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CHAPTER L
INTRODUCTION

The Center for Educational Policy and Management is a national center
located on the campus of the University of Oregon and is vitally concerned with
majbr igsues confronting the educational world today. The placement of individuals
in jobs in the field is of prime importaﬁce and deserves significant attention.
Thus the ceuter has a keen interest in decision making and the placement of people
in different kinds of employment in education.

Recent literature and research has already provided a wealth of information
on leadership styles.of educators, career paths of school officials, and various
patterns of vacancies with the subsequent filling.of these positions. However,
there is virtually no research that has looked at how school districts make decisions

relating to personnel or how they determine who is the best person for the job.

Statement of the Problem

The purposes of this study were three-fold. The firsh purpose wasg to
document the process used in decision-making iﬂ the recruitment, screening and the
selection of a high level administrative pogition in a large school district.

The second was to structure a framework for decision making to provide a model
for the selection of the right.candidate to meet the job criteria. The third con-
sideration was to interpret and to relate how the selection and recommendation
committee deals with the mandate concerning Affirmative Action.

The following areas were relevant for consideration as a part of this
study as it was necessary to:

1. Explore the literature to determine how individuals are placed

in administrative positions throughout the country.

2. Study the history concerning the development of this top-level

position in particular district and to learn something about

the style of placement used.
3. Learn how the individuals were chosen to be representative



of the school system to act as members of the selection/
recommendation committee.

interested
. Interview the finalists to determine why they were
. in the position, their reaction %o the interview process. and
to Ysmew wEwmTiex articulate their suggestions for Rukuxs

improving the process.

5. Structure a model which could be used == in other_ci?cgmstances
8 B S-S RN D 4T, B AT RS A L to determine who is the bes"h individual

for the job.

Background of the Problem

This study was one of the activitiestof the Sex Equity in FEducational
Leadershiip Project (SELI;), funded by the Women's Hucational Equity Act of
the 0ffice of Education. The Proﬁect has been ongoing since the fall of 1976.

The project ecalled for a research camponent which would seek a site .
to inﬁestigate the recruitment, screening and selection of a high level ad-
ministrative position. A rather large school district wmmymk in one of the
western states was chosen to be the point éﬁ% the investigation and observation
as: they were seeking a high level administrator.

The district represented one of the most prestigious~areas not only

ov ’a.u..h'u_:-.d IWG\El . ) )

economically bukb alsahgcademlc excellence. Because of its established practice

formal plans and processes are well worked out, There are no minimum regulations

governing the sehool district ss@ection.

sxtmaktsm Although some aspects xmomecorispesy could be described as unique,
mos#t of the practices and procedures could be used and duplicated in bther

districts.



Need for the Study

A review of the literature revealed that although studies have '
been made concerming personnel and the filling of vacancies in the school
districts:across the country, there seems to be a real need for regearch
in the area of decision making concerning personnel selection in ﬁhe high
level adminisirative roles.

According to a handbook published by the Public Education Association,
and prepared by a management consulting firm well known for its work with ed-
ucational ingvitutions, no xsingle decision for a school system approaches
the importance the selection and appointment of the person who will serve as
the chief executive office of the school gystem. If this individual is a
person in whom the school board has confidence the chances for an effective
school administration are enhancedand if thistperson is not such a person,
there is almost no way for success. Because of a concern expressed by
individuals s=eving on school boards who felt that the time for recruitment
and selection 'of administrative -personnel was so limited, this handbook was
prepared to assist them with their resspnsibility. (Public Education Association, 197

The choosing of a superintendent or a high level administiator is
a crucial xzppegsiitkiiy tasks A final decision should be made only after
intensive recruiting and careful sereening of all interested candidates. That
an administrator does or fails to do is felt in homes as well as in the class-
TOOMSE « He influences the quality of dinstiruction, relationships between people,
the acceptance of or resistance %o change, moréle and the efficiency of general
operations. In other wordsithe administrator can make the difference. {A.A.S.A.,D. ¢

Therefore once the need mmudhcoxmet had been perceived, definite plans
were undertaken to arrange for documentation of the procedure. This siudy
was conducted by observation and by the interview method. The timerinvolVed

represgated a period of about three months.



Definition of Terms

Job Description is a statement of terms and duties which make this partieunlar job
unique from other kinds of jobs. The activities which are con-
ducted by the individual who will hold this posgition are the re-
quirements for the position and stated make up the job description.

Recruitment: is the process of actively going to the people in an effort to try
to attract them in making application for jobs which might be

available,

Seiection Cormittee : a group of m=mmd= individuals who have been appointed by
the superintendent or school board to read the applications which
have been submitted and to make a choice of several individuals.

Decision making: the process of going over a number of eubrants or applicants for.
a particular position, interviewing the finalists and making a
final recommendation to the superintendent after an agreement has
been reached.

Paper Screening: is the process of reading the applications, making motes on the
individual's capabilities, and to record your estimation as per-
ceived by the individual making the study.

Marathon Session: is the last session mmdxis of the screening committee and is so
names because 1t has previously agreed that the committee will
remain together until a final decision has been reached.

Outline of the Paper

Chapter 2 will examine the literature which is available on the process
-of selection and recruitment of personunel in the field of education.

Chapter 3 will present the purposes of the iuvestigatioun, the method of
collecting the data, description of the site and histofy of the position. The
limitations of the study will also be stated.

Chapter b will be a preseantation and discussion of the data starting with
the naming of the selection committee down through the entire process unlil the
finalists have been recommended to the superintendent for his final decision.

‘Chapter 5 is a summary of the investigation. Implications and recommendations

based on the study will be given. The model which is transportable will be described.



CHAPTER IT

REVIEW OF THE LITERATURE
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CHAPTER III
SCOPE AND fROCEDURES
Abstract

This chapter will be concerned with the scope and the procedures
uged in this investigation.

The first section of this chapter will outline briefly the purpose
of the study:. It will state and describe scme of the baékgréund which made
the revelation that there was a definite need for a study such as this.

Tﬁe second part of thi® chapter deals- with a description of the
chosen site, muk a history of the position, and an interview with tnel former

regional director.
The third section describes the entry process eme thd establishment

of the role of documentorg amemdl. Tha &2t ond aj i g AIL..—A«( .

%mm.:m. m‘rw W

Purpoge of’ the Investigation

seemed
A thorough review of the literature had revealed that there zpmmxre=ix

to be little of substantive information on how individuals are chosen for
specific positions of leadership in ocur public schools today. It appeared
to be a significant area wnich needed iwvestigation and about which other
pe.rsons funetioning along similar lines could use as a possible format to
give direction to their ef.forts.

Paralleling this peréei'?ed need was a grant proposzl which was funded
by the Yomen's Biducational Equity Act of the Office of Educa;tion which carried
a research component cilling for a study to examine the recruitment, screening
and selection of a high level/:gfn]:?g%strative sphmek position. The study was
combined and incorporated within the framework of the Sex Equity in HElucational
Leadership Project.

It has been the intent of those interested that this investigation

may serve as a model for other districts and areas to use wtizh when con-

fronted by similar cireumstances and needing guidelines for décision making.

I



A study was made of various areas where vancancies had been announced
team '

and the members of the SHEL planning/chose a site which not only was seeking
a high level administrator but would be in a district which would be large
enough to attract not only individuals within the state but would be of definite

interest
/%o persons all across the country.

Description of the site

the-identity of Ximum

An effort has been made to protect fhose who participated in the

so to
investigation and 0 provide snonymity the chosen site will Jeckwormmcec not
typical "school

be identified other than describing it as a cowrReodrxbXe/district in a lower-
middle to middle-class, predominantly white, American community in the Pacific
Northwest.

This district has an enrollment of over 20,0C0 students attending (L)

(8) (31) '
high schools, junior high schools, elementary schools and a number of alternative
school programs. The district is divided into regions and each region ¥BXm@zx
comprises one high school, two junior high schools and seven or eight elementary
schools.
L=t )

The district hadhadvertised a position vancancy and had identified

this position as a Regional Director. This position called for a person who

would provide administrative and educational leadership in one of the(four)

geveral -geographical regions.

History of the Position

Svery organization has its beginning. For some the creative inter-
workiqgs have been in a planning stage of the involved participants’ thinking
for some time and at a precise momment when thesé individuals meet for the first
time their thought patterns are set down in some kind of organizational frame-
work highlighting the interests and concerns which are paramont in the leaders!
minds. |
In some kinds of organizations the centrzl motive for the creation

of newer ways could exist only in the mind of one individua) who might have

been brought to this point in his thinking either through observation of a



* of a perceived need, the realization that the situation could be handled in a

more effective way, or to have been prompted by others that the procegs for
procedure and effective performance could be enhanced by alternative.methods
of execution. The individual who is at the head of a large school system is
one who is responsible for making productive things happen in newer and more
innovatife ways to educate 21l the students who are eligible for this service.

Then communities are first formed and when history first begins most
of the organization pertaining to education and the local schools is small and
the concerns though important for the development of the community are relatively:
minor. However, as towns_and cities grow, so aiso doess the school organizations
and what had been adequate for productive operation in the past no longer is
adequate for the rapidly growing and changing school population. Many individuals
have functioned in the role of superintendent or principai in‘a developing
school system through the years and with the help of teacheré, students and
interested parents a very satisfying school administration has thrived through
the years.

Yet as things begin to grow and thrive new and créative changes must
take place to provide a climate which will offer the cénducive atmosphere for
educational growbth. And so it was on August 30, 1973, that the superintendent
of this particular district told his staff: |

"Our school disbtrict organization must be designad %o help

us serve children better. The Education Center mist operate
to deliver services to you who work directly with children
in the schools. Cutting red tape, extending resocurces, knock-

ing road blocks will be primary aims 123 Bast Main." (1)

He contined by saying that he would seek the opinions of staff
members throughout the district to see if it was felt that the present organ-
izational structure met and served the needs of the children or if it shguld
be modified.

S5ix months later the supintendent'felt even more strougly about

this sistuation after evaluating the balance between the district goals and



the school goals --school flexibility and standa;dization. Although he stated

that this was not perhaps the most ideal fime for a chanée especially as viewed
by some who were comfortable with things as they were presently structured,

he decided that he must make recommerndations and request immediate action from

the school board.

The major strength as viewed by the superintendent of the'existiqg
framework had been the attempt to decentralize the district which allowed the
regources of the entire district to be directly a&ailable to the smaller region-
al areas. The overall goal was to provide better coordiqation of resources
to each local school. However, this existing format had not defined clearly

enough where decision making authority and the responsifility for those
decisions really exists beyond the superiﬁtendent's office. ’

He described the directors of education as those who are "expected
to coordinate curriculum and instruction". However, he felt that fhey functioned
without a clear understanding of the limits of their authority and responsibility
although they did assist him in carrying out decisions made by the board and
the superintendent as a result of their recdﬁmendations to the administratienm.

He stated in his "Administrative Reorganization Plan" thal he had -
made several interim changes while conducting a review of the éntire organization.
Over a pericd of six months he had been meebting on a reguiar monthly.basis with
the principals and the director of education in each region.

He added that while the existing organization had served the district
for some time,"changing priorities and new challenges call for modifications
to the organization” in order to serve the needs of the students not only now
but in the future.

In his proposal he emphasized that the organizational plan should

"clearly define where the authority for decision making and the responsibility
for the consequences of those decisions are vested at all levels.” He felt-
that it should provide the most efficient method of delivering the services
to the location where the students can be assisfed with learning. A balance

between total decentralization and total centralization should be sought.



—

His plan w=x®z to accomplish this proposal was to k= divided Inkm the organizat

v

1nto three divisions = ScppwndxSswxkxmyy Operations; Support Services and Research,
Development and Exaluation.

The responsibility for making decisions that affect the daily operatinn
of the schools was the kzs% assignment of the Operations Division. The school
district was to continue to be subdivided into four regions with the same school
divisions.

Tn. the~new proposal each region was to have a regional director who
is to report directly to the sup.erintendent. Each of the four directors will
provide the educational leadership for the regiocn. They will be concerned with

"the purriculum, staff development, budget, ‘community rglations and serve as a key
link between the Support Services, Division; the Research, Development and Eval-
uation ﬁgvis;on, the superintendent and each school."

This position called for an understanding and responsibility for the
general operation of the schools in each of the regions and to "function as an

integral part of ihe superintendent's manage team." Al though this position

title formerally used

resembled the "Director of BEducation" kmikwidwxk in the four regions, the actual
new
concept for this/direction in operational responsibility Xkemk was implemented in

the spring of 197L. Four msmodkx regional directors were to oversee “"a multi-faceted
X through 12 program and their job was to put it all together'®.

Interview with last director ﬁﬁ this region

To better understand the kinds of respongibilities and duties this
position aessdsd involved, I felt that it was necessary to interview the individual
who had initially fllleSWZZé;%p051tlon’ I felt that she could provide somethlng
about her experience in this role to give some insight to the kind of 1nd1v1dua;
the superlntendent was seekln% to f£ill this position.

had long been interested in education with her earliest interest
_ - the arrival of ) . ) Q4§Audu¢a*~?&ﬂ
stemming from/her four young cousins coming %o 11Veh31th her family and she .
had an opportunity to help them with thelr school work. Her mother had been

very influential in her career choice and had been extremely supportive of her

interest in teaching.



After several teaching assigunments, tn; former director started
working on her graduate dm=g education and was hired by this school district
while still completing her Docto? of Hucation degree. After two years as
an element;ry'teacher, the former superintendent engaged her as a fonsul tant
.in Curriculum. There were just two regions at that time with several assistants.
During these years there was a tremendous growth pattern in ﬁnis school system
with a new school added each year for some twelve years.

Al though she had applied for her position as Consultant in Curriculum,
she had not applied for the position of Director but had been aﬁpointed by the .
superintendent.

In describing some of the positive aspects of her responsibilities
she staﬁed that she had had more training in k= elementary education and
felt that she had a great amount of credibility which she was able to bring
to this positionfas Y l—altr w

: a3 Regqiomal Director

She gtated that some of the positive aspects of her positionkcame
more in the form of "what was not said thav\wnét was said". She backed her
remarks with the statement you ‘can't have 21l the training at all levels"
which may have been interpreted as indicating that she may have been disturbed
by some incidentsigzzk where she was unable to ;Eéié? all those who came 1o her

for assigtance.

In discussing the negative aspects of her respousibilities, she felt
they came from within her in the form that she was not zble to always give
help in the way she wanted. She particularly enjoyed working with the parents
and spoke enthusastically as she made this point.

In discussing her responsibilities she stated that it was most difficult
to assess the contribution she was able to affect. There were changes during
her regemdbut it was difficult to detect growth or réalize the value of the

contribution made. In reminiscing about her experiences she added, "You don't




gain a lot of personal satisfaction frem this position which you do with teaching.
Tt is more of a fused factor. The responsibilities require that a person must
. have a great deal of inmer stfength to be able to function effectively. You
need to be very strong.”

The variety of involvement of the position was both an advantage

and a disadvantage. ‘Because of the many demands on her for her attention,

she felt that time was a real factor and a problem. She experienced% gfeat
dezl of fruétration iﬁ not being able to help more individuals in a wider
sensé. She worked mainly with nine principals and the vice principals.

She felt that she had the support of both the superintendent apd
the assistant superintendent and-she believedthat kmm acqﬁiring her position
was largely a matter of viming.

vhen asked if she believed that women had to meet different criteria
in a different way than men in securing poéitions she stated, YAt the present
time, No™" but at one time it would havg been 'perhaps;". She added that
so much of the expectations for women have affected fthis question that it was

hard to draw the line and be specific. She concluded with the statement, "that

so rch has developed from the institutional expectations for women.™

The Entry Process

Although a letter had been sent to the superintendent of the school
district explaining the request for a research representafivé to document the
recruitment, scfeening and seléction process which was %o be a part of filing
this position, it was necessary that an interview with the superintendent be
arranged to further clarify our inberest in this investigation.

A meeting was arranged for early November with the Superiuntendent and

Subth
members of the planning team for SEEL &==% in Eéaheffice at the prearranged time.

The purpose of the request was explained by members of the team who

stated that the writt_en documentation would add to the literature on recruitmeht,

\‘\,\.w
screening and selection o%\educational positions. There was an expressed hope

that this report, formal as well as informal in focus will have as its objective



, the development of some kind of model which will be transportable.
The membsrs of the research team were informad that there was an
attempt to fill this position a year ago and after long diliberation the

candidates seemed unacceptable to him. One of the members of the administrative
8 Sevve. '

staff had been assigned to this'positiou“during this interim period.

He informed the research team that the Seleciion Gommittee.had no
particular fixed policy or procedure other than the guidelines which he prascribed
in thédscreening and selecting the top three candidates. He added that if the
positions were of a more éeneral nature and ciosely related to the students
he would tend to ;nclude parents or students.

The superintendent had some concerns such as further fequests to
carry on additional research, the kinds of publiecity which would be involved,
the necessity to disguise the participants, and the logistics and priorities
concerning the interview and the ultimate disbanding of the committee.

These coucerns were countered with auswers from the research team
negating any serious problems which mightlarise. Not entirely satisfied that
this resesarch would be én acceptable procedure, the superintendent stated that
the Research/Review Committee of the School District would have to have the
proposal presented to them. He felt that some of the staff will be “uptight"i

He concluded the meeting by suggesting that the research team go through
the regular kinds of channels in obtaining approval for this kind of research.

He promised to take up this proposition with the representative who makes de-
cisions concerning requests for research within the district. He definitely
showed that he had some reservations about the ongoing of such a project and

yet a sincerity was evidenced in his overall behavior.

Obtaining the data
REZFLGHAH and the role of documentor

A follow-up to the interview meeting with the superintendent was
presented in the form of a letter to the superintendent explaining our request

in greater detail. (See Appendix, B)




It asked that the documentor be granted permission to be an ex-
officio member'of the screening committee, to be.an observer to document
the selection of the screening committee, to document all formal meetings
of the screening/rscommending commitiee and related events, to have access
to the resumes of the applicants, to kaxx= be granted access to relevant
individuals in the district for interviews about the selection process, and
to have access to inﬁerviewing the final applicants upon prior approval of
the Chair of the Screening Committee.

To safeguard the privacy of the individual applicants and to
assure that the documentor will not interfere with the decision making
reguarding thé £illing of this position, the research agent was to inform
the Screening Committee Chair awnd/or Affirmative Action officer about the
individﬁ;ls to be interviewed. The documentor alsc understood that tﬁe
research was secondary %o tﬁe hiring procedures and promised to interview3'
read resumes and conduct_other business so as not to interfere with the
hiring process. .

As partially explained bghthe foregoing the method which the

e

research team decided to! use was/observer/documentor approach to record

in detall the entire process used in this one decision making event.

Limitations of the Study

The data collected in this study;was limited to this one situation
in a certain area and involving the filing and hiring of an individual for
one position. If time had permitted the investigator would have likedto
have used her documentor approach in several other areas to compare the
techniques used by other selection committees in filiung wvacancies.

Although the results of this -study cannot be geweralized beyond
the 1imitation§ of the process observed, future research might be designed
to obtain salient factors which other districts wminxzamiwbxis use which could

be of value for future commititees to consider.



CHAPTER IV
PRESENTATICN OF THE DATA

ABSTRACT
This chapter will discuss in detail the data observed and collected

for this study. As a case study it is more descriptive than theoretical. The
important considerations which were discussed in chapter I will be exblo:ed and
developed in this chapter.

The foxmat of this chapter will be divided into two parts with the
first section dealing with mskezidmom® formation of the Selection/Recommendaticn
committee, the charge by the superintendent, the guidelines and framework for the
screening procedure, the forms end process of evaiuation, the results of the
first screening and the selection of the finalists. |

The second part will cover the intefviews with the finalists, the
evaluation eriteria used by the committee and the final recommendatious which

were made to the superintendent.

The Commitbes Selection

As one of his very first x=-

actions
rxadsikihkksn after the beginning of the new calendar year, the Personnel Assistant

for Affirmative Action for the school system sent a memorandum to the superintendent
with the names of suggested committeelmegbers and the areas they represented.

He stated that he had given careful thought to the process of selection for this
position ofeinihe past few months., - He stated that he was'of the opiﬂion that

"1t would be best to appoint a uew and tobally different camittee and one which
would be more geographically diverse"than was the one which had previonsly function-
ed.when this same position was vacant the year before; _+°‘L=*»d:$=ﬁaak

He offered suggestiong for possible committee membershipaf==m the

following areas: HElementary School Administrator, Secondary Scheol Administrator,

Elementary School Teacher, Secondary School Teacher, Regional Director, Parent,

Curriculum Specialists, Educational Services and from the community. He suggesbdd.



‘that he serve as the couverer and the ex-officio member of the committes.
The céﬁmittee were to screen and interview the candidates and then
to recommend three or four finalists Rm=z to the superintendent. This officer
it might be appropriate for
al.sc suggested that/the Director of Persounel sit in on the final interviews.
Two individuals were suggested in each area and the superintendent
made the/izgzition Rermcrmimakx of those he wished to serve on this particular
selection/recommendation committee.assignment.

Each individual was notified of his appointment to serve the school
district in this special way by letter. Because the closing date for applicat®ons
was Iisted as the eud of dJanuary the committee members were not asked to meet
until the middle of the following month.

_ The committee members ﬁere without exception_busy with the responsibilities
involved with their jobs. However, they accepted their assignment with an
enthusiastic response as they felt a sense of obligation for performing this
extra-curricular task. Some of. the committee expressed a feeling of being -
quite pleased and honsred to serve in the selection of this new administrator.
Others did admit that when they took these assiénments their work came to a

standstill. However, they felt that they wanted to do this as a part of their

work responsibility.

The Charge by the Supsrintendent

The first meeting of the committee took place on February 16 with all

but one member present. Several members arrived early and asked if this was
The :
the scheduled meeting room for this committee.:zubckipeams individual who represented

the omeoridierex community was not acquainted with these of the school district
when
and/she recognized one of the members of the SEEL Planning committee she came
right over to talk with Dr. 8.
Vhen the superintendeat arrived and
Wrew the entire committee had assembled, they were informed that bhe
regional director was at the Capitol representing the superintendent. FEach

member was asked to introduce and identify hhe area he represented.



The superintendent gave his charge to the committee listing the
following instruction®and expectations for the committee:

a) Go through a paper screening process and select the individuals
you wish to consider

b) Conduct the interviews within the given time framework .

¢) Present the three finalists --"the three best who you feel are
qualified and would be acceptable in the position™

He added that there must be more than one choice, stressing that all

three should be acceptable. When asked "what if they cannot agree upon three
stated that

applicants' and he agrzmitxcrkkx the committee could come up with two if the other

can't do a top notch job.

He further instructed the members of the committee that they should
work from a criteria which will be consistant with the duties of the position--
all of this should be relative to paper screening. He urged that if there were
in-district applicants, that all of them should be interviewed. If they decided
not o interview them, the applicants should be so informed and the rationale for
not considering them should be fully explainéd to each of them.

Dr. _ _ expressed his philosophy was to "select the best person
we can for the position." He felt that they should avoid preferential ireatment.
He went on to say that the coﬁmittee should adhere to the guidelines of Affifhative
Action and give full consideration to woﬁen, minorities, and insiders rather
than outsiders if the candidates are qualified. "Persounel. decisions areé;he
most Important decisions we make," he added.

Before leaving the room he reiterated that"if the committee is not
comfortable with any of the candidates, ¥ou must feconsider, for I feel that
I must have someone I can go all the way with."

Then asked about the number of candidates to consider for interviews,
he cautioned the committee to be aware of financial coustraints. "You should
press yourselves for looking for the best and perhaps err on the side of spending

more, rather than not getting the right candidate.”



’ L
During_the time the candidates were to be in Eugeune, he asked that

he be given permission to interview them rather than having to call them back .

across the country when the decision is made. "Confidentiality is very important,® " P’

he stressed. "The indistriet people will kmow who is:serving on the committee.

So of course you have the group norm to protect."

He reminded the members of the committee that the guidelines were '

*ﬂ
(o %
spelled,for Affirmative Action as adopted by the #mx ' school system

and they have an obligation not to have a double standard. This is one of the
important aspects of this responsibility and he urged them to work toward this
goal,

The personnel Assistant mentioned that he might ask the Director of
Personnel to sit in with the c&mmittee. However, he added that there was no
provision for others in the community to meet with the selected candidates as
for example, people invelved ;égh the district who were seeking the director. ol

=

§ had &altowa
Galls discussed briefly what tne former committee,and he concluded
by saying that he sensed that that"committee never really coalesced”. He added
tthat the committee wasn't all that upset.”

BE.. stated, "With the exception of GR , who held

the same role with the Rizm# committee who functioned last year, I felt that

tr
the most objective way to go was with 2 new commitiee. He concluded that he

did not feel "burned by that exberience for the members of the committee were
very supportive of the process."
as
When asked what particular advice he would giveﬂ@o the procedure for

what they should or should not do, bhe superintendent assured them that they

would work this oub. B X R B A AT .
,ﬁ;c.‘iwt\ e esewt ot Tl \M.{*r(
The purpose of the research team from the SEEL Project&was explained

by CR and PS . Dr. gaid that he supported the documentation

study and had give the clearance for them to participate.

He concluded with, "You will have some arguments, agony and some fun

along the way". With these few brief remarks, he excused himself and left the
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The superintendent had z=michcklrrk made a special point of saying
thét he supported the documentational sbtudy headed by Dr. _ ~ . Because
of this statement the members of the committee were not really given the choice
of whether they wanted to be observed or not. It seemed apparent that the
decision had already beeun made for them. _
; case study documentation
Tn the explanation for the need for the xzaeexeh, Dr. __ stated
that there was a need for research in the area of decision-making processes

I P N £ et
involving the selection of an administrator. She spoke about the reason that

B had been chosen as the research site explaining that it is one of
largest school districts in the state, its proximity and close relationship

with the university, and this school. district has its formal plans and

processes well worked out. ()fj"" Yzalh ﬁ"-f“"-’)

She pointed out that the documenter will plan to observe in meetings,
not participate, she will interview individual member of the screening committee
after the decision has been made and she would like to interview the applicants
after the final selection is completed. She 3ill not influence or ﬁarticipate
in any of the committee dé}iberations. ‘ 5{hr£»~é'?f““§”

I spoke briefly giving the commitiee some of my background, I have
been a teacher for a number of years, I understand the language of the academic
cormunity and feel comfortable with téachers, administrators, and school district-

administrators. I have served on several selection committees and am well acquainted

with the process involved.

There was some question about having an observer. One member suggested
that she might feel cénstrained about open discussions if someone Wés watehing
_them. She stated that she was concernsd also about aﬁonymity. The research team
explained that because there would be a timelag when the report was finally com-
pleted, memories would tend to dim. The assistant Persounel Director suggested
thet the committee could read the report after it was completed for clearance.

It was suggested that the presence of an observer be discussed at the next meeting.
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‘ Dr. _ 8  describe¢ the Center for Educational Policy and Management
' as a national cen:ser involved with issues of educational concern. One of t};e issues
is the placement of individuals in jobs. She pointed out that while there seems

to be sufficient materials on the career paths of administrators, .the lead;ar-

ship styles of administrators and the patterns of vacancy and fil}ing positions}
there is virtually no reaearch that has looked at how school districts make

personnel decisions and how they détermine who is the best parson' for the Job.
"Although we believe that personnel decisions are the most important decisions

we make, there is little documentation as to how these decisions are made.

Practitioners need to know how selection should be made.” ’
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Guidelines for the screening procedure during this meeting
Several other issues were discussedféuch as the policy toward

* in-house applicants and in the past all in-house ﬁeople had been interviewed.
Procedural guidelines were establisheéd with GR  setting up the preliminary time
expectations. He stated that he would Ydo the preliminary scresning of the
applicants. OQut of some 2C0 letter of inquiry about the position, the same
number of applications had been sent out and a covering letter asking that
provide additional ini‘ormatic;n. Cver oune hundred were returned with everything

He said he ‘

complete. fiix hoped to go through these applicatiens and attempt to cut
down the original group to a workable size of 50-60 applications.

He passed out a Screening Criteria Checksheet which had been used

for other positions in filling vacancies. (See Appendix ) He informed

the commitbee that he would used the top four categories to screen the entire
list of applications. Scme of the committee asked how long 1t would take to
process an applicant. "Judging by past ﬁerfomance, it takes about a half
nour per applicant to process. Yhen you complete the entire group of applications
will you please list your top ten applicants”, he asked.

The question was asked if the indistrict pecple will be interviewed
this year. In the past, it was the policy to interview all in-district people.
This year one of the appliceants clearly did not meet the minimum qualifications.

: s
It was decided that the indistrict people should not receive any special consid-
eration and this point was left up to GR - to determine whether they met the
minimum qualifications for criteria cengideration.
felt she

One commithbee member said that she/should let the committee know
that she would be out of town around the first week of April. Another member
reported that he would not be able to attend meetings late in Karch. Several
members ;_Eé\ctﬁobjections about having meeti;xgs during Spring Vacation.

The time schedule set up on a tentative basis called for the following
timesr

February 21 -=- Xarch 7 Committee scresns candidates

o

2 F ot o
l.ercn 1l

March 1h ;" " T 2:C0+

cresuing committee meets 2-5:00 PH
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In reviewing what happened to the last screening committee for this
position last year, GR reported that the commitiee was"torn by the politics
over the transfer of the prinecipals. The entire political climate was affected
with ths teachers, superintendent's staff and 211 of those in beti;fBEll.“

The committee reacted seriocusly about the responsibility of their
mission. GR reminded tﬁem that "the lounger you take, the more you tend to
lose. e have the least control over those applicants who are the farthest
awvay." Bren though severel voiced objections about the magnitude of the
assigument, they agreed that March 7 would be the deadline to have all the
applicationg evaiuated.

then the question of indistrict applicants surfaced again one
member thought they could be interviewed during the week set aside for out
of town applicants. Some others voiced strong objections about taking the
time to work with if they don'i meet the gualifications. Several strongly
suggested that 'no games 5@ played with them if they don t measure up.”

The commitbee was reminded that they need to have thelr interviews
conducted so that they can make their recommendation to the superintendent
by April 13th.- This will still allow enough time to have the regional
director resady to assume his responsibilities by July 1.

____ suid that he felt that thers was insufficient information to
make valid judgments. GCR replied that they will hawa to read .into the application
certain information and make assumptions. "Comments should be recordsd on the
back of the ghecksheet. The rating the group should use is: 1=low aéd 5=high.
A Master's degree will beha 3 and a PhD a L.” This is a value judgment and
evaeryone comes from z different background so it is difficult to have uniformity

in scrzening.” o kbiﬁﬁ#ﬁd
Cov—'\"‘-ﬂ-"‘“‘\o't

It was amnounced thai starting Monday, February 21, boxeshgould be avail-

able in the Personnel 0ffice from 8-5:C0 P.M. From 5-1C:CC P4, the applications

would be available to the comnmitise at the Recepiion Desk.

The meeting broke up with several members talking to each cther about
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""the burden of their respousibility®.  The members of Ythe cormittee seemed
to work well with each other although there were not acquainted widthmx as they

were from different areas in the system.

No one appearesd

to be difficult in working with the others. They took their charge extremely

seriously.
during
Only once Xx the discussion was attention drawn to the observer.
commented about knowing one of the applicants and spoke up

quickly saying, "Don t take that dowm?"

Forms and the procaess of evaluation
;Aﬁt ™2 ".‘-' wekt
The form,yhlch was given to the screening committee to use was

not one -specially developed for this assignment but was one which had been
used for several yea}s in the district. The lower the number x;gzxntzs less the degree
achieved hx
attainment, /by the individual applying.
The first item to be indicated was the academic degree which the
applicant held.with 3 indicating a Master's Dégree and a L4 2 PhD. Post doctoral
had the rating of 5. Those who had not completed a Master’s degree were given
a 2 rating.
The next three 1téms, namely the Teacher s Certificate Admi nlstrator 5
Certificate or equivalent; Administrative background and educational leadership
in curriculum and instruction are items which could immediately Be determined
by reading the vitae to learn if they had been principals, superintendents, curriculum
specialists, educational coordinators, etec.
Starting with the fifth item: Ability-to work closely with others
necessitated reading the individual files carefgll& to determine if this was
the case. This is a judgemental item and subject to a great variation of in-
terpretation.

An individual's ability to express himself in an articulate manner

was assessed by the rating of "skill in written commumication". Ounly these

who appearsd before the committee could be evaluated &n theirgzek oral cem?ua-ztrun
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The next two items on the form could be determined to some degree
by reading the letters éf recommandation which were a part of file ou each
of the individual candidates. They were listed as:
7. Ability to deal creatively with ideas
§, Wllingness to make difficult decisions
The last item relating to demonsirated experience was divided into
three separate parts, namely:
‘a. DBudget making & establishment of budget
priocrities

b. Staff development and evaluation
¢c. Working with community & parents

Each of the committee members had the opportunity to work with the files
from Monday, February 21 until March 1L. Several small offices wére available
in the Administration Building whers the screening committee members could take
the boxes of files for individual perusal. .

A1l of the screening committee were employed full time including the
individual who reprssented the category of "parent®. Therefore it was impossible
for any of them to work on the files until their work had been completed for
the day. Many came to the Administration Building in the evening for the
express purpose of evaluating the applications.

To be fair in their deliberations prior to the first screening the
members devoted many hours to careful *eading of the applicaﬁions. Many of
the individuals involved wished for more time to scrutinizeJthe folders more
carefully.

Several devised additional ways of making their individual evaluations
which would be meaningful when the discussions took place later. They used
their evaluation forms and notes throughout all of the sessions to assist them

in producing a clearer rscall of each applicant.

THHEXRESKKEIAR THoSERSS SereentapiSaaston-and- fe-Rusiss"
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The First Screening Session and the Results

The meeting which had be;c.m postponed from the previous Frida;,r-
as many of the members felt that they could not complete their paper screening
of the entire group of aprpf].:i.cantsl:,.;ix=}-sjc‘L g.eld at 2:00 P.H. on Monday, March 1l.

It was held in the TV room at the Administration Building where the members

had held their first meeting. The walls§ are surrounded with shelves of

books which are apparently sent out to the schools from time to time and

a number of large boxes which sppawenty heldhi‘ﬂmstr;;s‘ as they were marked
with such titles as "Heide",'"Lassie", etc. There was a rather large sign on

the double dcor which opened to the outside wﬁir.:h read "Discrimination on the ﬂ
Basis3 of Sex Violates the Law". This} reminder had a particular sig‘nifica.nce
for this particular committee. The room had been arranged so that the cormitbee
was to be seated around two long Mitchell tables: arranged side by side.

One of the members of the committee was working with the files in
the Personnel office from one o'clock on wntil the meeting was d‘ue- to convene.
The members ssbarted drifting ian from one-thirty onr and by two o'clock moshs
of the committee had arrived. _GR arrived with his notebook and was-greated
warmly by the comittes. He was followed by hisssecretary who carried the
coffee maker. There was some discussion about whether it was tea or coffee

; N A e ;
as they started £illing their cups.

Most of those present were looking over their ;mtes and _QE_ mentioned
that sipe had spent many hours going over the applications and she was impress-ad
with the number of interesting onesy She asked GR about the numﬁer they should
be considering.

He stated that he felt that it was better to err on too many rather
than to come up with too few on which to base a good decigion,

It wassannounced that _ and could :th attend

the meeting because they were absent from school dué to illness. CR reported

that B4 wanted to interview all the women candidates and all the minorities.



11
. She hagd twenty-five on her list and was hopeful that they could all be interviewed.
GR_ followed with the comment, "If there are more women on the committee,
women usually don't end up as candidates."
One of the comittee said that he didn't believe that he could always
identify minorities when reading the applications.

Before the meeting really got underway a discussion was held about
the :situationtgéyear before and one member speculated that "if the time had
not been.so political perhaps the superintendent would have considered one
of the three applicants subtmitted at that time."

The members of the cormittee had zspent about twenty-five minutes just
small-talking waiting for one of the committee to arrive. GR left the room
several times and finally he came back with the announcement that é&_ was:.in
the Superintendent's office. There was some discussion about whether it was
fair for one individual to hold up the meeting when all of the other had |
commitmentsto meet also.. Finally the missing member arrived end the meeting
started with GR reviewing the assignment'requiring the committee to read through
all of the applicants and to come back with their top ten. Out of this group
they are to recommend three finalistsswho in turn will be interviewed later by
the Superintendent. He reminded the group that among those who were rejécfgd
last year, there are .several who are applying again this year.

He said that he had talked with the Superintendent about this and his
response was, 'Legally the committee - should go through the ﬁrocess and decide
which ones to interview ¥@regardless of last year's applicants." He went on to
say that he would have considered only one persgon from last year's listing
and this year he is not a candidate. |

éﬁ in explaining the procedure for the committee to uée advised the
members. to go through the list of applicants to see which ones they will want
to interview., "You may still want to interview last year's committee althouéh

they had ssent along a disclaimer that although they were not excited about

anyone, they could live with anyone of the three recormended."

——— - — .= - - ey ey e R = e & S e s 1 s ——————
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The discussion shifted to the indistrict candidates and it was de-
cided that only three met the minimum gualifications. There was a difference
of opinion, however, most of the committee felt that they would like to look
at the in-district people along with the other applicant.

The members:zsubmitted their list of ten applicants they fell were the
most- outstanding according to their paper screening. The lists which were

WP oo treouaes
passed to the chair, asked one of the members to write the names on the
blackboard as he read them off. Thirty-two names were listed with twenty
receiving more than one nomination.

After looking over the listing GR remarked, "It looks like you have
just about all of the applicants up there.” DM moved that those who do not
have extra marks after their names be eliminatedr

One of the women members stated that there had not been a qualitative
assessment of the in-district applicantsy In discussing the cutting procedure
it wasuprobably as bad to interview a candidate if the committee wassnot seriousty
1y considering him as 2 candidate. Several members suggested that if the in-
district applicants are not intérviewed the committee should be very specific
as to why they did mnot. The consensns reached was fhat they should inter-
view -2ll in-district applicants if their qualifications meet the minimum
requirements due to the fact that they are in-district. The chair announced
that one individu2l had already been nétified that he did not meet the minimum
qualifications.

After the original list had been cut by eliminating those who were
suggested by only one individual, one member asked that the name of (Lemack)
be reconsidered. She described him as being a "breath of fres§ air'and not
entwined with so much !educationeze!". He came from a Mexican-American back-
ground and seem very interested in serving K-12 grades. Although he had some
curriculum experience it was limited.

Another member spoke in defense of (Fhiler) who was working on an

external degree while working in a full time posgfhion. Other names were suggested
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for reconsideration or because.they felt they neéded more information aboub
them. One member pointed out that one applicant needed some more current
recommendations as he had only one recent one from the chairman of the
science department. Many memberssdescribeg:;;;iicants as'"those who had moved
around quite a little, speciality was working with students in the Harlem
area and maybe this job wasn't for him, one had all his experlence In one
place and/gg: gzmbers stated that "he had the feeling that he was trying to
bail out."

One of the mémbersﬁadmitted that there were on}y about three applicants
she wassreally excited about. She wondered about bring}zick one of the candidates
from last time.

’ Anotherszzzmn individual asked, "Do we bring in all women applicants
and a1l minorities and then just bring in the otherswho qualify over the women?"
There was no answer to hissquestion however, one person followed that he did
give women applicants a few extra points in his evaluationa as they haven't
had the opportunities for administrative experience.

Another asked, ™on't you feel that it is unreasonable to bring in
certain candidates for consideratinn who aren't too strong? They often say
things or write things that aren't really tnat important."

GR countered with, "If you are using experience ag a criteria some

won't have very much." He used the superintendent as an example when considering
an individual with a broad background iz of experience. If they had gone on
that basis of so many years of experience, -T € might not have been considered

for the position of superintendent."

After they had discussed several of the applicapts who had received

o B ddadttiacs o Tihe oenyg

anly one vote the second listing of names contained thoseAﬁho had received

a number of votes. Fourteen names:zappeared on thisslist which did not include
‘ ~

the indistrict applicantss

This: listé gave the cormittee a manageable number of individuals to
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discuss. CHBXEXX¥HE DR brought up the name of __ saying tnat ssne

had :some concexrns about some of his_reconnnendat:ions. She felt that he had
a good autobiography. Several others noted that he seemed to have trouble
working with the bureaucracy. They indicated that age, too, might be con-
sidered a factor, as he is somewhat older than tne otner applicants.

One member proposed tnat they review all of the candidatesron this
listing and another member :suggested that they do it immediately as there

o The CommiHes, '
was some tendency,to get off target. Another felt that even though a candidate
might have five check points behind their names i‘_h doesn't mean they should
automatica]ly‘\considered. It wascagreed that they should vote again.

One of the members. started to read his listing when the chair spoke
up saying that he wanted to express his bias: on having people calling out
their personal choices as others who had not voted would be influenced by this.
"The last person could control who are to be interviewed." It was suggested
that each member list his/her top seven in order and then to pass the list to
the chair. Another member objected that this procedure might not be fair to

and -9 . who were absént from this meeting and would not

have a chance to express their choice.

AA spoke up saying,"There is always::a chance that someone couldn't
attend a meeting and a's there was no time left to schedule another meeting,
I think that we definitely should go ahead.™

three

The new listing indicated that Zmwm applicants received four votes
and two received five votes. This a2llowed the committee {:he chance to discuss
the individual applicants who had not received but one or two votes. The
cormittee exhibited a sense of responsibility in selecting the right individuals
to interview. ZEven though they had been meeting for some time they did not
indicate that they were tired or disinterested .o.\“\‘Koua\\ ‘i'\xcu\u-)ﬁ-“' elosedo Sieo@im.

In discussing one of the women applicants, DR took up her folder and

as she leafed through it she commented on Ms. experience. She reported

that she had had considerable administrative experience in working with programs
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funded by.federal grants. OShe appeared to be strong on competence and in the
area of researéﬂ. She was 2 Ford Fellow while working on her PhD and her ex-
perience was concentrated in the urban area. Another women member commented .
that she really admired IMs. as she did as much as or more than the
others although she wasga married woman with children and other respongibilities
she still maintained high goals.

The committee took some time to deliberate about the qualifications
of another woman candidate. Some felt that she did not seem to be as highly
trained as the other woman and one member suggested that "her whole style
seems socially oriented. Another felt that she had some good working experieunce.
Cne of the women participants revealed that she was turned off because she had
included her picture.

GH admitted that he was willing to eliminate one of the applicantis
who received only one vote but AA insisted that she would like to have the .
committee coansider (L.emak). Several other comment s were made aboub the
applicants who had not been very éucoessful with the group as a whole. GH
commented, "I can see why someone is ambitious and wanfs to move up but I

(Marquis)
felt that ks statements in hisivita are strained and so were :some of his
recs." He observed that he had applied for the superintendent's position
and the Regional Director's position before that. dJokingly he added, 'Maybe
he knows something we don't know."

Mother applicant was discussed with the discussioﬂ led by wne of
the women members who pointed out that his: specializabion was only in the
area of fglish. He had limited experience in public schools and mesht of his
experience was with the National Council of Reading. However, she added that
his recommendatlons were very positive.

In speaking about the few women applicants, AA stroagly indicated

her feelings:when she said, "I don't feel that we need to decide on one woman

over another woman applicant.”

B suggested that tney discuss MCCarther and the entire committee

seemed to indicate that they felt very postfive about him. It was pointed out
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that this applicant had experience on all levals.l

Another name was introduced and discussed. Cne member thought it
was most interesting that he had written his autobiography in third person.

The group did not act in an excited way but jush-mentioned that he had some
secondary experience and then had joined an intern program.

After some additional comments,-gg_ asked, "vhere are we now?" The-
members continued to busy themselves with their notes:.and the applications which
were piled in the center of the table for reference.

At this point, GR _ %ondered if, "there are any we can take off of the
1ist?" Again the membersnpourgd over their notes and some asked if they could
continue to talk about each of the names on the list. Several names were dis-
cussed with such comments as "he had lots of experience but not enough special-
ization.to gain much" or "tremendous academic credentials but..." and "after
rereading his application, I don't know why I rated him asszhigh as I did.”

One of the members left the meeting at this time and did not return
for almost an hour.

The committee continued with their search by discussing another
épplicant who had been rated high by a number of the group. DA commented that
he knew one of the individuéls who had written a recommendation for him aud he
would like the committee to consider him. Another member/zizdhad picked up that
he was not going to be considered for any in-house positiqns where he is. "Per-
haps the only way he could move up would be to the superintendent's job and there
was no vancancyy, she pbserved. This helped to explain his interest in applying
for this posiiion. Efter some time had been spent discussing this applicant
one of the selection committee aszted just how much budgetary experience is
required for this position. The Regional Director who was on the committee
helped to give some concept of the requirements for this position. He felt

that a person should be strong in curriculum. He added that,"Hiring is

essentially the principal's job." In clarifying this position he responded by
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+ saying that the district has éertain expectations"but the principals and the
' Director work tgéether with their responsibility divided between the high
school, two junior high schools and many grade schools: A great deal of time
is spent on the curriculum and the regional director needs good people to
make these programs strong." Another area of expertise is needed in making
district-wide decisions." This information seemed to assist the members in
having a clearer picture of the responsibilities involved as they now began
to measane the individual with the requirements of the position.
They discussed another applicant who was popular with the eptire
conmittee. He was described as having "lots:of pizzaz¥. He had gone into
the intern programs and was highly evaluated by those with whom he worked.
Hisgdissertation was entitled "Blacks in an ALl thite Community". Several '
were most enthusiastic as hé had experience on 2ll levels and another commented
that "he seems:like a real mover"” and wondered how long he would be content here
in this community. Another member felt he wanted to come to this area because
of/:gsziiis wiich he understood were available for a member of his family.
Another applicant was discussed. He had heard about the position
and had come into the office for a personal interview.
Several memberszstarted talking with the others:at this point and
one of the committee walked around tne room to =speak with someone on the
opposite side of the room.
Such comments as "What really burned Wmr you on wers those who- gpoke
about kids and sshowed some real concern®; "It is important vwhether someone
else says they work well with young studentstor whether they say that about
themselves! "There were no recommendations on his current position"; "He
nTpresad ;_._\s'ﬂv\l‘ﬂ' he hps towmme \oenrs.eua& (4,( ‘
probably knows his way around uurriculum"hwere those verbalized as other Preo s,
applicants were discussed.
- was the next applicant to be discussed. He had

excellent recommendations, had experience on both levels of administraticn,

his experimental background was in alternative education. Nosk:of partici pants

were enthussastic about his gualificationsu
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After a discussion of several other applicants DA asked if the
different applicants could be weighted and then the committee could vote on
them. Another member wondered if there wasnisomeone who could tell her about
the pupil-teacher ratio in each diétrict. Ancther member reported that roughly
23% of the children are in each district with wome 300 teachers serving each
area. When she received this information <she asked that a candidate she was
supporting be removed from the list as he had not served this large a system.
Another member objected to this and suggested that they leave him on the list
because he represented someone who "isn't s; powerful®,
Some members sbarting looking over folders together and other startéd
walking arocund the room. The chair suggested a five minute bresk as it was
after five o'clock and some members: were visably tired. .
Coming back into the meebing room again, DR asked brightly if the
committeé had decided on the number of candidates to interview. Another
member askied how many of the applicants were from the New Jerssy are and
wondered about chartering a plane to bring them for interviews. Another
member suggested in a felicitous manner, "Better still how about sending
this committes back to interview them in their areal"
DA suggested that the members rate their top five choices with a
high of number 5 and g;ing to a low of 1. The committee took time to pick
their top so tney could have some basis for discussion. Cne member decided
not to vote fmmm saying, "I haven't done my homework". . _
One participant admitted that he felt like he was taking a final zm ass
he was the firsgt to finish his voting. He appeared to be embarrassed to have
" made his decisﬁdns so quickly as the others:were still working on their choices.
The names were listed on the blackboard. After their names appeared
the apea they were from, tne total pointszand an area dwhich listed special
designmtion such as minority or woman. QOA*&;L3:J\Dvrhjiu_ﬁcuubkdéﬂh
A gsuggestion was made that the #essssi=23: be deleted. It was agreed

that this would be advisable if they could be brought back if they were needed.
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The names of those who had the fewest ¥otes on tﬁe lastrpreference were the

names in question. Using a scale from oune to four with the number L the highest
the vote was held and the tabulation made. &Zach of the four names were listed

in the order of preference made by the commitee.

DR expressed a personal wish that she would like to have the committee
interview as many of the applicants as possible. DM reminded the GOmmittée that
some people have been hired by .simply using the phone and he asked why this
couldn't be tried for the filling of this position. Another member (aa) felt
there was a real need to check further on some of the recommendations.

WB observed, "We have two real good ideas - talking with the candidate
and talking with the the references.’ No matter how well we plan for the inter-
view, W; may not leamm everybthing we need to know from the candidate.®

DR e ndorsed the idea of a conference call but cautioned that thére
was a need to forﬂmlate.definite guidelines and structure specific questions.

GR reminded the committee that the announced dates for the interviewss
had been changed from the time that the jJob descriptions had been mailed for
the position they were seeking a final candidate. He added that he has a problem
with a telephone call with an applicant. The committee was also reminded that
an interview had been promised the ssuperintendent for each candidate considered.

The committee started talking about how loug the interviews were going
to take and one member estimated it would take at least four hours per day with
the applicants. When GH asked the chair concerning "released time" the chair
advised those so affected would have a substitute sent in for them.

The individual who represented the community argued that this was fine
for teachers:but she works with people who frown on her being away so much. She
suggested that she would like to ask for a telephone check made by GR to the:z
applicant's supervisor asking for information about the following:

1. Curriculum experience

2. Decision making

ﬁ. Interpersonel relations M S
. Overall impression of the applicant's ability.
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She suggested that this information be obtained on all the ten applicants}
being considered. If the chair r;ceives a negative response he could check
with another reference.

GR said that he could do this:for the committee. However, he did
add,"In the terms of Affirmative Action I will have to use my authority. At
the present time you are only considering cne female. Unless there is some
real objection you mustt;;:_otner woman applicant in &our final_consideration."
He explained this was necessary becaﬁse of past discrimination. GH noted that
there was a high percentage of women in the final selection considering the total
number applying.

One member admitted that she had a étroqafeeling for cne of the
candidates but she agreed that they all should be considered. She added
that she felt that "in a way we have been playing games." The chair stated
that he felt that once you decide who is in the running then it seems easier to
make decisions. |

The meeting was: brought to an abrupt conclusion when thé members wers
reminded that they were to return for a short meeting on Vednesday from -5 P.M.
It was just past six o'clock when the members left the meeting room mostly by
twos with a great deal of conversation ;still going on. Some fifteen minutes

later several of the commitiee memBers were still standing around the parking

lot ~sharing their feelingssabout tne decisions with othex}nembers.

Ehmﬁ.detQ
The :z:é%EErE&nalists

The third meeting of the Screening Committée wasy held in the Boargd

Conference Room at the Administration Building at féur o'clock on a beautiful
spring day. Several arrived early for the meeting including Bf who had been
absent from the second session due to illness. Several greeted and asked her
how she was feeling,

Another member was there for a few minutés only to talk with GR and
then znnounced that he had to leave as he needed to get to the bank as he was
leaving the nexbt day. He waved to everyone and was off.



GR talked with several members and theﬁ announced when he was asked
about available funding to bring in candidates from the east coast, he reported
"that he and the Director of Persomnel had gone in to ses the superintendent
about the monies for the interviews and he was pleased and would give the
information when tne mesting started.!

Mg Cne member -suggested that if there are other positions open
perhaps they should have more candidates come for interviews to see if they
might be éood for other jobsi Anotner member of the committee arrived a 1it£1e
after the others but before the meeting started and complained that she was
migry. She thought there might be some cookies left from another meebting and
asked for permission to check.

GR decided that those who could attend this

. as there were
meeting were in attendance and suggested that thay get started yodhrmommoriost

gome who had other commitments. He reported that he had been able to gst
further information on ﬁne top wsix which the committee had selected. He said
that he had either picke d a referen;e or called their immediate supervisor and
" then he proceeded to go dowg the 1ist of applicants reporting the regults of
his calls.
In reviewing the first individual, GR stated that he called his

superintendent who was his immediate superior and asked how he performed

in the area of interpersonnzl relations. Tﬁe response was that he ig great --
topss-- outstanding. In decision making he had experience on several levels

and in a number of diffsrent slots. In the arsa of curriculum his éuperior

felt that this was his area of real strength as he had served as both an assistent
principal and later as a principal of an elementary school. He indicated that
his strength in curriculum seemed greater than in other areas of experience. He
continued that he works well with others and is outstanding in his dealing with

persomnel.. He concluded that he felt we would be "lueky if you can get him",

OR mentioned that he had also called another man in the same area who knew him

and he was described as "very outstanding".
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In reviewing the other candidates such terms as the following were

used:

a)_ Sometimes he met resisténce to his ideas but he was successful
in bringing the staff along.

b) ©On a continuum rating of 1 to 10 he would rate him as 9+.

¢) A perfectionist in decision making and expects the same
performance of his co-workers and this is meant in terms
of a positive sense.

d) She had no problems as a woman coming up the hard way with
children and family responsxibilities....has complete commitment
to getting the job done.

e) High performance expectations and strong in the area of secondary
curriculum...extremely well liked by his peers. He ig willing
to listen to difficult perspectives: before making decisions.

f) Works well with other cultures and handled difficult -situations
in an up front manner. She stands behind her decisions and works
well with committees and colleagues....is creative and courageous.
She says what she believes but ssupports the decisions of others.

The announcement was made concerning the conversation with the super-

intendent concerning the costs of bringing individuals in for interviews. GR
reported that TP feels this the most important position for consideration this
year and he hassmade a memo to the school board requesting that $5,000 be
transferred frem the countingency fund to take care of costs in interviewing
the selected finalists. In discussing the finances GR suggested that it might
be appropriate that a half fare amount be charged to the individual applicant
LA
as a committee member ssuggested. To which the superintendent replied, "If I
had been asked to come on that basis, I would not have come."

The committee took time to further deliberate asking if several counld

be held until the committee had a chance to interview some of the others. How-
1

ever, one member reported that in going over one of applicants folders who was)

marginal on the list‘of choices, ik one of the recommendalions stated that "he

was dedicated and doesn't play games with people.” She then asked if they could

consider seven applicants. The chair agree that they could. papother - spoke

in favor of continuing to consider him.
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The committee was reminded that the schedule, although tentative
was scheduled for April 8, 11, and 13. One of éhe committee who was going
to be out of town for the first session of interviews asked if the others
would consider taping the interviews. The chair stated that he %as generally
opposed to this procedure as it sometimes makes the candidates feel uneasy.

A general dissussion continued as the committee decided on the times
for the interviews. Some members wanted to use full afternoonssand amother
member reminded the group that this was not tbo fair for the member who was
not working for the school system. Another :suggested that the committee
interview one candidate an evening and thenthe committee "could go out for
dinner. However, GR mmm quickly brought the committee back to reality
by suggesting that they decide on a definite time to interview the in-district
applica;ts. ‘

One of the cormmittee asked GR why he had not called all of the final
list. The answer was that the chair did not feel that he would like to encourage
so many candidates uﬁnecessarily. The. committee was reminded to keep their
evaluations past the interview sessions so he could have them. "People tend
to call in to askywhy they were not ccongidered for a particular position."

After some discussion the committee agreed that it would be convenient
to interview in-district people on April 7th between 3-6:C0 p.m. GR suggested
that the committee use the first half hour before the interviews to formulate
the questions they wished to ask the applicants. The following schedule was
posted for the committee:

April 7: 3 - 7:00 P. M.
" J1l: IMonday Afternoon
" 13: Wednesday afternoon

One of the members asked if the candidates could come in the middle of
the week and the chair regponded that this would test their commitment. Some
of the members questioned the Monday and the Wednesday afternoon session. Another

wanted to know if the marathon gession would be held Wednesday afterncon. The

questions indicated a feeling of uncertainty among the members as to the procedure
and their respousibility.



DM proposed that unlegs H the Personnei Director reports that one
of the borde?line candidates is top flight'we do not ask him. Should this
be left up to GR?®

GR promptly replied that he wanted to get the director.. He left the
conference room and quickly returmed yith Mr. W. who reported that he apparently
was not too impressed with this individual for he had no recall of him. He said
that he usually can remember a person prebtty well. |

When he left the room, one of the members remarked, "fhat's enough for
me.n

The meeting broke up abruptly with some individuals going to other

meetings and several took time to wish DR a good trip.

PART II

Interviewing the finalists

Meeting with the In-district Candidates: April 7th had been egtablished

as the next meeting date for the screening committee before the members left town
for Spring Vacation. This meeting was scheduled to be held in the IV room =X in
the Administration Building.

EM, oue of the eayly arrivals, cpmmented on the arrangement of the
tables because they were too spread out. She enlisted the help of several
of the other early arrivals in rearranéing the tables.

GR was also early for the meeting and brought forms for evaluation
(See Appendi¥, page ) which he hauded out to the committee members. As he
pasged the forms around he mentioned that several applicants had been notified
that they were not among the finalists. He repérted that one person wanted to
know what the process was as he was being considered elsewhere and he would
appreciate hints on giving a better presentation of himgelf. When he was
questioned about the afterncon's time frame he aunocunced that the last interview

was gcheduled to sbtart at 5 30 P.M.
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As the other members of the committee were assembling, several of
group were talking =m? about a recent development in the community and these
who were concerned about the situation showed some obvious emotional feelings.

The secretary from personnel carried the coffee pot into the room

and returned shortly.with the cups. TWen one of the members started to pour
a cup it was discovered that the pot wouldn't work. GR tried to find the
trouble and WB who always seemed to be aware of those kinds of details
immediately went over to assigt. Finally the problem was solved and the members
seemed to be relieved that there would be coffee for thelong session.

One of the members voiced, "Let's get this show.on the road" and
another asked, "that's for dimnner, GR?". GR ignored this question asg he
handed forms to those who had not received them earlier.

DM asked GR if they were supposed to be developing a game plan to
which the chair responded that there were several things to do before they
could start interviewing candidatés. He asked the members to develop a list of
geven or eight questions to ask of each of the candidates. Then he reported

R
that Dizmexhad sent him a listing of questions although she was still in
GR
the East and unable to attend this session. @(ZFE read her questions at a
member's request so they could discuss them. They were as follows:

1. Vhy are you seeking a position in administration?

2. Will you list your strengths and weakuesses?

3. Could you share a time in your life when you were extremely

¥e; well pleased with the way you handled a difficult situation.

4. Could you share a time in your life when you were not pleased

with the way you handled things.

5. How do you believe that other people perceive you?

6. Vhy did you apply for this position?

7. How would you act as a change agent in a given gituation?

8.  How would you deseribe your leadership style?

Scme of the members wondered if it was fair to ask a candidate to 1list
jio w4
fleaknesses and one of the group said that he was not comfortable asking her

questions as he really wanted curriculum sgtressed.

Another member felt that a question should be structured along these
*lineg: Vhat special training and experience do you have that uniquely qualifies



26

« you for this position? &he thought that gomething might be added for those
who applying who are minorities such as Do you feel that you might be uncom-
fortable liwing in this community where there are so few minorities? In the
interviews with women she stressed that something like the following might be
appropriate - Women get little support here within the school system and need
to be self starters. Do you think that you would be able to work under thege

circumstances?

The chair reminded the committee that the questions could be interpre-
ted in a variety of waysg and he cautioned them df the need to havé the questions
extremely well phraged. The member responded that she had given quite a little
thought about this position particularly ag it related. She concluded that she
was thinking about this"fn the shower last night."

Another woman member commented that she felt most women already
knew this is the way it is in most jobs for women to function nowadays. She
thought they could ask if the candidate could think of an experience which would
reinforce their particular agressiveness. Another woman m=mkzxdcommented that
this could be valuable information, however, she did add that if a woman is not
getting support this should be dealt with properly as it is agaiﬁst the law
Xz in dealing with minoritieg and women.

GR commented that a person might have a broad background which might
not be culturally diverse. "Do you believe or think that this night be significant?"

BM spoke up again saying, " You just triggered another question...Do
you feel that you need a group where you can get your support" could be another
question to ask.”

The chair and some of the other membefs felt that might be other points
which might be important thanrthe racial issues. GR related that what you will
find ig that the candidates will begin to ask the ccrmittee questions. He contan-
ued with, "vhen you finish establishing questicns then I will make some assiga-

ments ag to the individual responsible for asking questions.!

Another member suggested that it would be helpful to approach the
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the problems witﬁ real sgpecific situations --ones which would be a tough one
for a director to angwer. TFor example, a teacher and a principal in conflict
would be a good one. GR followed that this is one he will surely have to deal
with in this position.

| One member felt that the people in thig district have the advantage

of knowing certain aspects which are in need of assistance. GR commented,
"That ig an interesting obsgervation for in-district people ha%e certain ad-
vantages and outsiders may have other advantages by not being so close so
they can observe certain things."

Another question concerned the comparison of two of the in-district
candidates. VB asked, "What do you see as the most pressing need? _____ has
a lack of secondary experience and ___ has a lack of elementary experience.
How do you get them to cover this?" GR commented that the general questiéns
will usually lead into more specific information.

One of "~the group asked if .it would be appropriate to ask them to
describe their management style and another member quickly added that leadership
is a very important aspect.

The qﬁestions had been pretty serious up;until this time when someone
suggested that sometimes you need to askrsomething to break the tension. For
example, he had a friend who had asked the candidate if he ever smoked pot.
Then he continued in a more serious tone saying it might be good for the can-
didate to evaluate a gituational example relating to why did you do as you did
and therefore would suggest the skills he would be bringing to this position
which are unique.

Another member wanted questions to be so structured that the candidate
would be asked to describe a model to expaund curriculum development. H; would
like to know what the candidate feels are the roles of the students, parents,
teachers, Staff Development Program people and the in-service pexople.

ANKN :
M#esem said that she would be interested in their actual background
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.+ in teaching. "what is their philosophy of the learnming procegs?" She added,
"Some have been in adminigtration forever - and they don’t even know today's
kidg."

AA wanted her guegtion based upon persounel. She asked, "How
would they handle a parent situation? Vhat is their philosophy of parent—.
student-teacher relationship?" &he wanted the candidate to deseribe a pkan
whereby they have affected good relationghips with parents, students and teachers.

MM wanted to have another quegtion included. She structured it in this
way, "What skills do you have to collect hard data to evaluate certain aspects
of the program?t

Most of the conversation had been on the serious side and finally
VB suggested that they should find out, "How do they prove they-will be nice
to the curriculum specialigt?" The members were quickly brought back %o
reality when DA asked for clarification concerning procedure. GR, are you going
to lead off?

The procedure was explained that tpe candidate would be iﬁtroduced,
Aocosorsaid have;ﬁzéiiz opportunity to meet the committesey drexmoxdd have time
to make his statements, and then be questioned by the committee. The tlue for

closing the interview would be for GR to agk the candidate if he had any questions
he would like to ask the cormittee.

These arrangements were commeﬁted on by DM who stated, "One thing

GR ig very good about and that is cutting the discussion. - His signal is
very sensiti§e to seeing how the committee feels." Because of having had
this experience before he knew the process involved.

MM gspoke up suddenly saying, "I would simply die sitting in this

arrangement" and another member who had arranged the table explained that
she thought that the committee needed to be closer to the candidate.
Several asked about writing down notes-and the consensms seemed to

be that any writing should be kept at a minimum.

GR left the room to bring in the first of the in-distriet candidatesq

one of whom had been acting Regional Director during this current year.
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MB , one of the local administrators, was the first person the
committee had a-;hance to meet. GR asked each of the members to introduce them-
gelves by their positions in the distriet. One of the members who knew the
candidate well inﬁroduced himgelf as Jimmy Carter, a break in the tension which
helped to lighten the atmosphere aud to alleviate some nervousness on the-part
of the candidate.

The interview started with GR saying to _____ that he, of course,
was well acquainted with the duties of this pogition and then he bluntly asked,
"Why did you apply for this position?"

MB  appeared to be quite ill at ease as he opened and cloged the

folder he brought with him containing notes for the interview. He began
by saying that he had been weighing career goals and trying to see the direction
he wanted to go as he continued to build his career. He stressed that he was
an educational leader and had special skills in working with‘studeuts. He
did say he.particularly enjoyed students and had thought this position would
be removed gomewhat from the dailylcontact with the students which he so enjoyed.

EM started the questions for the committee by asking what past
experience did he have that he feels makes him well qualified for this position.
He said that he viewed this position as one which would deal with many individuals.
He related that he had worked in various agsignmentg with this achool syssem
and he believed that this gave him a variety of advantages. During the time
he wag involved with in-service classes working out of the Education Center he
had become well acquainted with the gtaff.

In response to the’question, "What are the most important aspects of
this job?" he replied that he felt that everyone should have a part in the
decision making. "Knowing the region-as I do, I would let everyone have a
part in the decisions affecting this distriet.n

He explained that he felt that they had not gone as far ag they could

in the development of programs. He felt that the responsibility needed to be

delegated to the teachers to make more of the decisions. He stated, "W need to

get more of a response to what the teachers feel is important.
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He continued, " I am concerned with the organizations setup. We have
done a 1little but more needs to be done. I guess I would build a data base
so we could find out where we are in the individual schools.” DA feeling a
need to clarify this for the committee gave scme focus by adding, "So your
central thrust would be in the broad areas of concern using some clear cutb
approaches." To which MB responded with, "Yes, I think we ueed to
nail some of those things down."

The committee continued with their questioning with the candidate
angwering some with ease and to another he replied,"That g a nasiy question!
I can do a lot of things well but I do need to have the backing of my staff
to accomplish it. In this case it is againsgt the digbrict goal of 'all things
at all times' and I really don't Hnow if that is right either.” He visably
showed signs of tension as he continued to work with the folder he had with
him.

fd A comment was made, "I see you mainly dealing with

the principals ag a director. Do you see yourself working with the individual
teachers?" MB quickly replied,"I cert;inly'Lwould give more attention

to that. This area is a real concern of fmine - really getting to Enow the
teachers.*

A hypothetical caée which would implement the middle school concept
in this school eystem was introduced and the candidate was asked how he would
go about enlisting the support of others for Xroommummgkx implementation.

A question was structured asking the candidate how he would handle
a difficult situation with a teacher and a principal at loggerheads. He @as
asked how he would handle this problem in the bests intefests of the gtudents.

Other questions involving teacher emrgmcimmrm incompetency, the use
of hard data and how this would be obtained, the lack of experience cn the
secondary level, the changes which are being made in the juuior highs, and

shifting pattern of Interest of people in the uneighborhood toward schools-were

dealt with ZxgmscsurxuTyrrsysy and these were fallowed by other questions of

T
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equal interest to all of the members of the committee.

In dié;ussing the amount of influence a director has on the athletic
program it was stated =k “not much", Another question relating to this subject
suggested there was a regional interest and an administrative interest and _ MB
gtated that he felt thgt the director should see where the program fitted into
the picture and then go to fight for it. One member picked up, "Are you saying
you aren't afraid to I fight?* The candidate appeared to be disturbed by this
and responded that you have a tendency to see things differently from different
perspectives.

GR sensing that the candidate seemed to be getting a 1little tired
asked,"We have been asking &ou a lot of questions, do you have any questions
which you would like to ask the committee?"

The candidate assured the dommittee that they hadrfollowed hig list
pretty well. There were some areas that are crucial such as the energy crﬁsis
which were not discussed. He also mentioned other areas of interest for
him such as equal opportunities for handicapped students, shifting enroliment and
contfolling waste. "We need to adopt striet guidelineg but until the kids see

us as really serious, they won't believe there is a serious problem."

€oncluding the interview GR told MB that the committee would be
interviewing until mid-week and he would be advised of the decision as soon as
the finalists have been named. Then he thanked MB for his time and in
turn the candidate thanked the committee for their interest énd counceen for this
position.

GR left with him and the members discussed the beautiful day. One
member reminded the othersthat "we are havimng beautiful weather for all of the
in-district people and you know what it will be like next week!" z

The gecond in-disgtrict candidate was interviewed in much the same manner.
He prefaced hig interview with these remarks, "I like kids a great deal. Attitude

is also very important. The ability to work with diverse types of people to try

T e e e f h e e t—————
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+ to get the:most potential out of others is one of my stronger qualification.
Now by this I don't mean just to satisfy a temporary condition but to build
an organization which can accomplish something. I realize that this isg not
a virtue in itself but I do believe that I have sgkills to organize suédegsfully
to get things accomplished. I also believe that my communication skills are
good and I have the ability to understand ny co-workers." As he continued to
talk he appeared to be slightly nervous ag he kept turning his coffee cup.
around not realizing that the styrofoam cup squeaked as he did. He coutinued,
"Igsues are not isolated bu interrelated. I believe that I have the ability
to gee the overall picture. I keep educational objectives in perspective.
I have a teudency to be task orientated, quite-philosophical, and perhaps a
tendency to be too iimited in some of my work."
and format
*The procedure/was much the same ag used for the first interview.
At the couclusion of the interview opportunity was given for the candidate
to agk the committee questions and to this he answered that if the members of
the committee had any concerns about him he would feel vexy'comfortéble about
gharing his ldeas about the way he operates.
The committee was very cordial to him and sspecially thaunked him
for hig time before them and in turn he thanked the committee for their time
with him. GR left with him and returned with the last in-district applicant.
The last candidate appeared t; be very much at eagse ag he sat dowm
at the head of the table. He made a special point of saﬁng that he.believed
he wasg the oldegt person in the room and he hoped that it wouldn't offend anyoﬁe
that he was applying for this position. He continued, "I have travéled a loung
ways. It is difficult to respond to a group such as this if you don't relate
to your experience. Thig job has a lot of appeal tome. T 1iké getting prior-
ities. In seeking funds for schools, I like to bring everyone fogether as a

team --teachers, parents, students. I believe there needs to be a catalyst.

There must be someone there to bridge the gaps. I have had a lot of experience

in many areas."
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He ru;bed the table in front of him and pushed hig leather folder
and unfolded
-ack and forth. Realizing he wag doing this he stopped and folded/his hands. He
appeared to be quite relaxed as he talked smiling easily and his general appearance
and presence brought £orth an apparent friendliness with some of the members of the
comuittee.

The same format was used again with the questions adjusted a little
more to him and his teaching experience than X was apparent with his cc-applicants
from the district. He wag asked by one of the members about how serious he was in
applying for this position, as it had been noted that he was also a candidate for
a pogition on the school board. He explained how this came abéut which seemed to
satisfy the member who inquired.

Questions were gimilar to those which had been suggested so they
vould touch base with the wide scope of information derived from-the applicant's

nswers. He emphasized that he thought - we need to humanize education, stand up

and admit that we haren't/si::yzverything right. We need to think through the
impact of Title IX." He spoke of things which were asked of him in light of his
experiences in other areas and outside of the United States. He concluded by
relating more of his experience and one member-commenfed gseriously, "My you have -
done almost everything!" He Bndeg hig interview time with a short story about
different ethnic groups in a school he taught in in New Jersey. :he committee
responded mmmExd® politely and then GR and __ left the room.after he was informed
that it would be several days before a decision would be made.

GR returned and passed out the printed schedules for the following
Yonday and Wednesday. One of the wémen members questioned while the women applicants
were always the last ones on the agenda. As it was after seven o'clock the committee

seemed very anxious to get away as they were tired from the long Zession. Food had

~een mentioned so frequently betweendinterviews that it was obvious they were hungry.
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Meeting with Candidates outside of school digtrict: The chairperson

4 taken such a ribbing about not having any food for the committee at the previous
that he arrived early ) for the meeting with a huge tray heaped with various kinds of
cookies. GH entered the room shortly afterwards with a large box of Dunkin' Doughnuts
go the committee was to ba well fortified for their lengthy discussion gession with
the applicants who had arrived from out of town for the.interviews.

DR was one of the earliest members to appear and as the other members
arrived they all asked her about her trip to New York. Some of the committee gave her
brief details about the last meeting and the interviews with the in-district applicants.

Coming in with his right hand intiicately bandaged, BT was asked gy
by several of the members about what had happened and he responded that he had tried
"40 chop off some of his fingers with an axe". He obwiously was affected by this
accident and remained rather quiet throughout the meeting.

Ag this was a new room for the committee to use, the tables were formed
——fferently than the other roém used for the in-district interviews. Immediately B
geized the opening time to completely change the fable arrangement to "make the applicants
feel a little more at ease” as she put it.

Several of the other members noted that there was food for the meeting
and made their approval audible.

When the committee had assembled GR announced that he had word from .

__dJB that she had severly sprained her ankle aud would ‘be unable to be there
for the suggested interview time. Several members suggested that perhaps the committee
could fly back to her aund one member: felt that the coming weekend would be a good one
ag far as she was concerned. No immediate resolution for this problem was made. l
- the information
Other announcementg included/that the first applicant was now with the

guperintendent and would be arriving shortly, that another candidate will be with

3 committee later, and a request that someone was needed to pick up BN

at ,:00 P. M. at the airport. MM volunteered lmxpimk with the request that someone

remind her about this responsibility after the meeting was over. GR reported that
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To0 would be arriving at 2:30 P. M.and would be interested in a tour of the

Digtrict. Arrangements were made for members to éither meet or escort the candidates
.pon arrivael. GR left the room briefly.

There was a request that the committee take a little time to debrief
cn Thursday's candidates and before action could be taken, GR had returned with a
request that committee memﬁers make identification name cards so the applicants‘
could address them by name. A suggestion that the members be identified as to the
areas they serve was ignored. ,

Being appraised about the need to debrief about the first iﬁterviews
GR let the committee talk. BM commented that she didn't believe that she would like
to consgider one of the applicants és he was not really in the maiustream of today's
thinking. &e followed that she felt he failed to respond to the guestions he was
agked. A member spoke up xmixpugymsksd; after the discussion had gone on for a period
of time that he would like to propose not considering him. At this point EX the

hair smggmz pointed out that there is no need to eliminate candidates at this Imw=x
point of deliberation. The other candidates interviewed were also discugsed.

One member noted, "A lot of people can talk a good story bubl you must
make your evaluafion when you see them in action." Strong points about these two
candidates were expressed by the individual members who had worked closely with them
for the past few years. Several members made no comment during this time. Several
indicated that it was hard to be objective.

The chair left the room briefly and returned with the first candidate,

I.J. Z , Wwho rximm was introduced to the committee uhd in turm introduced them-

selves. GR opened the discussion by saying that he had just had an opportunity to
talk with the superintendent and now you have ihig time to share and discusgs your
concerns and Interests with the screening committee.

He indicated that he was looking for a leadership position in education
~nd waa frankly very interested in this position. He liked the gize of the job, felt

he would like the area and emphasized that the job description.fits the experience

"and the things I do well". CR had forgotten to introducs me so he interrupted the
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" intcrview briefly to introduce me (EB) as an "unbiased.observer" to which IZ
re};li.ed', "And so am IY.

The:questions were well articulated by the committee members. The
format was similar to the one:used with the in-district candidates. However, as
the committee members gained confidence in their ability to probe for in-depth answers
the questions were stated in a differ ent form. The areas covered were aﬁout the
gzme and yet with more interestingvstructure, the applicants could expand more on
their experience as it related to the situations questioned. The quesiioning
went on for almost an hour as the candidate searched for examples and ways of sbtating
answers to provide the kinds of answers the committee could use to picture the
ability this candidate would bring to this position.” The members watched him very
intently as he spoke and because he was the first applicant they were keenly aware
during the entire interview. |

A?ten_answering numercus questions about how he would approach certain

“tuations, one member asked him what he did in his spare time. He seemed to be

relieved in a way to have this break in the serioysﬁess of the interview. He replied
that his family likes to camp, he reads a lot - enjoys fiction, loves mugic and attends
the sgymphony concerts; A particular interest of his is baroque music he tald the
group. He @ likes sports, teaches Sunday School and then he posed the quegtion,
"that do:.I do in my spare time? I take care of a dog, two cats and a nine year old.
I am a reasouably social person and a pretty‘good coak".

GR brought the interview to a close’by asking him if he would like
to add anything to his remarks. He told the committee he liked the make-up of their
committee and stated that this type of decision making process was one with which
he was uot unfamiliasr. One of the members asked if the job descripfion was not clear
to him. He indicated that he had decided it looked heavy with curriculum devélopment.
After some remarks about his initials he thanked the group and left the room with the

le chalrperson.

This break allowed the members to discuss the candidate with such comments
ag "an interesting man and seemingly very self-assured”, "in looking over applications -
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they don t mean a thing until you put a face to the name] "the thing that bothered
" me-was that he seemed-so dissatisfied with his answersh, "he had a tendency to talk
gb thé point","T thought he warmed up and got better as he talked". Several thought
he seemed extremely nervous.
then the chairman returned the discussion shifted to JB and the
time when the committee could interview her. DR felt that the committee could aﬁd
should do. it on Sunday. GR countered with another plan to do it on the following
Monday, then have the marathon sesgsion and.finish up that night with a dinmer meeting
possib;y. There was an urgency to have the committee complete their decision making
/ig :z:gie the superiutendeﬂt to have a selectioﬁ to pregent to the Schcol Board members
by Tuesday evening. As several members could not meet on Monday, GR announced that
he would try to arrange for a m%eting on Thursday.
" Another caundidate was interviewed and the questioning following the
pattern followed much the same pattern as the first interview.
After the interview was terminated GRxaemt the members of the secreening
ymittee quietly discussed the two candidates with the people closest them. then
the chair returned several conflicts he reported that several conflicts ne?ded to be
resolved about the next interviewees and the meeting was brought to a speedy counclusion

with most of the members hurrying to leave for other commitmenis they had for the

evening. .



April 13--8econd Session with out-of-digtrict- candidates: The tables had

béen glomgand rearranged since the meeting two days before and as some of the members
rrived this fact was commented upon. sgggﬁxx member- reported that sher wage so

tired and felt that the strain of this responsibility was beginning to surface. Another

member thought he didn t need to attend this session as he had just spent the past

two hours with one of the candidates. BT asked MM how the interviews weﬁt during the

dinner hour the night before. MM evaded the question but reported that she had gaiwed

al) the weight she had lost whea she was ill.

Several wondered about JB . @GR gaid that he had talked to

her and relayed the committee s wish to interview her either on .Thursday or Friday
of this week. He told her that the members of the committee had definite commitments
to the other candidates to let them know within a ten day period. then asked if she
would be able to come she reported that she did not feel comfortable traveling while
gtill in such pain. This response was question and several felt that if she wauted
'he position badly enough she would be here for the interview. |
(DM) One of the members stated that he needed to leave no later than 6:10 P.M.
GR was disturbed as he said,"If you Lare having a good interview I dou't want to be
limited by time regtraints." Scme of the members felt that they had wasted gome time
during the interviews.
A discussion of the final meeting --the Marathon Session--was held and
as a number of the commagtee wag involved wi£h a workshop over the weekend they stated
they preferred having the meeting before the weekend. It wag decided that this sﬁecial
session would be held the féllowing morning at 6:00 A.M. at the Holiday Inn. GR séid
he would make arrangements for breakfast.
| DR had been out of town when the in-district candidates were interviewed
and she asked that some arrangements be made to enable her to meet with them this evening.
The committee spent the ensuing time going over their notes on applicaﬁions for those
10 were to be interviewed.

The remainder of the aftermoon gession was devoted to interviewing two
men and one woman applicants with the interviews following clasely the framework set

up for the other interviews.
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The committee responded with the same kind of enthusiasm to questioning
the woman applicant as they had with the men. She responded to questions such as
-1e following:

a) How would you describé your administrative style?

b) How would you characterize students at the Junior High Level?

e¢) Will you tell us some of the things ymm Early Childhood
Education has done that has related to the high school?

d) @an you be humanistic and still be accountable?

e) Traditionally the administration role hasg been male. ¥ty did you
choose administration and what doé you: see as the future for
women?

Ms. BP appeared to be very calm and showed no visible signs
of nervougness during the interview. T%hen she had been agked about women's role
in administration she explained that she had a husband and two sons and now with
her family grown and her husband retiring this was the first time she has had a
chance to do what she would like to do in this area. She stated that she believes
that women should be paid equal pay for equal work and ended this particular dis-
cussion by saying, "It takes both sexes to make a world".

She explained to the committee something about her work saying that
she was working mx with funds from a grant from HEW. She wag asked how she saw
herself working with a team to which she replied "it is one of the lonliest jobs
in the world but she would find it extremely fascinating".

She left the room following the chair's asking if she had questions
to ask of the cormittee. She reported that she had the opportunity to see the
district mxik earlier in the day and thanked the committee for their time.

BT was accused by several members of not asking one question. H e
said that he enjoyed 1listening to the others and felt they had covered the< subject
well.

The moruing session was confirmed. GR discussed dinuner plans ik for

two (one had taken a mid-afternoon flight)
the #¥ewm applicants/and reminded the committee that they needed to decide about
12t to do with the candidate who had a sprained ankle. Theyddecided that they felt
they could not delay and decided to drop her name.

QH gtressed that ground rules should be set up before they were to decide
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| on "the finatists. GR suggested that they come to the ﬁoming meeting with three or
ur people in mind they could live with if others are in agreement. The meeting
broke up quickly with GR reminding the committee to bring in their evaluation papers

and name tags.
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Brzluation Criteria used by the committee: An INTERVIEW REPCRT -ADMINISTRATIVE

form had been given memhers of the committee at the beginning of each session for
~3e with the individual applicants. (See Appendixz, page __ )

This form which is divided into three areas is strictly a value judge-
meat made as the candidate was before the Ymembers. The areas covered are Administra-
tive Skills, Communication Skills, and Personal fualifications with the administrative
area being Xhm weighted the heaviest. The members seemed to nse these formg particularly
for notes denoted by observation.

The questions which they asked of the applicants covered most of
thege areas and the way the applicant verbalized his response revealed his experience,
his gkill in communication and his ability to be assertive, awére.and hig intelligence
in resoclving a problem.

The members did not question the form and this indicated to some .

degree that they found it had ugeful Jmerit.
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e Final Session: Some of the members of the committee were in the special meeting

oom much before the designated hour of arrival. In listening to the feeling most |
feld it was much too early, although DR said it was her usual time to be up and begin-
ning her day. &che asked if they could start with five names.
In response to this question, the chair théught they could 1list three.
Before the meeting started, MM questioned BT about his silence at the
the meeting the day before. MM had taken the two applicants to dinner and she re-
ported, "Everyone was wondering about you. They talked about this last night at
dinner."
The waltress came around to take the orders for breakfast. As the
members were waiting they did pour coffee and the entire group were quite excited
as they &t teased each other about various things. Finally the food arrived and
the discussion became guddenly serious.
THEE One member asked that they give their votes and this would be
Jjust a straw vote to see how the committee felt about those applying for the
position. They were to list their é;;g;;;;;;k(.threé) in the order they preferred.

EEomrEscth oo St Iwwwex When the results of the voting had

been tabulated the chair asked, "Who is just voting for one individual?" AA identified
hersslf as the guilty one and MM teased her saysmg, "And you are running for the

School Board!"
MM announced that she felt she really knew five of the candidates

quite well and DM asked if "there are any tidbits you would like to share with us".
Bhen the resultsshad been posted on the blackboard, BT agked if it

was the time to discuss the individual candidates. Getting the nod from the chair,

EX he stated that, "He believed that R had ali of the riéht answers. Too, he
was a very serious candidate.” MM agreed and related the fact that he asked so many
j00d questions at dinner.

Qther candidates were discussed. Some felt that one individumal really

needed this position to leave what might be that of as an impossible gituation. DR
reported that D "had really gotten to her emotionally." Others felt that he hdd



an excellent perception of himself.

Some of- the applicants were compared wi%h each other. Several had
similar training and background but it was pointed dut that one individual had
really done much more than the others. One definitely had a much broader back-
ground upon which to draw.

Some wanted to comment on others who were being considered. Several
asked questions concerning the applicants which seemed to indicate that they needed
more information about each of them before making a decision.

GH defended one of the local épplicants because he had known him and
knew what to expect. This wassthe reason that he had rated him so high on his list.

Finally one of the members asked the Regional Director ﬁho Wwas serving
on the committee for his feelings. He replied that his reasoning was based upon

biag. He continued saying, D has had more experience than is needed

for the job. However, it Zmmmprmamiwiomz has been my particular feeling that you'
don't go to a new piace to apply for a position and severly critiekze the place
fnere you are employed. Another member arose to his defenge saying that she
believed that he would go to bat for his teachers and she felt strongly about him.

Qther applicants were discussed in the light of supporting the teachers.

Finally DR ask if the group was ready to move on to discuss BP -
Some of the group continued to discuss D and several members brought

up strengths and weaknessess about all of the candidates.

At this point GR reminded the committee that if they were to get through
what they should move along. Several of the women members wanted to discuss the
woman applicant. EM stated, We desperately need women and minorities. We also
need capable administrators. It is haré to be gpecific: about how capable she is.

I liked her séyiné that her job wasn®t her whole life.™

IR spoke up saying she would like to ditto the preceeding remarks.

'T was a little disappointed that she didn 't relate more. I wished she had given
other examples of how she handled things. I had some concerns about her but I

had concerns about everyone."  Another woman member reported that she felt that she

would be very dynamic. Having taught has a great importance.”
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The chair reminded the committee that they had devoted forty-five
ﬁinutes to the discussion thus far. A motion was made that the bottom two
names be dropped.

One of the members reminded these representaﬁives from the district
gseeking a director that they "needed someone who would be very strong...very
vigible, too." Another member suggested that they needed someone exciting but
not threatening. They all agreed that this was a most difficult discussion.

Iwo of the members agreed that all of the candidates"meét our criteria.” The
others voiced some agreement.

GR interrupted the train of thought by pointing out that he would
like to make a point for Affirmative Action and that was on the f£inal vote, if
there is no female or minority considered, would they be willing to add a fourth
name. e conmittee nodded in approval. One member - a woman member - gtated,
"There is no way that I can feel that strongly about BEP o

The discussion shifted to the local in-district applicants. The
committee indicated that they felt good about bgth of these two applicénts. A

member spoke in behalf of une candidate by saying, "I would like to say something

about TR . He is a very bright and pefspective individual. He makes up for

his lack of experience by obseryation and studying the situation." Another member
gupported this view, saying, "The more that I work TR the more impressed

Iam." |

DR gave a glimpge of both candidates in her spécial interview the
night befare. "One seemed quite sure of himself and the other had real questions
of concern™.

Thevcormittee :teok an official ballot with the results as follows:

( on file)

GR asked if there was a proposition on the floor. He asked if one
f the candidates was close enough to be congidered. As the vote had been decided
BT asked, "Ig there something wrong with getting through eariy?

GR explained that he wanted to give the committee a chance to change
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their minds if they wanted. "vhat do you think we are ....a bunch of women?"replied WB.
The women members aid not seem to hear or decided to refrain from reacting.

GR thanked the committee profusely. Hé gaid that he believed that
they are the best group he had worked with and he was pleased to see how quickly
they were able to make up their minds. He stated that some committee have to vote
four or five times. One of the women members sald that she respected each person's
opinion. ‘

ﬁﬁ The members continued to drink their coffee and finish their
breakfast astonished that their work was completed. MM revealed that she really
had felt good about the committee -- even DM. "I jusi know who the Superintendent's
choice will be", ghe added.

- DA gaid that he believed that everyone should comment on the way
the entire procedure was conducted. DR spoke up saying that shg would like to.
see a long time frame for each candidate go that he could evaluate khe position
anduthe committee could get to know him betﬁer. Several others thought this
might be helpful.

GH reminded the group that they had already put in a full day and
it wasn't even 8:00 a.m. yet!

Several asked GR when the committee would kaow of the Superintendent's
decidion and GR aggured the committee they would know sometime Monday afternoon.

BM asked him to let them know before the Supefintendent announced it "to the whole
world." GR said that TP would want to take it to the school board on Monday night

GH spoke up and announced he had three short comments to make. "I%
was a good experience, too long, and he thought GR was a good chgirpersen!™, he
cormented.

GR reminded the committee that persomnel declsions are very important.'
DR added that she had never served on a school committee which has as cohesive
ag thig group and she added that she had served on many.

WB congratulated AA for having to devote this time when she was also

running for the school board. She in turn beplied that she was impressed with
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Gé's leadership. She felt that he was very percepti;e in knowing when and how
mich to interject his own ideas. ©She compared this to the county work she is
involved with and noted their was a marked difference. |

As the members talked to each other, it appeared that they had mzmz=
beconme very close in their feelings for each other and no one was in auny hurry to
leave. Several asked if they pight plannimg on getting together égain and gll of
them seemed to think this was an excellent experience for each of them individually.

Slowly they left the small meeting rcom at the Holiday Imn with an

almost apparent reluctance to begin their responsibilities for the day.

e e TRt Bk prn
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CHAPTER V
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

Summary of the Objectives

The specific purpose of this investigation which was documentated

in the spring of 1977, wasg to:

a. Document the process used in decision-making in the recruitment,
sereening and the selection of a high level administrative
position in a large school district.

b. Structure a framework for decision-making --a model--which
could be used for the selectioun of a candidate to meet
specific job criteria.

c. Interpret and to relate how the selection and recommendation
committee deals with the mandate concerning Affirmative Actionm.

— In addition %o the sgtated purposes of this study the following areas
were relevant for consideration as it was neceggary to: '

a. Explore the literature to determine how individuals are placed
in positions of administration throughout the country.

b. Study the history of this top-level position in this particular
distriet to learn something about the style of placement used.

¢. Learn how the individuals were chosen to be representative
of the school system to act as members of the selection/
recommendation committee.

d. Interview the finalists to determine why they were interested
in the posgition, their reaction to the interview process and
to articulate thair suggestions for improving the process.

e. Structure a model which could be used in other circumstances
to determine who is the begt individual for the pogition.

The data was obtained by actual documentation of specific events
which took place during the spring of 1977. In addition the interview questionnaire
was employed to elicit information which would be helpful in structuring the model
and to recommend certain improvements in procedure for other systems to employ.

The Method Used for the Study: This case study == is a documentated

: LMY . Py
descriptiva record of a particularhgchool digtrict in one of the Westerm states.

The observations were made over a period of four months by an impartial cbserver

who had a prolonged contact with the problem. An attempt was made tq nqt_only provide
description but fo give some analysis regarding the behavior of the individuals
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‘wtho were involved in the process.

Although a number of school systems use a process similar to the one

the suggested process may not be

described within thi:s-report and therefore/imxwa% unigue, many have not employed
the screening/delection committee to assist in screening process to present the
finaligts to the superintendent for his decision.

The Model suggested here is the step-by-step procedure used in the
decision ~making process to fill a high level vacancy iu school administration.

It may be reproduced on a smaller scale to use in filling a position of legsger

importance or duplicated for a search in filliug a similar position.

SAMPLE MODIHL - meawwu. For _bae.msw._'vna}&t“-a

l.. Statement to announce that there is position to be filled
2., Steps in Recruitment

a. Draft a position description

b. Outline a plan and work out a timetable

c. Advertise the position to be filled
3. XHX Appointment of a Sereening/Selection Commitiee

a. Qutline the timetable
b: Supérintendent giveg the charge to the Committes

L. Initial screening of applicants by a well-qualified individual

a. Identify the candidates qualified to apply
b. Evaluate the applicadions and resumes
¢. Select the candidates for the interviews

5. The Interview process 'Q
* a. Conduct the interviews
b. Rank theicandidates
¢. Make the recommendation to the Superintendent
d. BEvaluate the process
6. The Final decision by the Superintendent

a. Announcement to the Board
b. Formally notify the finalist

7. Final clean-up

a. Announcement to candidates that they were not hlred

B; Letter acknowledglng appreciation for woerk done by committee
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, Summary of Findings: Out of town finalists were advised by letter that

there would be a follew-up interview by telephone to ascertain their impressions,
reactions, and feelings concerning their interview. The questions were included
in the letter. In-district applicants were interviewed personally and asked the
game questions. Time was also allocated to record their suggestions for use by
future committees and school personnel interviewing applicants. The questions and
the summary of responses are included below:

1. Did you feel that you had ample information about this school

system prior to your interview?
finalists

Over half of the wpEkinordky indicated that they did not have
sufficient information and had requestéd.additional information
from the school administration office and from other sources asuch
ag the Chamber of Commerce, the local newspaper, etc. Several
stated that having an opportunity to be shown around upon arrival
‘and prior to the interview was most helpful in giving them a grasp
of the gystem which they felt was necessary.

2. How did you feel about the screen committee interview? In particular,
time alloted, questions asked and the structure of the interview?

a. Time alloted: All seemed to feel it was ample.

b. Questions asked: Most of the respondents gtated that they felt
the questions were very much to the point, open-ended, covered
adequately the candidate's background, capabilitieg, and experience.
One individuzl thought it was the "best interview he had had."
Another indicated being a little upset by one of the guestions
asked as it did have some affect on the asawers given later %o
other ‘questions.

¢. Structure of the interview: Most of the finalists thought it was an
excellent format. They indicated that they felt totally relaxed,
at ease; 1t ovame across as "a senge of informal formality" and another
’ suggested that he liked it becauge there was no sense of really
being grilled in the various areas of concern in which he was guestioned.

3. Did you have an opportunity to communicate everything you wished to
inelude?

Most of the applicants felt that they had been able to do this. One
reported that he thought of things on the his return trip on the plane
vwhich he wished he had said. Another reported that he had prepared
some statements which he wished to make xxk however, he didn't get

to them. He concluded wistfully that," I wish in a way I could have."

— - - el - ama o omEnoEma—



As you understood this screen process, do you think it was a fair
one? Thy or why not?

811 of the finalists believed it was fair. One individual questioned
where the committee's involvement finally ended. '"Declision making

gtarts out as fair as possible, but it is ultimately the superintendent’s
decision." One of the in-district candidateg felt that he had no
opportunity to meet with the superintendent as did the out-of-district
people and he indicated that he did not believe this was fair. Another
individual would have liked to have some feedback to indicate to

him where he "had not measured up".

that suggestions do you have in helping future gscreening committees?

Several suggested that they felt that students should have been re-
presented. One suggested that two committees might be assigned to

work on several vacancies and then have the applicant meet for forty-
five minutes with each committee. In this way they could compare

their assessment of the individual and gain a better understanding with
broader base. Another applicant thought that there 1s a real need

to treat all candidates the same - both in and ocut-of-district. One
applicant stressed a need for more confidentiality. He stated, "There
are too many people exposed to too much information and this could be
very damaging.!" Another candidate said, "Next time pick mel™

vhat was the best thing about your application process?

Several mentioned that the chair, the ex-officio member of the committee,
was —ery professional from the beginning to the end. One added, "in fact,
right up to his last letter." Several mentioned that they enjoyed

the comrmittee, liked the way the cormittee ireated them and felt

fhat each one seemed concerned about making them feel at ease. Another
mentioned that he liked the lack of red tape. He thought the job )
desecription was well articulated, he had responded with a lebter and

the request for information concerning the application was simply

stated and he conmplied.

¥hat was the worst thing about your applicalion process?

Two individuzls reported that they £21t uncomfortable because two or
three commitlee members said practically nothing. Two mentloned the

" et lag" because of their long plame flight and wished they had arranged
to arrive earlier to compensate for this. Another mentioned his

time with the superintendent was not the way he was hoping it would

be. And another individual reported that he could not say that there

was anything negative about the process.

Do you have any additional comments about the screening process?

One applicant felt that there was too much of a time lag factor in

the total process., He had applied, didn't hear anything, then was
notified about the interview, had the interview, didn't hear, tried

to ecall several times and couldn't get through. BHe felt that this
could be handled better with more communication and more often from
the administration office. Another applicant had a real reservation
about a parent serving on the cormittee and trying to evaluate the
gapabilities of an applicant. He said, "There is no way that a parent
has the understanding to make a fair judgmentl®
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Several suggested that each selection committee have a student
representative whether they are directly or indirectly involved.
They felt that it was a good experience for a student and could
have a definite influence on his own career. Several felt the
time spent with the superinteudent was very valuable. One said
he was glad he applied just for that experience alone. Another
applicant wished that he might have seen the superintendent kefmx
after he had been with the committee.

One applicant felt that the application form was geared more to
teachers than it was to administratorssand suggested that a new
form be designed with this in mind.

Screening Committee Interviews: The members of the Screening Committee

were contacted.géveral months after the administrative position was filled. Their

reactions are revealed in the following comments to questions asked during the

interview:

v

Thy do you think you were seclected for the selection committee for
this position?

The answers ranged from oneéttating that this was part of their
involvement as a member of the schood administrative staff to

"I have no idea". One member suggested that the superintendent
likes to irziude someone from all levels, another felt that he
was asked to serve because he percecives others well and another
from the commnity was glad for the opporiunity to assist the
school system as they are constantly being asked to let outsiders
pge their facilities and student personnel for thelr own use and
this way they could be helping with this study.

2.2 %nat special skills do you think you brought to this commibtee?

One member thought his uniqueness was that he read people well as

he had been interviewiung people for some years. Another felt that
because he had been in the district for some time and he representated
a Junior High. School perspective. One member admitted that she was
fearful at firgt and wondered if her concerns and values would be
consistent with the other members. Later she felt that there was a
great similarity and this was reassuring. Another felt that because
he knew the demands and expectations of the job was the xmmymm skills
he possessed. Another stated that he had the skills of possessing
bty an overview of the district that others don't have. Several
others had served on similar committees in the past and felt that

they had skills stemming from these experiences.

vhat special qualities were you looking for in the individual to fill
this position?

A great variety of answers came from this question. One wanted a
person truly interested in the education of kids as he has a concern
for the administrator's effect on kids. He wanted someone with high
standards and the ability to maintain them.

gested‘T“‘%=; interested in finding gomeone pro%r9351ve,
open—mlndeﬁ, personable, eagy to meet, willing to try some hing new,



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
(}‘.": < 0"? G
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

T = e e e e e et i e i e e S eI = L e A e e



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
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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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VII.

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)



Seweoh Winieeds
Bp i emn e Flow Chax \

?oal iow ‘—Rn.?o*(a& : ’_R-Lq:lbwﬂ Lo yvectoy

T Diafvicy Tu ={nlec ’ O wy ﬂ% STexle Yoinrls

| ot
LM (fresn)

!

é&ancewtw&% ) . . l
ALY DYy
A\ .

Ank \D. B

Scene 'c\\‘aub Min,

ot
F

31»\4:&:3&‘3 W

SESTEY Repe T I R Tt S R Al e LI U E e Sy o el

"\Jo"i'h\.\s

Legend !
k%;\'mbfrﬁl\)



" o éﬂt;;ﬁc‘ﬂﬂfafaﬁh&LdC{b
’ y E‘ﬁ YLDC{;Lg{ 16214,

{44«.‘;41 Yz P

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?
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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

- e e Bt e TP





