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| What Organizations Present | What Candidates Actually Assess
- Polished websites and marketing - 24-hour response times @ Sy
- Refined discovery conversations | - Honest mobilizer vulnerability {7,
- Curated vision statements | | %il’z - Active field-worker reviews i

- Leadership succession planning g
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" “Mobilization flows out of organizational health. And it stops at the door of your agency’s dysfunction.
- — Mobilization leader, major sending organization.”

| | Takeaway: Excellent mobilization techniques cannot overcome the perception of an outdated or dysfunctional organization.
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FOUR PATHWAYS DICTATE CANDIDATE CONVERSION

FIRST CONTACT
(Experience)

Every touchpoint, follow-up, and e
response time unconsciously signals

organizational competence.

UNCONTROLLED VISIBILITY

(Pre-Contact)

Peer reviews and social flow
completely bypass the
organization's PR.

S

FIELD REALITY
(Environment)

Candidates join specific field

cultures, not just home offices. Health
determines survival and success.

MOBILIZER AUTHENTICITY

(Honesty)

Dysfunctional structures force
dishonest recruiting. Healthy
structures free mobilizers to
be transparent.

. Takeaway: Health is not an abstract feeling; it is a measurable mechanism operating long
. before a candidate applies and long after they deploy.
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THE PRIORITIZATION BLUEPRINT FOR INTERVENTION
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Quick Wins VEL TR E IR iEREH (| Long-Term Cultural Shifts
< 6 Months | 6-18 Months Multi-Year
Technology Systems -— Member Care Leadership Succession
(CRM integration) restructuring planning
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- Automated response
tracking

Communication
Standards & SLAs
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— Decision-Making Agility
protocols ®

-— Formalized transparency

practices

Theological Clarity
alignment

Diversity & Intercultural .

Competence

All

/ Takeaway: Not all dysfunction is equally tractable. Organizations must distinguish structural
Investments from multi-year cultural shifts to build a realistic roadmap.
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