Determining the Candidate’s Suitability

Once a candidate advances beyond the hurdle of qualifications, the committee must consider his/her suitability for the job. If one or more of the items below appears in an application, the candidate may have serious problems. If the applicant is otherwise qualified the committee must decide if an interview should be scheduled. During the interview, factors that cause concern should be explored and an explanation required.

1. Have there been frequent, unexplained moves? Individuals who move from community to community without apparent explanation may be leaving a trail of debt, criminal activity or child abuse.

2. Are there gaps in employment? Precipitous changes in employment with unexplained gaps may indicate poor work habits, termination, or employment not listed on the application for fear the employer would give a poor reference. Another explanation may be a period of incarceration or institutionalization.
3. Are any criminal convictions or serious motor vehicle violations listed? Any convictions should be examined in the light of the requirements of the position for which the applicant is being considered. Certainly, if the position involves handling money, crimes such as forgery, robbery and embezzlement are pertinent. If the position would not require use of an automobile, speeding tickets may not be germane. A series of tickets, however, may imply a lack of judgment or maturity needed for some positions.

4. What avocational interests does the applicant have (including hobbies and community activities)? Involvement in age-appropriate hobbies and community activities suggest emotional maturity. Over-investment in children’s activities – youth groups, sports, and Sunday school teacher – to the exclusion of social activities with other adults may indicate an unhealthy compulsion to be around children.

Suitability is as important as any other characteristic an applicant possesses, although often harder to measure. The lack of it sometimes comes across as a "gut feeling" rather than an identifiable shortcoming. Such feelings should be explored, not discounted. Do several members of the committee share the same uneasiness? Do the concerns stem from admissions or omissions made in the application or from an outside source? How reliable is it? Can a level of severity or frequency be determined? Answers to these questions should be pursued as the hiring process moves into the interview stage.
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