








































































































































approachable, honest, intelligent, yet approachable, someone with a promise of 
ing innovative, articulate, dynamic , warm responsive, intelligent, someone who knew 

something about administration who could deal with perple well, with 
strong leadership style, who possess a sensitivity to others, someone 
wo would answer questions directly, express ideas clearly, who had 
teaching experience on all levels and with "no hang ups about them­
selves." 

4. How did you feel about be:i,trg selected to se.I"V'e on this committee? 

Some .felt it was a privilege and an honor and really enjoyed working 
with the members of the committee. Many stated that it was. a good 
a good experience. Others felt it was time consuming, a part of his 
job, chore, obligation, enjoyed but it takes tillle and the work is 
still there for administrators. One comented that he was frustrated 
as he sees other never serving in this capacity. 

5. How did you personally feel about the candidate selected? 

The answers were fine, great, £elt very good about ~im, one of my 
two top choices, think lots of things have to be considered but given 
all things, he was the one . Several other stated he was not the 
first choice, but I think he will probably do the best job and in 
the long run he will achieve much the same ends. 

6. that role did the principles of Affirmative Action play in the 
screening cormnittee's deliberations? 

Many felt it was definitely a factor. Another member thought that 
there was a need for clarifications and GR definitely brought them back 
on target. Others felt there was an awareness 0£ need and believed 
that the committee was extremely cognizant of watching the guidelines 
of Affirmative Action. Several voiced disappointment that more women 
had not applied. Others felt that it had no real bearing and pointed 
out that those 'Who could have used it didn t need to for the decision 
was based on the merits of the individual. 

7, Do you think there will additional problems for the new director 
because of his minority status? 

Several felt that he would not have any additional problems and partic­
ularly in this t2giwax section. Several thought there might be because 
''there are bigoted teachers as well as pipefitters11

, one remarked. Others 
felt that he could deal with it in a positive way. Another felt that 
there would be nothing overt and in the pr~blem in~elligence ·mll over­
power some of the situati cns. 

8. How do you feel about th~ eff'ectiv,--r'c.SS of this particular group com­
pared to other work groups? 

All o.f the members felt that the committee wa~ excellent in many ~·rays. 
One described them as task orientated. Another was impressed with how 
well they did work together. · They admitted that there was no holding 
back feelings ar having reservations. ~ Several mentioned that it 
was a mistake to have someone from the superintendent's staff as they 
miss so much and are either late or have to leave early. Another said 
that on a scale of 1 - 10, he would rate them as 7 or 8 compared with 
other groups - w~th a few better and many worse. 
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9. 1-mat do you consider the high point in the decisions accomplished 
by the screening committee as you perceived tham? 

Many thought that ther.:narrowing o:f the field o:f candidates or the 
initial screening was the most important step. Several others felt 
that the interviews themselves were the critical high spots. One 
member felt that the marathon session was" sloppy and weak". Another 
participant on the committee was excited·about the unaminity of 
agreement which surfaced at the last session. 

10. About the process --how satisfied were you with the way the initial 
candidates were screened? 

All wer-e in agreement that this was a great help and time was a 
£'actor. 

11. Were the finalists ones you probably-selected originally? 

Most of the members ~ indicated that they were pretty 
much their choices. One or two members had some others that the 
committee did not select. 

l2. Were you satisfied with the interviewing process? 

There were a variety of responses from this question. such remarks 
as "Asking every candidate(·the same questions takes away the sponta'l'lei ty 
of the session and yet to be consistant each candidate should be asked 
the same questions " 11 Sometimes I feel I don't want to ask questions'' 
were responses received from the members. Another felt: tlllat it was 
not important that every candidate be asked the same questions. Anoth.er 
thought that the 11what if" questions may have been hard to respond to. 
One member wondered if the co~.mittee was too la~e. Another pointed. 
out that the in-district candidates who were interviewed first and 
therefore at a disadvantage as you tend to forget the early ones. 

13. ~hat would you change if' you had to do it over again? 

Most 0£ the respondents f'elt that the procedure was basically good. 
Several mentioned that the time element was a factor and they felt 
rushed. Another suggested that ~ne committee decide·on the top 
25 candidates and then request additional information relative to 
the job description. Another felt that the candidates should be in 
the area for at least tw~ days for the members to get to know them. 
One member suggested that the chair could ask four or five questions 
and had more standardized questions. 

14. Do you have any other comments or suggestions? 

One person stated that he felt that applicants rmo applied and had 
been interviewed should receive a letter telling why they were rejected. 
Several s~ggested that more women applicants be incouraged to apply 
another time. One member was dissatisfied with the table arrangement 
for she felt that it tends to block off people. She inststed that 
applicants need to feel comfortable. 
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Conclusions 

For the most part both the participants from the Screening Committee 

and the £inal candidates who were interviewed were enthusiastic about the proces8 

used for the selection £or the position of director and indicated that it would 

be a workable tool to use in decision :making when searching for the right person 

for a specific job. This model could be expanded or contracted to fit the 

situation and depending upon the degree the committee felt was necessary for 

a given assignment. 

The mandate concerning Ai'firmative Action dictates that no d±scrimination 

shall take place in relation to sex as well as to color. The scarcity of qualified 

female applicants may be due to the limitations of the recruitment program or to 

the fact that-~men have not had the opportunity to have the experience necessary 

to compete with men for a position of such great importance. 

The findings of this study might be of va1ue in assisting young college 

,-romen in cal'ea~ planning long before their graduate from college. High schools 

and middle schools could plan special programs to talk about women in ·administration. 

Il examples of women who are involved could assist in these programs, young ~omen 

could see outstanding women perfonning effectively and could use them as role models. 



Reconnnendations 9 

Based on the data from this study, the review of the literature and the 

intervlewa with the members of the screening committee and the final candidates, 

the following recommendations are felt to be appropriate and are suggested:;, 

1. Actively encourage and seriously recruit more women for available 
administrative vacancies. 

2. Suggest that the applicants come the day before their interview 
so that they have an opportunity to get well acquainted prior to 
the interview. It is essential that they know the situation well 
enough·:·,to be able to be at ease when questioned by the committee. 

3. Design an application form especially focused for the level of 
administration. ·The kind of application in cuITent use is more 
applicaple for the teachers and other information should be given. 

4. .Arrange the schedule so that the applicant has his interview with 
the .superintent after he has med with the connnittee. 

5. Make a special effort to see that the in-district candidates are 
treated in the same manner as those from out-of-town. 

6. Schedule events for the:'.applica.nts so they are ta'ken around by 
individuals 'Who are not involved 'With the committee. A committee 
member has enough to do without having the responsibility for 
seeing that they have a good chance to evaluate the system. This 
would include arrangements for meals to include other individuals 

7. issa~ixatrawgx~&~~ as informal occasions give opportunities 
to view candidates in another light • 

. 7. As was suggested by several of the candidates, a follow-up letter 
giv.i..ng some detailed information as to how he perfonned and measured­
up might be worthwhile in future interviews. 

for 
8. An interest was expressed ix a revision of the rating scale 'Which 

was used for this selection. 

9. Another time it might be worthwhile to obtain additional written 
assessments for the final candidates prior to their inter.views. 
Some of the candidate's vitae had material. which was not current. 

10. ~hen a position of high level is vacant, a brochure should be develop~d 
explaining the position and then the brochure should be widely • 
circulated. The-school system shoul d advertise in professional 
journals in an effort to attract candidates across the country. 

11. It might be advisable to have some of the committee members visit 
the comnunities where the finalists live. Tnis would give insight 
which would give another dimension to information which the committee 
has on the candidate. 
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POSITION VACANCY ANNOUNCEMENT 

REGIONAL DIRECTOR 

The Eugene School District is accepting applications for the 
position of Regional Director. 

For supervision and administration of all educational programs, 
the district has been divided into four geographical regions. As­
signed to each of these regions is a Regional Director who provides 
administrative and educational leadership . 

The Eugene School District has an enrollment of approximately 
21,000 students attending four high schools, eight junior high schools, 
31 elementary schools, and a number of alternative school programs. 
Each region is made up of one of the high schools, two junior high 
schools, and seven or eight elementary schools. A Regional Director 
has the overall administrative responsibility for the schools in the 
region and reports directly to the Superintendent. The attached 
position description outlines the minimum qualifications and the major 
duties and res ponsibilities. 

Application fo~ are available from the office of the district's 
' Director of Personnel. Completed applications, a personal resume, and 

references are to be returned to the district personnel office by 
January 31, 1977. 

Timelines: 

Jan. 31 
Feb. 1 - 28 

March 1 - 18 
Mar 28 - Apr· 8 
April 13 

April 15 
April 18 

Closing date for applications 
Applications complete, Personnel accomplishes 
initial screening. 
Screening committee selects candidates for interview 
Committee conducts interviews- •. 
Committee recormnends finalists (3 or 4) to Superin­
tendent 
Superintendent makes selection. Candidates notified. 
Superintendent makes recommendation to Board 



Position Description 

REGIONAL DIRECTOR 

The Regional Director is one of the key administrative positions in 
the operation of the schools of the district. 

For administrative and operational convenience, the district is subdi­
vided into four regions, each defined by a high school attendance area. 
Each region is assigned a Regional Director who, working with building 
principals and others, is responsible for the day-to-day operation of the 
schools in the region and is charged with providing educational leadership 
for them. The Regional Director reports directly to the Superintendent. 

I. QUALIFICATIONS 

The minimum educational requirement for this position is a master's 
degree. The person must be able to qualify for an Administrative 
Credential or an acceptable equivalent. 

In addition to teaching experience, an administrative background is. 
also required. This should include program management and super­
vision of personnel. It is important-that the person holding this 
position have a background that has provided opportunities to exer­
cise educational leadership in a wide range of curriculUDl and 
instructional areas. 

Of equal importance to this 
and well with other people. 
skilled in direct and c·lear 
person must be able to deal 
make difficult decisions. 

experience is the ability to work closely 
The person holding this position must be 

written and spoken communication. This 
crea~ively with ideas and be willing to 

II. MAJOR DUTIES AND RESPONSIBILITIES 

Accept the leadership responsibilities and the authority delegated 
to the position by the Superintendent and function as an integral 
part of the Superintendent's management team. 

Be responsible for the general operation of the schools in the 
region assigned, establishing priorities and distributing resources 
as necessary. 

Be responsible for curriculum development, budget making and the 
establishment of budget priorities, staff development, and com­
munity relations in the region. 
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Establish communications between each school and serve as a key link 
between the schools and the various other divisions and departments 
in the district. 

Establish regular contact with parents and students to seek their 
advice and opinions. 

Participate in district-wide curriculum development, evaluation, 
staff development, and other district-wide activities. 

Work with schools in the region to plan, imple~ent, and evalua te 
programs and allocate resources to meet district goals and 
objectives. 

Supervise and direct the Curriculum Specialist assigned to the 
region. 

Be- responsible for the evaluation of staff members as defined by 
district policies and procedures. 

Perform other duties as assigned by the Superintendent. 

JII. WORK YEAR AND BENEFITS 

This is a twelve-month position with 22 days paid vacation. Fringe 
benefits include a long-term disability program, health and dental 
insurance plans for the employee and his or her family, and a tax 
sheltered annuity program. Employees of the district come under a 
dual retirement program which combines Federal Social Security and 
the State of Oregon retirement system for public employees. 

IV. SALARY RANGE 

This position is at administrative range A on the salary schedule . 
The annual salary at this range is from $27,860 to $29.,623. 
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UNIVERSITY Of OREGON .d 
. I 

- CEPM · •• 
General Ioformation 
Director's Office 
Insauc:tion Division 
Eruc 

(503) 686-.5076 
6S6-511J 
686-.5171 
68tr5043 

Tom Payzant> Superintendent 
Eugene School District 4J 
200 North Monroe St. 
Eugene, OR 97402 

Dear Dr. Payzant: 

CENTER P'Oll EDUCATIONAL 

POLICY AND MANAGEMENT 

CollegeofEdocarloo 

1472 Kinc:nd 
Eugene. Oregon 97~1 

November 5, 1976 

The Sex Equity in Educational Leadership project funded by the Office of 
Education involves a research component investigating the recruitment, 
screening and selection of a high level administrative po~ition. We wouid 
1:1.ke to use the selection process for the position of Regional Director in 
Distr.ict 4J as our research site. 

We would hope that Elizabeth :Soyington, our research :representative, be 
given permission to engage in the following activities: 

1. Be an ex-officio member of the scree~ing committee. 

2. Be an observer to document the selection of the screening committee. 

3. Be an observer to document all formal meetings of the screening/recom­
mending committee and other related events and to have access to their 
minutes.' 

4. Have access to reading tha resumes of ~he applicants. 

5. Have access to relevant individuals in the school district for 
interviews aoout the selection process. 

6. Have access to interviewing individual applicants upon prior approval 
of the Chair of the Screening Committee and/or Affirmative Action 
officer. 

To safeguard the privacy of the individual applicants and to assure noninter~ 
ference in school district decision ~aking regarding the position of :Regional 
Director~ Elizabetn Boyington will: 

1. Inform the Screening Committee Chair and/or Affirmative Act:i_on officer 
about individuals to be interviewed. 

2. Understand our researcn efforts are ;econdary to the district's hiring 
procedures; therefore, she will interview individuals, read resumes 
and conduct any other bus.iness so as not to interfere with the hiring 
procedure. 

An Equ:tl Opportunity/ Affirmative Ae1ion Employer 
- -- - • • -- •- - - - -•-·- - --- •--"\- •-• ----'"'- --•r-• - . -· - ---·•- • 
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Fur.thermore to safeguard the privacy of individuals and the school dist:rict 
we will submit our f inal report for approval prior to publication. 

Plans for this project have already been approved by the University of Oregon 
Committee for the Protection of Human Subjects. (A copy can be made av,ailable 
upon request). • 

The plans for this project have also been discussed with George Russell ., 
Affirmative Action officer and he support s our research plan. 

The criteria established by your Screening Committee could serve to inform 
other districts in determining expertise necessary and essential in the 
selection of new personnel. Such considerations as the following might be of 
significant value: 

1. Criteria used which is essential in determining necessary 
expertise for the vacant positions. 

2. How a framework for decisions provide the selection of a 
candidate to meet the job criteria. 

3. To understand how the selection/reco1!lDlendation committee 
deals with the mandate concerning A£fiUMtive Action. 

The observations made and "the final written product should have signific~ant 
value to administrations to use as guidelines in making future decisions 
relative to filling positions especially at this level. 

Our representative, Elizabeth Boyington, has been ·a teacher for a numbe1: of 
years, having taught in schools both in Idaho and more recently in Wash:i.ngton. 
She understands the language of the academic community and feels comfortable 
with teachers, administrators . and with the school board personnel. She has 
served on several S';!lection committees and is acquainted.with the procedlures 
involved with this process. Her vita is en~losed. 

Patricia A. Schmuck 
Jean Stockard 
Sex Equity in Educatio,na1 
Leadership Project 

University of Oregon 



UNIVERSITY OF OREGON 

CEPM 
Gener.tllnforrnarion 
Director's Office 
Instruction Division 
ERIC 

(503) 686-5076 
686-5173 
686-S171 
686-S0·B 

December 2, 1976 

C£NT£ll FOR EDUCA.TlONAL 

POr.tCY AND MAN'AG&MENT 

CollegeofEducarlon 
1472 Kincaid 

Eugene, O~gon 97401 

Charles Stephens indicated conceJ.'"t!S e..·ql'J:essed by ?Dembers of the Research 
Jr!!View Committee regarding the ,documentation process of the Regional Director 
tH~J.ection. In this letter we have described the research rationale and tried 
to addrass the concerns COillI!ltm.icated by Charles . 

R~s~arch Rationale 

'£he decision to select a particular ind::.vidual for a high ranking admini­
strntive position is perhaps one of the most crucial decisions made by school 
cis.tricts. Yet, educational researchers and practitioners have been slow to 
scu~y or descri!>e the formal and informal proce.dures of recruitment, screening 
i!nd s-election of individuals for administration. There are only a few studies 
a,~ilable; most of these are after-the-fact analyses or prescriptions fbr 
sel~ction which are not based en any research. TI1e study and description of 
the sel~ction of the Regional Director for District 4J will provide a contri­
but.ton to the literature in educat:ional administration. 

Th& Obsarver·Role 

Concern was expres~ed that Elizabeth Boyington, as an ex-officio me.:mber 
of the screening committee, may participate. in the deliberations of the 
sc-r.-:-:~!liu~ COJ.Jiui.L ti:ee sc as to i~ .. .EluencE. t~e •.ii1··::ctiur: of th2 c~=i~tc~ c::­
ad•,ocate a person for the position. Ms. Boyington will _2E.ft be ·an observer 
dncing all screening committee deliberations; she will not participate in 
rii~cussicns or have any say in decisions. It is important _for the research 
pr•J~ess as well as the selection process that her role is as a non-participating 
r:·,,::mbclr. 

_i\policant Concern 

There was some concern about whether Ms. Boyington's presence may create 
Ge-me difficulties for applicants. 1-f.s. 'Boyington will not make any contact 
with individuals who apply for the position until after the selection has been 
rua\1~ . She. will have access to the written applications but will solicit inter­
v.iet-1s only after the selection is completed. 

Individuals contacted will be given the opportunity to consent or refusa 
to grant an interview. All individuo.1s who are interviewed will sign an 
Inf.armed Consent form. 

An Equal Opportunity/ Affirmative Action Employer 



Public Information 

'Whether there should be public information about the documentation of 
the regional director position was raised by Charles. 

Our research efforts .till not be affected by public information that 
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YiB. Boyington will be an observer of the selection process. We will be pleased 
to ·offer written or public statements about the purpose of this research if 
District 4J deems it advisable. 

We will be pleased to address any concerns of the Research Review Committee. 
We do not view the study of the selection process as interfering with. the 
deliberations and decisions of the screening committee. We are willing to 
discuss the purposes of our research at any time and as indicated in our 
previous report, will fulfill our obligations to p~otect the rights and privacy 
of individuals, committees and District 4J. 

Pat~icia A. Schmuck 
Assis.taut Professor -
Center for Educational Policy 
and Managetn~nt 

Jean Stockard 
Assistant Professor 
Sociology Departl!t2n: 



I. Introductions 

SHELDON DIRECTOR COMMITTEE 

Proposed Agenda for Wednesday, February 16, 1977 

4:00 p.m. 

II. Charge to Committee - Dr. Payzant 

III. Introduction of Mrs. Boyington·- role? 

IV. Establish meeting times 

V. Establish process for screening and interviewing of in-district applicants. 
Suggested: 

1. Between now and next meeting review all in-district applications. 
2. Use "Screening Criteria" form. 
3. At next meeting determine which of· in-district applicants will be 

interviewed. 

Establish process for screening and interviewing of out-of-district applicants. 
Suggested: 

1. Preliminary screening be accomplished t hrough Personnel Office (i.e.> 
down to approximately 50 applicants - presently 150 applications). 

2. Use "Screening Criteria" form in paper screening. 
3. Committee would do secondary screening of applications and determine 

those to be interviewed. 
4. Committee would ·interview out--of-district candidates. 

VII. Other. 
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A~L~DuaLiv~ sccion cne ven1c1e 

Memorandum from ~ugene Public Schools 
Eugene, Oregon 

,.. r,EORGE H. RUSSELL 
Rersonnel Asst. for Affirmative Action 

3-29-77 
'I 

Re: Interview Schedule for Sheldon Regional Director 

The schedule for interviews will be as follows: 

Thursday, April 7 (Interviews will be held in TV Room) 

2:30 - 3:30 
3:30 
4:30 
5:30 

Monday, April 11 

2:00 - 3:00 
3:00 
4:00 
5:00 

Procedure Discussion 
1st interview - Mike Brott 
2nd interview·- Tom Roberts 
3rd interview - Lewis Clark 

(Interviews will be held in Board Conference Room) 

Procedure Discussion 
1st interview - Will Mccarther :.S,.. 
2nd interview I. J. Zuckerman 
3rd interview Joan Beerling . 

Wednesday, April 13 (Interviews will be held in Board Conference Room) 

2:00 - 3:00 
3:00 
4:00 
5:00 

Procedure Discussion 
1st interview - Robert Newell 
2nd interview - T. Darrell Drummond 
3rd interview - Betty Poplack 

Each committee member should bring a short list of questions they would like to 
ask the candidate. We will, prior to intervewing, formulate a list of general 
questions to be asked of each candidate. Also an interview. rating s·cale will be 
available for your use. 

If you have questions, please give me a call. 



Eugene J:'ub.l1C ::;cnoo.Ls, ::>cnoo.L v1str1ct 4, 1.ane \.uuuL_y, v ... "'o..., .. 

INTERVIEW REPORT - ADMINISTRATIVE 

Ci DATE'---------------­

}OSITION ----------------
INTERVIEWER ____________ _ 

ADMINISTRATIVE SKILLS 

Leadership 
Organization 
Planning 
Analytical 
Supervision 
Implementing 
Human Relations 
Flexibility 
Objectivity 
Judgment 

COMMUNICATION SKILLS 

Verbal 
Written 
1 to 1 

roup 
_.coss-Cultural 
Male-Female 

PERSONAL QUALIFICATIONS 

Intelligence 
Sense of Humor 
Tact -
Assertiveness 
Honesty 
Enthusiasm 
Self-Awareness 

COMMENTS: 

(1-5 pts for each) 

(1-3 pts for each) 

(1-3 pts for each) 

TOTAL POINTS · ______ _ 
(100 possible) 

------ Total (50 possible) 

Comments: 

------ Total (18 possible) 

Comments: 

------ Total (21 possible) 

Comments: 

------ Total (1-11 possible) 
(Deal with response to questions and other observations 
• here) 

GHR:sg 
3/3/77 ____ (l!se reverse __ side if necessary) . 
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UNIVERSITY OF OREGON 

":EPM 

Cf!NTEll. FOil EDUCA.TlO!'iAL 

POLICY A.ND MANAGEMENT 

College of Edocacion 
1472 Kincaid 

Eugene, Oregon 97401 

General Iciormation 
9i.rector's Office 
!nstrUctioa Dh-ision 
ERIC 

(503) 686--S076 
686--5li3 
6S6-5171 
686--50-,3 

:>n ~qua.I 0pportt:ni1y/ 
.iffirmative aclion cmploytr 
June l> 1977 

I cJI;:t writing to you because you were one of the finalists for the position 
of Regional Director in the Eugene Public Schools. Perhaps you will recall 
I wa.s i~;troduced by George Russell at the coilllllittee interview. 

As part of a research study on the screeni11g and selection of school admin­
istrators I have documented all the procedures and practices. of this committee. 
As a follow-up to the final decision, I would like to know about your 
r~a.ctions to the screening and selection-process. Rather than asking you to 
co~~lete a questionnaire> I would like to talk with you and hear your ideas. 

I will attempt to reach you at your office or your home during the veek of 
..Tune 6-10. If this is not convenient for you. you may call me collect at 
(50j) 342-7960 any time. 

The following questions indicate the areas I am interested in hea4iug your 
ideas about: 

1. Did you feel that you had ample info~ation about Eugene District 
4J prior to the interview? 

2. Hew did you feel about the screening committee interview? In 
pz.rticular, time allotted, questions asked, structure vf ~ ... te.:view? 

3. Did you have an opportunity to communicate everything you wanted to? 
4. As you understood this screening process> did you think it was a . 

fair one? Why or why not? 
5. What suggestions do you have in helping future screening committees? 
6. What was the best thing about your application process with Eugene? 
7. What was the worst thing about your application process with Eugene? 
8. Do you have any other corunents about the screening process? 

Your cooperation will be appreciated. If you are interested in receiving 
a final copy of the report, I will be pleased to send it to you. I look 
forward to talking with you. 

Sincerely, 

Elizabeth Boyington 
Research Documentor 



A letter will go out before phone call. 

For Candidates: 
For out of town: 

1. Did you feel that you had ample information about Eugene District 4J 
prior to the interview? 

2. How did you feel about the screenin~ committee interview? 

In particular, (a) time allotted, (b) questions asked, (c) structure of 
interview? 

3. Did you have an opportunity to communicate· everything you wanted to? 

4. As you understood this screening process, did you think it was a fair 
one? Why or why not? 

5. What suggestions do you have in helping.future screening committees? 

6. What was the best thing about your application process with Eugene? 

7. What was the worst thing about your application proGess with Eugene? 

8. Do you have any othe:: comments about the screening process? 



£or Committee members 

At the beginning of the conversation include: 

1. All answers will be anonymous. 

2. Same questions are being asked of all committee members. 

3. They will have an opportunity to see the report in pre..,;,final stages. 

4. Say there are 14 questions. Should take 20-30 minutes. 

Interview Questions for Screening Committee Members: 

A. Some Questions About You 

1. Why do you think· you were selected for the selection committee 

for the Regional Director? 

- 2. What :5pecial skills do you think you brought to this committee? 

3. What special qualities were you looking for in the individual 

to fill this position? 

4 . . How did you feel about being selected to serve? 

B. Some Que~tions About the Final Selection 

5. How did you personally feel al;>out the candidate selected'? 

6. What role did principles of affirmative action play in the 

screening coIIlllll.ttee 1s deliberations'? 

7. Do you think there will be additional proble!llS for the candidate 

because of his minority group status? 
, 

C. Some Questions About the Committee and Its Processes 

8. How did you feel about the effecti.veness 0£ this particular 

group compared to other work groups? 

9. Would you outli ne the major steps -or decisions accomplishe d by 

the screening committee? 



' . ··- ... 

-2-

10. About the process--how satisfied were you with the way initial 

candidates were screened? 

11. Were the finalists ones rou· probably originally picked? 

12. Were you satisfied with the interviewing process? 

13. What would you change if you had to do it over? 

14. Any other comments? 



POSITION ----------------------
NAME ________________ _ 

' . AFFIRMATIVE ACTION PROGRAM -- APPLICANT QUESTIONNAIRE 
J 

EugeP-e Public School District 4J endorses the concept of equal employment opportunity. 
Ti feet a condition of equal opportunity in employment the District has instituted an 
A~---rnative Action program. The thrust of this program is to assure fair treatment of all 
applicants and employees without regard to sex, ethnic background, age, handicap, or other 
factors not job related. 

As part of the Affirmative Action Program it is necessary to maintain certain records 
and obtain certain statistical data to determine if and where individuals are discriminated 
against. The information requested below is optional; and if provided will be used only 
for monitoring our affirmative action program and not in determining your qualifications for 
the job. This information is confidential and will not be seen by supervisors or other 
di.strict employees. 

Over 45 1. What is your age group? Under 22; --- 22-30; --- ___ 31-44; ---
2. What is your sex? Male --- Female ---
3. To which of the following racial or ethnic groups do you belong? 

White Black Asian Hispan:ic (Spanish-American) American Indian 

Other (P~ease specify) 

4. Did you finish high school? Yes No 

5. Are you the sole or primary source of support for your family? Yes No 

6 .. Yes No re you now employed? --- --- How long? -------------
7. Are you receiving public assistance or welfare? 

8. Do you have any physical or emotional disability? 

what it is: 

Yes ---
Yes ---

No ---
No Please indicate ---

----------------------------------------r--
Would it interfere with the work for which you are applying? ___ Yes No ---

9. Have you ever been convicted of a criminal offense? ___ Yes No ---
If so, what offense? __________________________________ _ 

10. Are you a veteran? Yes --- No --- Date and type of discharge? 

11. Please describe any factors which you feel have prevented you from finding employment. 

Signature 

REV: 4/76 




