPTC 07.

XVI.I. PD vision

Before You start working on systems and tools, decide what will be the change YOU will leave behind You, both as a team and a personality. This goals should be always on Your mind, doesnt matter what happens and what „great amazing tools“ (like Global compentece model) come out. If they dont fit, change them or dont use them.
XVI.II. Recruitment

At making the promotion for next recruit make sure that You clearly include the X opportunity to the promotion. Its value for a persons @XP is the same as LDS position within AIESEC. 
You should also recruit only that many people how many Your LC NEEDS and can COVER, if You dont have enough work for them, dont recruit them... 

Remember that our biggest weakness in the process of Recruitment is the Induction phase...
XVI.III. MDM preparation

MDM is the part of Your LC that (should) enables most of the results Your LC has. You should fully concentrate on them from the beginning (election) till end of their term. Everyone should have the feeling that s/he is learning something every day...
XVI.IV. right person, right job

Each stage of @XP should have its own, clearly set selection process. The most important is to set the Jobdescriptions, because they include the needed competences, i.e. selection criteria. In order to be able to measure his/her development, the performance should be tracked ongoingly...
XVI.V. competence management

Read all the documents, choose what You want and use it... Simply said. The thing is that as stated before just like there is Finance management, we are responsible for Competence management and You can not see the Finance guy changing his budget or Internal audit every time s/he sees a new budget template :)
XVI.VI. personal oriented education

The Personal development planning is still in the phase where people fill it in but dont work with it. If You make a shopping list, You also can not expect that all the goods will „find You“, relying on others who buy them for You is also not the most efficient.... People have to learn to DO IT ON THEIR OWN.
XVI.VII. conferences and seminars

MC 06/07 has made a quite deep change in the national conference circle. The next MC should have a look on how did this change effect the organisation and focus also on Preparation seminars, Local conferences, Reception evenings and others... 
The ppt with the challenges described, used at NPTC 07, is available here:

Z_challenges of MD in 07-08
XVII. Goodbye

I have one thing that I would like to ask You, if You ever read this document, please let me know, one simple email with „I have seen Your CookBook“ will be a great pleasure for me... I have spent a considerable amount of time making it. 

My contacts are (hopefully will be): tomas.klesken@gmail.com and www.klepo.net. And if none of them works, just try to google my name, I hope that I will make my little mark in the world and You will be able to find me. 

Wish You a clear mind and a lot of enthusiasm in changing the people (
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