











































































































































































































ing inuovative,

approachable, honest, intelligent. yet approachable, someone with a promise of
articulate, dynamic, warm respounsive, intelligent, someone who knew

something about adminisiration who could deal with perple well, with

strong leadership style, who possess a sensitivity to others, someone

who would amnswer questions directly, express ideas clearly, who had

teaching experience on all levels and with "no hang ups zbout them-

selves."

How did you feel about being seledted to serve on this cormittee?

Some felt it was a privilege and an honor aud 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, snjoyed but it takes time and the work is
still there for administrators. One cormented that he was frustrated
as he sees other never serving in this capacity.

How did you personally feel zbout the candidate seleeted?

The angwers were fine, greai, felt very good about him, one of my

two top choices, think lots of things have to be cousidered 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.

¥hat role did the principles of Affirmative Action play in the
screening committee’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
oa target. Others felt there was an awareness of need aud 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 dida t need to for the decision
was based on the merits of the individual.

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

Several felt that he would not have any additional problems and partic-
ularly in this xzgimmr section. Several thought there might be because
"there are bigoted teachers as well as pipefitters", one remarked. Others
felt that he could deal with it in 2 positive way. Another felt thet
there would be nothing overt and in the problem intelligence will over-
power scme of the situaticus.

How do you feel about ths effectivaress of this particular group com-
pared to other work groups? i

A1l of the members felt that the committee wag excelleut in many ways.
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. E&mexm Several mentioned that it
was a mistake to have someone from the supéerintendent's staff as they

miss so much and are either late or have tc leave early. Another said
that on a scale of 1 - 10, he would rate them as 7 or 8 compared with

other groups - with a few better aud many worse.
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That do you consider the high point in the decisions accomplished
by the screening committee as you perceived them?

Many thought that thecnarrowing of the field of candidates or the
initial sereening 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 commitiee was excited about the unaminity of
agreement which surfaced at the last gession.

About the procesg --how satisgfied were you with the way the initial
candidates were screened?

A1l were in agreement that this was a great help and time was a
factor.

Were the finalists ones you probably selected originally?

Most of the members X=tiockat indicated that they'were pretty
much their cholces. One or two members had some others that the

cormittee did not select.

Were you satisfled with the interviewing process?

There were a variely of responses from this question. Such remarks

83 "Asking every candidatedthe same questions takes away the spontaneity
of the session and yet to be consistant each candidate shovld be asked
the same questiong " "Sometimes I feel I don't want to ask questions”
were respouses received from the members. Another felt &hat it was

not important that every candidate be asked the same questions. Another
thought that the "what 1f" questions may have been hard to respond to.
One member wondered if the commitiee was too large. Another pointed
out that the in-district candidates who were interviewsd first and
therefore at a disadvantage as you tend to forget the early oues.

That would you change if you had to do it over again?

Most of the respondents felt that the procedure was basiecally good.
Several meuntiouned that the time element was a factor and they felt
rushed. Another suggested that The committee decide on the top

25 candidates and then request additionzl information relative to
the job description. Another felt that the candidates should be in
the area for at least two 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.

Do you have any other comments or suggestions?

One person stated that he felt that applicants who applied and had

been interviewsd should receive a letter telling why they were rejected.
Syveral suggested 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. &he insisted that
applicants need to feel comfortable.



Conclusions

For the most part both the participants from the Screening Commitiee
and the final candidateg who were interviewed were enthusiastic about the process
used for the selection for 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 eould be expanded or contracted to £it the
sitnation and depending upon the degree the commitiee felt was necegsary for
a given assignmént.

The mandate concerning Affirmative Action dictates thaﬁ no discrimination
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 -women have mot had the opportunity to have the experience necessary
o compete with men for a position of such great importance. -

The findings of this study might be of value ir assisting young college
women in career plaaning long before their graduate from college. High schools
and middle schools could plan special programs te talk about women in administratiaon.
If examples of women who are involved could aséist in these programs, young wWomen

could see outstanding women performing effectively aund could use them as role models.
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Recommendations ; 9

Based nn ithe data from this study, the review of the literature and the
interviews 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 aund 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
enoughto 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 current use is more
applicaple for the teackers and other information should be given.

i. Arrange the schedule so that the applicant has his interview with
the .superéntent after he has med with the committee.

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

6. BSchedule events for the'.applicants so they are taken around by
individuals who are not involved with the committee. A committee
member has enough to do without having the regponsibility for
seeing that they have a good chance to evaluate the system. This
would include arrangements for meals io include other individuals
B oremnreErcisx s a5 informal occasions give opportunities
to view candidates in another light.

. 7. As was suggested by several of the candidates, a follow-up letter
giving some detailed information as %o how he performed and measured-
up might be worthwhile in future interviews.

: for
8. An interest was expressed ¥z 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 interviews.
Some of the candidate's vitae had materizl which was not current.

10. Vthen a position of high level is vacant, 2 brochure showld be developed
explaining the position and then the brochure should be widely '
circulated. The-school system should advertise in professicnal
journalg in an effort to attract candidates across the comtry.

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

REGIOMNAL DIRECTOR

The Fugene 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 jumior 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 responsibilities.

Application forms are available from the office of the district's
Director of Persomnel. Completed applications, a personal resumé, and
references are to be returned to the district persommel office by
January 31, 1977.

Timelines:

Jan. 31 Closing date for applications
Feb, 1 - 28 Applications complete, Personnel accomplishes
initial screening
March 1 - 18 Screening committee selects candidates for interview
Mar 28 - Apr-8 Committee conducéts interviews -
April 13 Committee recommends finalists (3 or 4) to Superin-
tendent
April 15 Superintendent makes selection. Candidates notified.
April 18 Superintendent makes recommendation to Board
Address correspondence and inquiries to: ¢%
. !-
Mr. William 1. Williams %, Do
Director of.Personnel Jﬁ»q%? %% Q@g
Eugene Public Schools ., “3 vV L
G o % ey Y
200 North Monroe > 2 o, 0
¢q” . ,& zfo/- c’l"{ {;’
Eugene, OR 97402 éa¢ Qgé’o’,./q? .00/.1 4.
(503) 687-3247 Y Y Y O o
Y Or 5, 2 <4
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o e ay Ty,
éﬁhnﬁﬁ-
-fe,’ 3



Position Description
REGIONAL DIRECTOR

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

For administrative and operational comnvenience, 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 curriculum and
instructional areas.

0f equal importance to this experience is the ability to work closely
and well with other people. The person holding this position must be
skilled in direct and clear written and spoken communication. This
person must be able to deal creatively with ideas and be willing to
make difficult decisions.

IT. 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 feSponsible 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, implement, and evaluate
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.

WORK YEAR AND BENEFITS

This is a twelve-month position with 22 days paid wvacation. 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.

' SALARY RANGE

This position is at administrative rﬁnge A on the salary schedule.
The annual salary at this range is from $27,860 to $29,623.



-CEPM -
General Informadon  (503) 636-5076
D.EICC'I:OI‘S Oﬂ'fcc 686-51?3 CENTER FOR EDUCATIONAL
Inscmction Division 686~5171 MSEER AN A AN
ERIC 686-5043 College of Education

1472 Kincaid
Eugene, Cregon 97401

November 5, 1976
L1
Tom Payzant, Superintendent
Eugene School District 4J
200 North Monrce St.
Eugene, OR $7402

Dear Dr. Payzant:

The Sex Equity In Educational Leadership project funded by the Office of
Education involves a research component investigating the recruitment,
screening and selection of a2 high level administrative position. We would
like to use the selection process for the position of Regional Director in
District 4J as our research site.

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

l. Be an ex-officio member of the screening 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 the resumes of the applicants.

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

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

To safeguard the priwvacy of the indiyidual applicants and to assure noninter-—
ference in school district decision making regarding the position of Regional
Director, Elizabeth Boyington will:

1. Inform the Screening Committee Chair and/ox Affirmative Action officer
about Individuals to be interviewed.

2. Understand our research efforts are secoudary to the district's hiring
procedures; therefore, she will interview individuals, read resumes
and conduct any other business so as not to interfere with the hiring
procedura. )

An Equal Opportunity/Affirmative Action Employer
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Dr. Payzant — Page 2

Furthermore to safeguard the privacy of individuals and the school distriet
we will submit our final 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 available
upon request).

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

The criteria established by your Screening Committee could serve to inform
other districts in determining expertise mecessary and essential in the
selection of new personnel. Such considerations as the following ﬁight 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/recommendation committee
deals with the mandate concerning Affiimative Action.

The observations made and the final writtenm product should have sigonificant
value to administrations to use as guidelines in making future decisions
relative to fllling positions especially at this level.

Our representative, Elizabeth Boyington, has been ‘a2 teacher for a number of
years, having taught in schools both in Idaho and more receuntly in Washington,
She understands the language of the academic community and feels comfortiable
with teachers, administrators and with the school board persommel. She has
served on several selection committees and is acquainted with the procedures

involved with this process. Her vita is enclosed.

— -

Patricia A. Schmuck
_Jean Stockard

Sex Equity dn Educational

Leadexship Project

University of Oregon



UNIVERSITY OF OREGON

CEPM
General Information (503) 686-5076
Dirccror’s Ofics 686-5173 CENTER FOR EDUCATIONAL
Instrucdon Division 686-5171 POLICY AND MANAGEMENT
ERIC 686-5043 College of Education

1472 Kincaid

) Eugene, Oregon 97401
December 2, 1976

Dazy Dr. Papzznt, Dr. Stephans and the Research Review Committee:

t

Charles Stephens indicated concerns expressed by members of the Ressarch
Reyilew Committee regarding the documentation process ¢f the Regional Director
sialection. In thls letter we have described the research rationale and tried
to address the concerns communicated by Charles.

Bussarch Rationale

The decision to select a particular individual for a high ranking admini-
strative position is perhaps one of the most crucizl decisions made by school
districts. Yet, educaticnal researchers and practitioners have been slow to
study or describe the formal and informal procedures of recruitment, sScreeaning
and selection of individuals for admninistration. There are only a few studies
avzilable; most of these are after~the-fact analyses or prescriptions for
selection which are not based cm any research. The study and description of
the selection of the Regional Director for District 4J will provide a contri-
bution to the literature in educational administratiom.

The OBsarver'Rﬁle

Concern was expreséed that Elizabeth Boyington, as an ex-officio member
of the screening committee, may participate in the deliberations of the

scyaeding Commiitee sc as to influsnce the divscticon of the commising o¢
advocate a person for the position. Ms, Boyington will only be an obsexver
during all screeulug committee deliberations;: she will not participate in
dlscussicns or have any say in decisions. It is important for the research

pracess as well as the selection process that her role is as a non—participating
uember.

Apolicant Concexrn

There was some concern about whether Ms. Boyington's presence may create
scme difficulties for applicants, Ms, Boyington will not make any contact
with individuals who apply for the position until after the selection has been
made. She will have access to the written applications but will solicit inter-

views only after the selection is completed.

Individuals contacted will be given the opportunity to comsent or refusa

to grant an interview. All individuals who are interviewed will sign an

Informed Consent form.

An Equal Opportunity/Afirmative Action Employer



S

Public Information

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

Our research efforts will not be affected by public information that
Ms. 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 pleasad 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 decisicns of the screening cormittee. We are willing to
discuss the purposes of our research at any time and as indicated in our
pravious report, will fulfill oux obligaticns to protect the rights and privacy
of individuals, committees and District 4J.

Sincerel

Patricia A. Schmuck
Assistant Professox -

Center for Educational Policy
and Management

Jean Stockard
Assgistant Professor
Sociology Department
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SHELDON DIRECTOR COMMITTEE

Proposed Agenda for Wednesday, February 16, 1977

4:00 p.m.

Introductions

Charge to Committee - Dr. Payzant
Introduction of ﬁrs. Boyington-— role?
Establish meeting times

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 through 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.

Other.
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aAlilifindLive ACLIOnR The vVehlicle

Memorandum from Eugene Public Schools

Eugene, Oregon

#~UEORCE H. RUSSELL
{"?ersonnel Asst. for Affirmative Action

3-29-77
T
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 Procedure Discussion
3:30 lst interview - Mike Brott
4:30 2ad interview — Tom Roberts
5:30 3rd interview - Lewis Clark
Menday, April 11 (Interviews will be held in Board Conference Room)
2:00 - 3:00 Procedure Discussion
3:00 lst interview - Will McCarther SN
F&\ 4:00 2nd interview — I. J. Zuckerman o
5:00 3rd interview — Joan Beerling
Wednesday, April 13 (Interviews will be held in Board Conference Room)

2:00 - 3:00 Procedure Discussion

3:00 lst interview - Robert Newell
4:00 2nd interview - T. Darrell Drummond

5:00 3rd interview - Betty Poplack =

Each committee member should bring a short 1list 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 scale will be
available for your use. ’

If you have questions, please give me a call.



#

C: DATE

TOSITION

INTERVIEWER

Eugene Public 5chools, 5cChool U1Strict 4, Lane LouliLy, vicgun

INTERVIEW REPORT ~ ADMINISTRATIVE

TOTAL POINTS-
(100 possible)

ADMINISTRATIVE SKILLS (1-5 pts for each)

Total (50 possible)

Leadership Comments:
Organization ;

Planning

Analytical

Supervision

Implementing

Human Relations

Flexibility

Objectivity

Judgment

COMMUNICATION SKILLS (1~3 pts for each)

Total (18 possible)

PERSONAL QUALIFICATIONS (1-3 pts for each)

Verbal Comments:
Written
l to 1
roup
_ross—-Cultural
Male-Female

Total (21 possible)

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

COMMENTS:

Total (1-11 possible)

(Deal with response to questions and other observations

here)

GHR:sg
3/3/77

(Use reverse side if necessary)
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CENTER FOR EDUCATIONAL
POLICY AND MANAGEMENT

College of Educadion
1472 Kincaid
UNIVERSITY OF OREGON i ‘
ugene, Oregon 97401
~EPM
Senaral [oformation  (503) 686-5076 53 g' e
Directoc’s Office 686-5173 SRk S
Insuuction Division . 686-5171 ' :&:&gzlvgiﬁ:ﬂ};ypﬂuru
ERIC 686-5033 June 1, 1977

LDear

I am writing to you because vou were one of the finalists for the position
of Regilonal Director in the Eugene Public Schools. Perhaps you will recall
I vas introduced by George Russell at the committee interview.

As part of a research study on the screening and selection of school admin-~
istrators I have documented a1l the procedures and practices. of this committee.
As e follow-up to the final decision, I would like to know about your

reactions to the screening and selection-process. Rather than asking you to
conplate 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 wesk of
June 6-10. If this is not convenient for you, you may call me collect at
(503) 342~7960 any time.

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

1. Did you feel that you had ample informwation about Eugere District
tJ prior to the interview?
2. How did you feel about the screening committee interview? In
particular, time allotted, questions asked, structuar: of Iaterview?
3. Did you have an opportunity to communicate averything 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. Vhat was the best thing about your application process with Eugene?
7. What was the woxst thing about your application process with Eugene?
8. Do you have any other comments about the screening process?

Your ccoperation 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
forwvard to talking with you.

Sincerely, w3

Elizabeth Boyington
Research Documentor



4 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 screening committee interview?

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

3. Did you have an oppertunity to comunicate everything you wanted to?

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

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

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

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

8, Do you have any other comments about the screening process?



for Committee members

r

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 stggés.

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

Interview Questions for Screening Committee Members:
A, Some Questions About You
1. UWhy do you think you were selected for the selection committee
for the Regional Directar? .
-~ 2. What special skills do you think you brought éo this committee?
3. VUhat special qualities were you locking for in the individual
to £111 this position? |
4,. How did you feel about being selected to serve?
B. Some Questions About the Final Selection
5. How did you personally feel about the Candidaﬁe selected?
6. What role did principles of affirmative action play in the
screening commiétee's deliberations? )
7. Do you thinE there will be additional problems for the candidate
because of his minority group status?
C. Some Questions About the Coﬁmittee and'Its Processes
8. How did you feel about the effectiveness of this particular
group compared to other work groups?

9. Would you outline the major steps .or decisions accomplished by

the screening committee?



10.

L

12,

13,

14,

il

About the process—-how satisfied were you with the way initizl
candidates were screened?

Were the finalists ones you procbably originally picked?

Were you satisfied with the interviewing process?

What would you change if you had to do it ovér?

Any other comments?



POSITION NAME

¢

,; AFFIRMATIVE ACTION PROGRAM -- APPLICANT QUESTIONNAIRE

Eugere Public School District 4J endorses the concept of equal employment opportunity.
Ti fect a condition of equal opportunity in employment the District has instituted an
A....mative 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 mot in determining your qualifications for
the job. This information is confidential and will not be seen by supervisors or other
district employees.

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

White Black Asian Hispanic (Spanish-American) American Indian

Other (Please specify)

4. Did you finish high school? _ __ Yes No

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

5. re you now employed? -____;fes No How long?

/. Are you receiving public assistance or welfare? ____ Yes No

8. Do you have any physical or emotional disability? ___ Yes No Please indicate

what it is:

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

TIf 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
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