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STAR IsLAND CORPORATION

Pelican Selection Criteria and Staffing Process

The objective of the hiring process is to asseraldrong, cohesive, talented and diverse
staff, capable of delivering the best possibleises/to conferees while operating,
maintaining and improving the island’s physicalntland natural environment. Within
this context and consistent with the Corporatignission as a religious and educational
not for profit organization, and because we livamintimate and close-knit community,
we seek individuals who will contribute to and en¢ethe overall health and vitality of
the island staff community. We also seek to baldheéenefits of staff longevity, for
both Pels and the island, while insuring sufficiepenings each year to permit the hiring
of a substantial number of first-year Pelicanss®eth specific technical skills or Pels in
key supervisory positions may be hired for addaicseasons to insure continuity of
operational and technical skills need to run th&f@®nce center and island.

Selection Criteria

Criteria are established in advance of the hireassn, and are rigorously adhered to
throughout the selection procedure, in order tgpkeehe process objective. While some
criteria are more important than others, decisamesbased on a holistic assessment of all
the criteria as they apply to each individual.

The following criteria are considered in assessinfyst-year applicants:
Of Primary Importance: (not in rank order)

» Job related skills and experiences.

» Quality of references: Applications are not consedecomplete until we receive
two references from non-family members.

* Available dates and ability to fulfill all or mosf the conference season.

* Independent living experience: Having lived awaynirhome and having gained
experience with independent living is a plus iniiveng process. Generally, we
do not hire applicants under 18 because of legatdiions on the use of certain
kinds of equipment.

» Applicant’s job preferences.

* We also consider: (not in rank order)

o Potential to enrich, diversify, and contribute he Star Island community.

o Previous Star Island connection.

o Timely receipt of application and supporting matkxi While late
applications are considered, preference is geyegalen to applications
which have been received by the due date.

For Pelicans applying for a return season, we corgr all of the above with the
exception that we do not require references. In adtion, the following unranked
criteria are considered in assessing applicationsdm experienced Pelicans.

» Past Pelican job performance.

* Available dates and ability to fulfill all or mosft the conference season.

* Adherence to previous contracted leaving dates.

» Contributions to the Star Island community.

* Demonstrated responsible behavior on and off the jo



Selection Process — Regular Season and End of Seaso
The following is an outline of the key steps in Hatection process.

1. October — Department Heads and Portsmouth cftadé review the performance of
previous summer staff while information about teason is still fresh. All evaluation
forms, both self-evaluations and supervisory euadna are compiled in a resource
book to serve as a reference throughout the process

2. November — Hiring process and documents rewdeavel updated if necessary.

3. December and January — As applications arewedginformation is entered into a
database to enable us to sort applications by preferences, arrival dates, etc.

4. January —

Supervisor applications and letters of interestravéewed and supervisors are
selected based on the applicant’s skills and pa$bnance, as well as their
crew preference.

5. February -

a. Returning Pelicans with strong records are assdigmerews based on the
applicant’s preference and according to skillssTesults in significant
overstaffing of crews.

b. Prospective (first-year) Pelicans are ranked adogrith our selection criteria
and the most promising applicants are assignetetescaccording to skills
and preferences.

c. A long and difficult process then follows in whitthe number of Pelicans on
each crew is reduced to the number of positionthercrew. An unassigned
list, wait list, and no hire list are generated.

6. March

a. The draft crew rosters and lists are sent to sug@s/who are theninvited to a
meeting in Portsmouth, along with Department Hesadbsthe Portsmouth
office staff. Supervisors who cannot attend in perattend via conference
call. Assignments are adjusted based on the ifphecsupervisors All lists,
with the exception of the final roster of appointelicans, remain strictly
confidential both during and after the process.

b. Contracts are mailed. If contracts are declinets &e the unassigned list
are assigned to jobs and when all unassigned Beésdtcepted positions,
further openings are filled from the walit list.

Selection Process — Open Up

Generally, our Open Up crew is comprised of expeeel Pels who have been hired for
the regular season. Open Up jobs are both techifacalhich strong technical
experience is a pre-requisite, and non-techninatither case, a strong work ethic, the
ability to work with minimal supervision and demtnased responsible behavior are
essential to a productive and safe Open Up. Allhefrest of the relevant criteria used
during the regular season hiring process are asd in the Open Up selection process.
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Selection Process — September and Close Up

Employment in September is available to those Whts have an outstanding record
during the regular season, or for applicants whetrttee criteria referenced above.
Close Up constitutes a new contract and there gresumption that having been hired
for the regular season or for September guaraer@etoyment during Close Up. The
selection criteria for Close Up are the same a©fwen Up. With many more applicants
for Close Up than there are positions, contracsasrarded to those Pels who have the
strongest technical skills, who have had very gfnp@rformance records during the
summer and who meet the rest of the criteria useitiglthe regular season hiring
process.
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