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Affidavit of Lee Simmons 

Background 

1. My name is Lee Simmons. I am the Talent Management Director for the 

Huntsville City Board of Education (“District”).  I have held this position 

since July 2016. Prior to serving in this role, I held the position of 

Professional Development Coordinator (2012-2016). I am responsible for 

coordinating and overseeing the District’s hiring and assignment 

processes, vacancy postings, applicant screening processes, recruiting 

program, training and professional development for certified employees, 
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and evaluations for certified employees. In both positions, I play a critical 

role in overseeing the District’s implementation efforts of the Consent 

Order regarding faculty. Importantly, I have been employed by the District 

in a central office position and directly involved in the District’s 

implementation efforts at all times since the District began implementing 

the Consent Order.  

2. Prior to serving as Talent Management Director and Professional 

Development Coordinator, I served as the District’s Curriculum Specialist, 

focused on school improvement (July 2009 to June 2012). In addition, I 

have served as a Reading Specialist (October 2005 to June 2009), Reading 

Coach (August 2003 to October 2005), and classroom teacher (August 

1998 to May 2003).  

3. I have a Masters of Arts in English from the University of Alabama in 

Huntsville, with a P-12 Reading Specialist Certification. Additionally, I 

have a Bachelors of Science Education with a P-3 Early Childhood 

Education Certification. I am also a graduate of Huntsville City Schools.  

4. A copy of my complete resume is attached hereto as Exhibit 1.  

5. I submit this affidavit to provide information in support of the Motion for 

Partial Unitary Status as to Faculty and Staff.  The purpose of my affidavit 
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is to provide the Court information necessary for understanding the 

District’s efforts in implementing the faculty section of the Consent Order. 

Hiring Procedures – Certified Teachers 

6. I thought it would be helpful to begin my discussion of the District’s 

implementation efforts by providing an overview of the District’s hiring 

procedures for certified teachers.  

Vacancy Posting 

7. The District’s hiring process begins with the distribution of a vacancy 

notice and posting on the Alabama State Department of Education’s 

(“ALSDE”) Teach in Alabama website. I have been responsible for 

oversight of vacancy notices and job postings since September of 2020. 

Prior to that, Micah Fisher, the District’s Human Resources Director, was 

responsible for oversight of vacancy notices.  

8. The District’s job vacancy posting obligations are governed by Alabama 

Code § 16-22-15 which sets timelines for the posting of vacancies and 

outlines what must be contained within a vacancy notice. For example, 

Alabama law requires that the vacancy notice for certified teachers be 

posted at least seven days before the position is to be filled. Alabama law 

requires the vacancy notice to include: job description and title; required 

qualifications; salary schedule and amount; information on where to 
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submit an application; and information on any deadline for applying. The 

District’s vacancy notices have at all times complied with the requirements 

of Alabama law.  

9. The purpose of the notice of job vacancy is to alert potential applicants that 

a job posting has been made on the ALSDE Teach in Alabama website. 

The information required by Alabama Code § 16-22-15 is housed on the 

ALSDE Teach in Alabama website, which is the same website used by the 

applicant to submit an application. 

10. A vacancy notice is posted for all vacant personnel positions. Notice of a 

vacancy is posted on the ALSDE Teach in Alabama website, on a bulletin 

board at the District’s central office, at schools around the District, and e-

mailed to all users with a District e-mail address.  

11. Importantly, in an effort to build a strong applicant pool, the District does 

not typically make vacancy specific postings on Teach in Alabama. 

Instead, the District maintains yearly, district-wide, content area specific 

job postings for certified teachers. For example, if the District has an 

opening for a 9th grade English teacher at Huntsville High School, the 

District would not create a job posting specific to that position. Instead, the 

District would provide notice of the vacancy and invite applicants to apply 
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to the job posting for a district-wide English teaching position, grades 6-

12.  

12. By having district-wide job postings, applicants are not required to reapply 

to numerous job postings every time a vacancy occurs in the District. Once 

the applicant submits an application to the district-wide job posting, the 

applicant will be considered for all vacancies in that content area.  

13. Consistent with the requirements of Section V.C.1.a of the Consent Order 

(Doc. 450, p. 67), the District has maintained records of each vacancy 

notice.  

Initial Applicant Screening by Talent Management Department 

14. Once a vacancy notice is posted, the District begins receiving applications 

from interested applicants. All applications are received via the ALSDE’s 

Teach in Alabama website. Once an application is received, the application 

is screened by me or a member of my team. I am responsible for oversight 

of the initial applicant screening process.  The purpose of the initial 

applicant screening is to confirm that the applicant meets the position’s 

minimum qualifications, meets Alabama teaching certificate requirements, 

lists adequate references, and lists any criminal history.   

15. I have attached hereto as Exhibit 2 a document titled “Ten Step Instrument 

for Screening Applicants in Searchsoft.” I require that members of my 
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team use Exhibit 2 when completing the initial screening step described 

above. Exhibit 2 provides the screener specific directions for how to 

properly screen a new application. The District maintains records related 

to applications received and initial screening results. Except in special 

circumstances1, applications that do not pass the initial applicant screening 

are not considered for the position. Applications that do pass the initial 

applicant screening are referred for an initial interview by the District’s 

interview committees.  

16. Consistent with the requirements of Section V.C.1.b of the Consent Order 

(Doc. 450, p. 67), the District has maintained records of all application 

materials for District vacancies available from the State of Alabama’s 

application portal.  

Interview by Interview Committee 

17. If an applicant passes the initial applicant screening, the applicant is 

scheduled for an initial interview with a District interview committee. I am 

responsible for oversight of the District’s interview committees and 

ensuring compliance with the Consent Order provisions related to 

1 Because of extenuating circumstances created by the teacher shortage, the District reconsidered 
some non-passing applications in the summer of 2022. This was done most commonly for 
applications that only failed pre-screening due to teaching certificate issues. The District was 
concerned that, without taking this step, the number of open vacancies could impact the 
District’s ability to start school on time for the 2022-2023 school year. 



7 

interview committees. I am responsible for creating and reporting data for 

the Annual Court Reports that respond to sections V.D.1 and V.D.2 of the 

Consent Order regarding interview committees and exigent circumstances.  

18. Once an interview is scheduled with an applicant, I ensure that a group of 

two to four diverse certified employees are scheduled to complete a 

screening interview of the applicant.2 My department maintains a set of 

interview questions for certified teaching positions that are used by every 

interview committee. I have attached hereto as Exhibit 3 the most 

commonly used and current interview question forms used by interview 

committees.3 The interview question forms are separated by content area. 

Thus, there are unique question forms for math teachers, science teachers, 

gifted teachers, secondary teachers, social science teachers, reading 

specialists, foreign language specialists, and many more.   

19. Interview committees are required to use the interview questions contained 

in Exhibit 3. Since March of 2020, interview committees have completed 

2 Towards the end of the summer of 2022, due to extenuating circumstances created by the 
teacher shortage, the District waived the screening interview. This meant that applicants went 
straight from the initial applicant screening to placement on the master spreadsheet for a 
principal interview. Without taking this step, I was concerned the District would be in danger of 
not having enough teachers in the classroom to be able to start school on time for the 2022-2023 
school year. My belief is this decision did not harm applicants and only served to speed up the 
hiring process. 
3 The District maintains interview question forms for almost every position in the District. Thus, 
there are close to a hundred or more interview question forms. 
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interviews via zoom. Applicants are scored on scale of 1-4 for each 

question response. At the end of the interview, the interview committee 

reviews and compares scores for each question. Then, the interview 

committee is required to work together to reach a consensus regarding each 

applicant’s overall interview score.  

20. Once the committee reaches a consensus score, the committee then 

completes the “Interview Summary Report.” I have attached hereto as 

Exhibit 4 an example “Interview Summary Report.” The Interview 

Summary Report lists the candidates name, consensus score, area of 

certification, whether the applicant is recommended for employment, and 

the list of interview committee members.  

21. Applicants that are recommended for employment are added to a master 

spreadsheet that lists all applicants recommended for hire for that school 

year. The master spreadsheet lists each applicant’s name, race, interview 

committee score, interview date, jobs applied for, certification status, years 

of experience, education history, contact information, and notes on the 

applicant. When vacancies occur in certified positions, the master 

spreadsheet, as explained in more detail below, is used to generate a list of 

screened applicants for consideration by the local school.  
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22. After the Consent Order was approved by the Court in 2015, the District 

struggled during the 2015-2016 school year to maintain interview 

committee diversity because interview committee participants would 

cancel at the last minute because of an emergency or other obligation. For 

example, during the 2015-2016 school year, the Talent Management 

Department reported that the District had 148 interviews that did not have 

a diverse interview committee out of 918 total interviews. While this was 

still an 83.9% success rate, I knew the District could do better.  

23. I was determined to ensure that every screening interview in the District 

would be completed by a diverse interview committee. Thus, after the 

2015-2016 school year, I took steps to ensure diversity. For example, my 

department began scheduling interview dates well in advance to give 

committee participants plenty of notice of an upcoming interview. My 

department began sending out reminders to interview committee 

participants. I designated certain employees as emergency back-ups in the 

event an interview committee participant had a last-minute cancellation.  

24. My staff and I have, in the past, had last minute cancellations by expected 

committee members which required us to hit the stairs at the central office 

and go floor by floor looking for someone to fill the spot. We make calls, 
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send texts, and do everything we can to ensure diversity on interview 

committees.  

25. I am proud to say that between the 2016-2017 and 2019-2020 school years, 

I only reported 30 total screening interviews that lacked a diverse interview 

panel. I was very proud to report that, during the 2019-2020 school year, 

all district screening interviews were completed by diverse interview 

committees.  

26. This data is not a reflection of my efforts alone, but, instead, a reflection 

of both how serious the District takes its commitment to ensuring diverse 

screening interview committees, and a reflection of the teamwork of all 

District staff, from the classroom to the central office.  

27. I am proud of the District’s good faith efforts and commitment to ensuring 

that the racial composition of each interview committee approximated the 

district-wide racial composition of certified staff.  

28. Consistent with the requirements of Section V.C.1.c, the District has 

maintained records of each applicant extended a District-level screening 

interview for certified staff positions. In addition, the District has 

maintained records of any written interview questions administered during 

the selection process for certified staff, including any written responses, as 

required by Section V.C.1.d of the Consent Order.  



11 

Filling a Vacancy 

29. Typically, someone from my team speaks with the principal of the school 

with the vacancy to get the principal’s view on the school’s needs and 

goals. Next, I analyze the faculty of the school in question. For example, I 

consider the experience level, racial demographics, and education history 

of teachers on the grade level at the school with the vacancy. I consider 

whether this a grade level with experienced teachers that could mentor and 

help a new teacher. Alternatively, I consider whether this is a grade level 

of new teachers that could use the addition of an experienced teacher. Next, 

I consider the school’s faculty as a whole as compared to district-wide 

averages for race and experience. I also analyze the District’s ratios as it 

relates to Section V.B.1 of the Consent Order to ensure the District is in 

compliance with the provision related to teacher assignment.  

30. After my team has reviewed all of this information, we review the 

applicants listed on the master spreadsheet. We provide unique candidates 

to the school principal based on the following guidelines4: 

a. One to two vacancies in the same content area: four unique 

candidates. 

4 My ability to provide unique candidates consistent with ¶ 30(a)-(d) is dependent on there being 
enough applicants to fill the required quota. 
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b. Three vacancies in the same content area: five unique candidates. 

c. Four vacancies in the same content area: six unique candidates. 

d. Five or more vacancies in the same content area: three more unique 

candidates than the number of vacancies. 

31. When selecting prescreened candidates from the master spreadsheet, my 

team works in collaboration with the Superintendent, Deputy 

Superintendent, the respective Director of Instruction, and in the case of 

special education or counselor vacancies, the Director of Special 

Education or Counseling Services Coordinator, as appropriate.  

32. My goal is to select recommended and diverse candidates for the principal 

to interview and consider. However, if a school is out of compliance with 

Section V.B.1 of the Consent Order, the school may only receive 

applicants that match the race needed to ensure compliance with Section 

V.B.1 of the Consent Order.  

33. This process allows the District to ensure that it is assigning classroom 

teachers such that the racial breakdown of teachers within each school 

reflects the district-wide average for the grade levels served by that school.  

34. Once the principal receives the applicants for consideration, the principal 

takes control of the process, with oversight from myself, the 

Superintendent, the Deputy Superintendents, and, if applicable, the 
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respective Director of Instruction. The principal must review each 

candidate’s application and interview each candidate. After reviewing each 

application and interviewing each candidate, the principal may reject all 

applicants provided and request a new batch of applicants only if the 

principal submits explanations as to why the group of candidates are not a 

good fit for his or her school. If that occurs, the District would send another 

batch of possible candidates.   

35. The process at the school level has evolved since the implementation of 

the Consent Order, with the primary changes relating to the forms used at 

the school level and the amount of reporting required of the school to the 

central office team. Below, I will describe the District’s current process.  

36. Interviews at the local school level must be completed by a diverse panel 

of at least three staff members.  When scheduling interviews, the principal 

must complete the “Interview Schedule Form.” A copy of the “Interview 

Schedule Form” is attached hereto as Exhibit 5. At the completion of the 

interview, panel members must complete the “Panel Recommendation 

Form.” A copy of the “Panel Recommendation Form” is attached hereto 

as Exhibit 6.  

37. Once an applicant has been selected for hire by the principal, the principal 

must call at least one professional reference listed on the application and 
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complete the “Professional Reference Form.” A copy of the “Professional 

Reference Form” is attached hereto as Exhibit 7. Provided the reference 

check meets expectations, the principal, using the Teach in Alabama 

software, recommends to the Superintendent that the applicant be hired. 

The principal must also submit copies of the Interview Schedule Form, 

Panel Recommendation Form, and Professional Reference form to my 

department.  

38. The District maintains a document titled “Teacher Placement Process” 

which outlines the above procedures. A copy of that document is attached 

hereto as Exhibit 8.  

39. Once an applicant is recommended to the Superintendent for hire, the 

Superintendent reviews and considers the recommendation. Then, if the 

Superintendent agrees with the principal’s decision, the Superintendent 

recommends the applicant for hire to the Huntsville City Board of 

Education.  

Hiring Procedures – Classified Employees 

40. Classified employees include all non-certified employees in the District. 

Prior to the 2022-2023 school year, most classified employees in the 

District were employed by a contract staffing agency. However, the 

District has recently started hiring more of its own classified employees. 
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Examples of classified employees would be Child Nutrition Program 

workers, security staff, maintenance staff, and custodians. I am responsible 

for oversight of the hiring process for classified employees.  

41. Vacancy postings for classified employees follow the same rules and 

procedures as that of certified teaching positions. Thus, my statements in 

paragraphs seven through ten above are true for classified employees as 

well.  

42. Like certified teaching applicants, classified employee applications are 

screened by my department. To pass the initial screening, a classified 

employee must meet the listed job requirements and have two completed 

references. Unlike certified teaching applicants, classified employees do 

not go through an initial screening interview by an interview committee.  

43. If a classified applicant passes the initial screening, the classified applicant 

is added to a master spreadsheet, just like a certified teaching applicant.  

44. When a job is requisitioned, my team reviews the master spreadsheet and 

provide the local school principal with applicant materials for candidates 

based on the following guidelines: 

a. One to two vacancies in the same area: four unique candidates. 

b. Three vacancies in the same area: five unique candidates. 

c. Four vacancies in the same area: six unique candidates. 
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d. Five or more vacancies in the same area: three more unique 

candidates than the number of vacancies. 

45. Once the principal receives the application materials, the principal must 

schedule interviews for the applicants. As with certified employees, the 

process at the school level has evolved over time. Below, I will describe 

the District’s current process.  

46. When scheduling interviews, the principal must complete the “Interview 

Schedule Form.” This is the same form that is used for certified teaching 

positions. (See Exhibit 5). Principals must interview the applicants using a 

panel of at least three diverse staff members. Principals must provide the 

panel with a list of interview questions and keep all copies of interview 

materials.  

47. At the completion of all interviews, the interview panel members must 

complete the “Panel Recommendation Form.” This is the same form used 

for certified employees. (See Exhibit 6).  

48. Once an applicant has been selected for hire by the principal, the principal 

must call at least one reference listed on the application and complete the 

“Classified Reference Form.” A copy of the “Classified Reference Form” 

is attached hereto as Exhibit 9. Provided the reference check meets 

expectations, the principal, using the Teach in Alabama software, 
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recommends to the Superintendent that the applicant be hired. The 

principal must also submit copies of the Interview Schedule Form, Panel 

Recommendation Form, and Professional Reference form to my 

department.  

49. The principal’s hiring recommendation is then reviewed by the 

Superintendent. If the Superintendent approves of the hire, the 

Superintendent recommends the applicant for hire, and then the Huntsville 

City Board of Education votes on the recommendation.   

Administrator Applications 

50. I also play a role in the District’s process for hiring school principals and 

assistant principals. My role in this process is to oversee the initial 

applicant screening process and initial applicant interview by the 

Administrative Screening Team.  

51. Like for certified teaching positions, once a vacancy notice is posted, the 

District begins receiving applications from interested applicants via the 

ALSDE’s Teach in Alabama website. Once an application is received, the 

application is screened by my team to ensure the application meets the 

requirements for the posted position. If the position has a high number of 

applicants, my team also checks for recent past experience and for any 

preferred qualifications.   
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52. The District maintains records related to applications received and initial 

screening results. Applications that do not pass the initial applicant 

screening are not considered for the position. Applications that pass the 

initial applicant screening are referred for an initial interview by the 

District’s Administrative Screening Committee.  

53. Consistent with the requirements of Section V.C.1.b of the Consent Order 

(Doc. 450, p. 67), the District has maintained records of all application 

materials for District vacancies available from the State of Alabama’s 

application portal.  

54. If an applicant passes the initial applicant screening, the applicant is 

scheduled for an initial interview with a District Administrative Screening 

Committee. Like the process for certified teaching positions, the interview 

is completed by a group of two to four diverse employees. However, for 

administrative positions, the committee members must be administrators 

in the District.  

55. Attached hereto as Exhibit 10, I have included the interview questions 

used by the Administrative Screening Committee. Administrative 

Screening Committees are required to use the interview questions 

contained in Exhibit 10. At the end of the interview, the screening 

committee determines whether the applicant proceeds to the next interview 
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step. Most administrator positions have three to four rounds of interviews 

prior to a recommendation for hire to the Huntsville City Board of 

Education by the Superintendent.   

56. After the initial application screening and interview committee process, I 

am less involved in the process for hiring District principals and assistant 

principals. Instead, Superintendent Christie Finley is responsible for the 

process after the interview by the Administrative Screening Committee. 

My understanding is that Superintendent Finley has submitted an affidavit 

describing the process beyond the administrative screening interview.  

Recruiting Efforts 

57. In addition to my duties described above, I am also responsible for 

overseeing the District’s effort to recruit minority faculty and staff. The 

District has expended a large amount of resources and devoted 

considerable time to recruiting new Black applicants and developing in-

house Black faculty and administrators.  

58. To recruit new Black faculty, the District has attended career fairs at 

various colleges and universities in Alabama. Additionally, the District 

recruits applicants through its student-teaching and internship programs.  

59. Since implementation of the Consent Order, my team has attended 

approximately 99 recruiting events and visited the campuses of 20 
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different colleges and universities. The most frequently visited colleges 

and universities include the University of North Alabama (15 times), 

Auburn University (13 times), Alabama A&M University (13 times), 

University of Alabama (12 times), and Athens State University (8 times). 

My team chose to regularly visit these colleges and universities because of 

their diverse student enrollments, locations, and likelihood of having 

students interested in working in Huntsville.   

60. In addition to the colleges and universities already listed, the District has 

also attended career fairs at the University of Alabama-Huntsville, 

University of Montevallo, Alabama State University, Jacksonville State 

University, Miles College, Samford University, University of Alabama-

Birmingham, Auburn University in Montgomery, Tennessee State 

University, University of Mississippi, Gwinnett College, University of 

South Carolina, Troy University, Mississippi State University, and 

University of North Carolina – Pembroke. 

61.  For on-campus recruiting events, my team creates a schedule of career 

fairs each year. Then, my team goes to work securing a diverse group of 

district representatives to attend each recruiting event. I believe it is 

important that the individuals that represent the District at recruiting events 
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show the great diversity the District has to offer. Most often, District 

representatives consist of 2 to 4 diverse administrators.  

62. At the career fairs, District representatives have the opportunity to meet 

and greet students enrolled at the college and share information about the 

District with prospective applicants. At larger universities, such as the 

University of Alabama, the District may meet more than 200 students in 

one day. Each university conducts its event in a slightly different format. 

However, my team tries to bring small, free items to give students as an 

incentive to visit our table. The District representatives that attend these 

career fairs do their best to sit and talk with each student that shows interest 

in working for the District. The District representatives also obtain contact 

information from relevant applicants so that my team can follow-up after 

the career fair.  

63. Over time, my team has become more intentional about the career fairs the 

District attends. In the first few years after Consent Order implementation, 

the District attended many recruiting events across a large geographic area. 

However, my team realized that more does not always equate to successful 

recruiting. More recently, the District has focused its efforts on attending 

recruiting events at colleges and universities where the District has had 

success recruiting applicants. In addition, the District has targeted its 
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efforts by attending career fairs that are focused on education-related jobs, 

instead of just general career fairs where many students may not be pursing 

degrees in education.  

64. In addition to attending on-campus career fairs, the District began hosting 

its own yearly career fair in April 2016. The purpose of the District’s own 

career fair was to give interested candidates the opportunity to visit the 

District, learn about opportunities in the District, and meet District 

administrators and staff.  

65. To advertise the District career fair, my team creates a flyer and shares 

them with the education departments at the colleges and universities 

located in Alabama. My team also works with District staff to advertise the 

career fair on social media and the District website.  

66. At the career fair, my team invites the District’s various departments to set 

up tables, so applicants can learn about the school system. For example, 

departments such as English Language Learners, Career and Technical 

Education, Special Education, Human Resources, Elementary Programs, 

Secondary Programs, and Magnet Programs have all set up tables at the 

career fair. In addition to central office leadership, the Superintendent 

strongly encourages all school principals to attend the event.   
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67. The District career fair has been a big success. In a typical year, I have had 

anywhere from 80 to 100 students attend the event from various colleges 

and universities around Alabama.  

68. The District also uses its internship and student teaching programs as a 

way to recruit new, diverse applicants to come to the District. On average, 

the District has about 20 to 30 interns working in the District in a given 

school year. I am responsible for overseeing the District’s internship 

placements. Additionally, students from local colleges and universities are 

placed at Huntsville City Schools to complete their required practicum 

hours. Many students enjoy their time in internships and student-teaching 

for Huntsville City Schools and ultimately decide to pursue employment 

in the District. 

69. In the spring of 2022, anticipating the staffing crisis facing school districts, 

my team added two new recruiting events. First, my team organized school 

tours for applicants or potential applicants. Interested individuals could 

sign up and receive a tour of a school by the school principal. Tours were 

available at various high school and elementary schools across the District.  

70. Additionally, my team created a downtown scavenger hunt to help those 

interested in working in the District learn more about the city of Huntsville. 

Participants used an application on their phone to locate local landmarks. 
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My team created a contest to determine which participant visited the most 

scavenger hunt locations. My team estimates that about 30 to 50 people 

participated in the event.  

Singleton Ratio Compliance 

71. Part of my role is helping ensure that the District complies with the 

Consent Order’s requirement to assign classroom teachers such that the 

racial breakdown of teachers within each school reflects the district-wide 

average for the grade levels served by that school (e.g., the racial ratio of 

teachers within a given elementary school will be measured against the 

district-wide average for elementary school teachers) within +/- 15 

percentage points. 

72. To ensure compliance with this requirement, my team regularly tracks the 

percentage of Black, White, and Other certified teachers at each school in 

the District. Then, my team compares the percentages at each school to the 

required range for the appropriate school level (elementary, middle, high, 

and P-8). As teachers retire or move and new teachers are added, the target 

for the District moves. The retirement or movement of one teacher could 

potentially knock a school out of compliance or shift the target such that 

another school falls out of compliance. The District has worked in good 
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faith to meet the Consent Order’s requirements. However, this has proven 

to be an extremely difficult task.  

73. As I described in paragraphs 29 and 30 above, this ratio analysis helps 

guide which unique candidates from the master spreadsheet are provided 

to the school principal for consideration. Every year, my team deals with 

a finite number of applicants. My team must ensure that the applicants are 

disbursed to schools in a manner that allows for the schools to fill critical 

vacancies while also ensuring that the racial demographics of the school 

stay within the Consent Order’s bounds. All the while, the District’s target 

is shifting with every personnel decision.  

74. At times, for my team, it has felt like we are trying to put together a puzzle 

where the picture is subtly changing each time a piece goes into place. My 

team has done its best since the Consent Order was implemented to get all 

the pieces of the puzzle together in a way that allows schools to operate at 

full staff and in compliance with the Consent Order’s mandate.   

75. Since the Consent Order was implemented, the annual Court Reports show 

that the District has fluctuated between 2 and 5 schools outside of the 

required ratio each year. This is looking only at the District’s elementary, 

middle, high, and P-8 schools. Often, even when schools have fallen 

outside of the required ratio, the percentage is close to the target. 
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76. The most recent Court Report (Report V.D.4) shows that 5 of the District’s 

37 schools fell outside the Singleton ratio. Those 5 schools were Columbia 

High School, Jemison High School, McNair Junior High, Challenger 

Middle School, and Montview Elementary School. 

FURTHER AFFIANT SAYETH NAUGHT. 

______________________________      
Lee Simmons 

STATE OF ALABAMA  ) 
COUNTY OF MADISON ) 

SWORN TO AND SUBSCRIBED BEFORE ME this the _____ day of 
_____________, 2022. 

Notary Public 
My Commission Expires:  
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10219 Gibraltar Drive 
Huntsville, Alabama 35803

Phone 256-797-5526 
Lee.simmons@hsv-k12.org

Lee Chaffin Simmons 

Work experience July 2016 – Present                                District Level 

Talent Management Coordinator 

 Huntsville City Schools                                         

June 2012 – Present                                 District Level 

Professional Development Coordinator 

 Huntsville City Schools 

July 2009 – June 2012                              District Level 

Curriculum Specialist – School Improvement 

 Huntsville City Schools 

October 2005 – June 2009                        District Level 

Area Specialist - Reading 

 Huntsville City Schools 

August 2003 – October 2005                         Chapman Elementary School 

Reading Coach 

 Huntsville City Schools 

August 1998 – May 2003                               Chapman Elementary School 

Classroom Teacher 

 Huntsville City Schools 

Education University of Alabama in Huntsville         June 2000 – December 2002 

Masters of Arts in English 

 P-12 Reading Specialist Certification 

University of North Alabama                       August 1992 – December 1997

Bachelors of Science in Education 

 P-3 Early Childhood Education Certification 

Grissom High School                                     August 1988 – May 1992                             

Advanced Diploma 



Professional 

Memberships 

Kappa Delta Pi 

Alabama Reading Association 

International Reading Association 

Leadership Huntsville/Madison County 

Association for Supervision and Curriculum Development 

Learning Forward 

Publications Teaching Reading in Social Studies, Journal of Content Reading   
Published Fall 2001 

Training Alabama State Department of Education – Continuous Improvement 
Residency Program 

Alabama State Department of Education – College and Career Ready 
Standards 

Alabama State Department of Education - School Improvement Summit           

Alabama State Department of Education – School Assistance Meetings 

Huntsville City Schools Curriculum Alignment and Mapping Training      

ARI Project for Adolescent Literacy Training 

Alabama Reading Initiative Training                                                     

Alabama Reading Academy Recertification                                              
July 2004 and June 2006 

Alabama Reading Initiative Coaching Internship    

Scott Foresman Reading Street Training K-6 

Scott Foresman My Sidewalks Training K-5



Corrective Reading Training 

Read 180 Training 

Advanced Reading Renaissance Training 

Quality Core Training 

Huntsville City Schools Leadership Academy 

PLC Facilitator Training 

National Institute of School Leadership 

Disney Institute:  Disney’s Approach to Selection, Training, and Engagement 

International Center for Leadership in Education: Model Schools Training 

Instructional Rounds Facilitator  

Culturally Responsive Facilitator Training  
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Ten Step Instrument for Screening Applicants in Searchsoft
(If applicant has an interview date or has “Contact HR” or “HR reviewed,” then he/she has already been 

screened. Re-screening is allowed every 2 years. Transfers are not allowed after the start of the school year) 

                                                                                                                                Go To:  

Step

 1 

1a. The application is complete.  Next Gen has been checked for previous 

employment with the district.   If previously employed, personnel file has 

been checked for documentation. 

  _________ Date/Initials of HR File Review 

2

1b. The application is not complete. 10a

Step 

2 

2a. The applicant has a Current Alabama Certificate (not expired) in the 

area for which he/she is applying 

7a

2b. The applicant does not have a Current Alabama certificate in the 

area for which he/she is applying 

3a

Step 

3 

3a. The applicant does have a Current certificate from another state in 

the area for which he/she is applying 

4a

3b. The applicant does not have a current certificate from another state 

in the area for which he/she is applying 

5a

Step 

4 

4a. The applicant qualifies for reciprocity because he/she has valid 

certification in another state & has passed Praxis & Basic Skills Test.

7a

4b. The applicant does not qualify for reciprocity because there is no 

evidence of having taken the Praxis and/or no indication of registration 

to take the Praxis. 

10a

Step 

5 

5a.The applicant is a very recent graduate and/or will be graduating 

during this semester and has not yet received certification credentials. 

(If applicant makes it to 10b, list certification as “pending.”) 

6a

5b. The applicant does not have a certificate in the area for which 

he/she is applying (Certificate is in another area, he/she has not been in 

a certification program, or applicant graduated 6 months ago but still no 

certificate) 

10a

Step 

6 

6a. The applicant has passed ABI/FBI background check via alsde.edu 

public certificate search 

7a

6b. The applicant has not yet passed ABI/FBI background check 

according to alsde.edu public certificate search 

10a

Step 

7 

7a. The applicant’s Searchsoft background information has no red flags

(no misdemeanors, no felonies, or no other areas of concern). 

8a

7b. The applicant’s Searchsoft background information has red flags

(misdemeanors, felonies, or other areas of concern.)

10a

Step 

8 

8a. The applicant does not have a gap in his/her employment history or 

the gap is understandable (maternity, sickness, etc.) 

9a
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Y or N    Applicant Passed initial Searchsoft screening based on criteria above 

Searchsoft Screening Date: ________________________________________ 

Name: _________________________________________Race: ___________ 

Job Applied for:_________________________________________________ 

Area of Certification:_____________________________________________ 

US State of Certification and validation dates:__________________________ 

Important Notes: 

8b. The applicant has a gap in their educational employment history that 

is questionable. (Appears to have difficulty maintaining employment 

within the education industry) 

10a

Step 

9 

Reference 

Rating 

Educational 

reference 

Y or N 

Unsatisfactory Marks

If Yes – How many? 

Total 

Score  

1-4 

Reference 1

Reference 2 

Reference 3 

9a. Applicant has 3 references that are satisfactory/strong. (If there 

are only 2 references but references are from educators, and are 

strong/satisfactory then 2 references are sufficient to proceed to 10b 10b 

9b. The applicant has references that includes Unsatisfactory responses. 10a

Step 

10 

10a. Disregard application at this time. Make a note in ledger as to why 

the individual is not currently being considered. If the applicant made it 

to at least step 8b in the screening key then note this in the ledger for 

later reference if necessary. 

Go to next 

applicant 

10b.  Complete area below. Code for ethnicity. Send to 

TM/PD 
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Teacher Screening Committee 
2020-2021 

Interview Team 1 Race Interview Team 2 Race

Donna Clark – Behavior Learning Other Beth Keller – Secondary Education Other 

Sherri Goodwin – Special 
Education 

Black Paula Pippen – Elementary 
Education 

Black 

Deborah Hill – Federal Programs  Black Susan Hunsecker – School 
Readiness 

Other 

Interview Team 3 Race Interview Team 4 Race

Rachael Turner – Elementary  
Education 

Other Wendy Graham – Special 
Education  

Other  

Antoinette Parker – Secondary 
Education  

Black Teresa Dent – Behavior Learning Black

Ann Marie Batista – ESOL  Other  Mark VanHooser – Secondary 
Education 

Other 

Interview Team 5 Race Interview Team 6 Race

Tyra Pickens – Secondary 
Education 

Black Peggy Long – Special Education  Other  

Cristy Dothard – School Readiness Other Tasheria Small – Special Education Black 

Mary Robinson – Federal Programs Black Leah Edgecombe – Magnet  Black  

Interview Team 7 Race Interview Team 8 Race

Janet Kaylor – Elementary 
Education  

Other  Steven Miller – Elementary 
Education  

Other  

Natalie Smith – AP Huntsville HS Other Leigh Ann Brown - Counseling Other 

Nicole Johnson – Federal Programs Black Miguel Stricklen – AP Goldsmith-
Schiffman 

Black 
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Interview Summary Report 
Facilitator:  _________________________________               Date: _______________________ 
 

Candidate’s Name Candidate’s 
Average 

Score Out of 40 

Area of Certification 
(Elem. Ed., Math, PE, 

etc.) 

Recommended 
(Yes or No) 

Qualities to Consider or 
School Recommendation 

 
 

    

 
 

    

 
 

    

 
 

    

 
 

    

 
 

    

 
 

Interview Committee Members 
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Interview Schedule   
                                         Position:   
                                          School:   
                                          Date: 

Time   Name 

1. 

2. 

3. 

4.  
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Panel Recommendation Form

Position: 
School: 

Date: 

The panel members recommend the following applicant: 

1st choice   _______________________________________________ 

2nd choice   _______________________________________________ 

3rd choice  _______________________________________________ 

Panel Members:  
(All panel members must sign their name as indicated below.) 

Name   Signature    Title 

________________________ ______________________ ______________________ 

________________________ ______________________ ______________________

________________________ ______________________ ______________________

________________________ ______________________ ______________________
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Professional Reference Form 
*Please document a professional reference for each candidate* 

Applicant  Position Applied For

Name of Reference __________________________________________Title _______________________________ 

School/Business  __________________________________________Telephone No. ______________________ 

How long have you known the applicant? From _____________________     To___________________ 
The applicant's position in your school/business was: _________________________________________ 
What was your official relationship with the applicant? _________________________________________ 
\ 

Applicant’s Characteristics  Unknown Below 
Average

Average Above 
Average

Superior 

Initiative 
Content Knowledge (job specific) 
Commitment
Judgment 
Ability to relate to students 
Professional ethics
Cooperation with administrators 
Cooperation with staff
Public relations 
Willingness to accept suggestions
Interest in professional growth 
Organization and planning
Effectiveness with student discipline
Parent communication skills 

The applicant's weakest characteristic is ___________________________________________________ 
____________________________________________________________________________________ 

The applicant's strongest characteristic is___________________________________________________ 
____________________________________________________________________________________ 
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Teacher Placement Process 

The Talent Management Department will identify prescreened candidates for all vacant certified positions in 
collaboration with the Superintendent, the Deputy Superintendent, the respective Director of Instruction and in the case 
of special education or counselor vacancies, the Director of Special Education or Director of Guidance Services, as 
appropriate.  Placement of certified staff will be according to the following process and guidelines outlined below. 

1. Talent Management identifies candidates for placement in schools with two objectives in mind: 

a. To place highly effective staff in all schools.
b. To make progress toward achievement of unitary status by balancing certified staff within and 

across schools so that, over time, the racial balance moves toward the percent of African American 
certified staff for each grade span plus or minus 15 percent. 

2. Based upon school staffing requirements provided by the Directors of Instruction or Special Education 
Director, the Department of Talent Management identifies candidates for principals by position.   Candidates 
will be reviewed and selected by principals according to the following schedule: 

a. One to two vacancies in the same content area: Four unique candidates.
b. Three vacancies in the same content area: Five unique candidates.
c. Four vacancies in the same content area: Six unique candidates.
d. Five or more vacancies in the same content area: Three more unique candidates than the number of 

vacancies.

3. Principals make selections within five working days of receiving candidate lists.  Principals who cannot 
complete selections within this timeframe may request an extension from the Superintendent.  Such 
requests will be routed through the Director of Talent Management with a CC to the Director of Instruction.  
In cases where principals have not made a selection within the five-day period and have not obtained an 
extension from the Superintendent.

4. Principals fill vacant positions from candidates identified by the Talent Management Department.  In 
instances in which principals cannot identify a suitable candidate from the pre-screened candidate list, they 
will contact the Superintendent and Deputy Superintendent via email, with CC to Director of Instruction and 
the Director of Talent Management.  In this email, principals will explain why none of the pre-screened 
candidates were suitable.

5. The Superintendent will review selections of certified staff by principals and make the final decision 
regarding the placement of certified employees.

6. Interview Process: 
1. The principal schedules interviews for the candidates in the position folder. 
2. Interviews must contain a diverse panel of staff members (at least 3) to provide input and feedback. 
3. The principal must provide interview questions for the panel and keep all copies of interview 

materials. 
4. At the completion of all interviews, panel members must complete the HCS Interview 

Recommendation Form. 
5. After a decision has been made by the panel, Principals must complete a Professional Reference 

From based on a reference check of the individual selected.
6. If the reference check meets expectations, Principals should complete the request to hire In 

SearchSoft AND return the following materials to Talent Management:
I. Interview Schedule Form 

II. Panel Recommendation Form 
III. Professional Reference Form 
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7.    Positions will be approved in SearchSoft when the interview and recommendation forms have been                               
submitted. 
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Professional Reference Form 
*Please document a professional reference for each candidate* 

Applicant  Position Applied For

Name of Reference __________________________________________Title _______________________________ 

Telephone No. ______________________ 

How long have you known the applicant? From _____________________     To___________________ 
What was your official relationship with the applicant? _________________________________________ 

Applicant’s Characteristics  Unknown Below 
Average

Average Above 
Average

Superior 

Initiative  
Commitment
Judgment 
Ability to relate to students 
Cooperation with administrators
Cooperation with staff 
Willingness to accept suggestions

The applicant's weakest characteristic is ___________________________________________________ 
____________________________________________________________________________________ 

The applicant's strongest characteristic is___________________________________________________ 
____________________________________________________________________________________ 
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1

Administrator Interview 
__________________________ 

______________________________________ ________________________________  __________________________ 
Candidate’s Name  Date of Interview                Interviewer’s Name 

Look Fors Question 
Philosophy of Education 

Vision and Beliefs for 

school 

1.  Please discuss your philosophy, vision and beliefs for your work as an administrator.  Why are you interested 

in an administrative position with Huntsville City Schools? 

Data-Based Decision 

Making 

Walk-Throughs 

Data-Meetings  

Leadership Team 

2.  How do you use data to make decisions about teaching and learning?  Describe structures, procedures, 

and any processes that you will use to do this. 

Site Based Management 

and Shared Decision 

Making 

3.  In what areas will teachers be empowered to share decisions?  What areas will be reserved for 

administrative prerogative? 

Staff Development, 

Evaluation, 

Communication, 

Relations 

4.  Please describe the qualities of an effective teacher.  If you become aware of teachers who are having 

difficulty with instructional strategies or classroom management, what would you do to improve their 

practice? 



2

Communication 5.  As a new administrator in a school, how would you go about building relationships of trust and 

collaboration with staff, parents, and students? 

School Climate 6. What message would you want your school to convey when visitors walk into the building? 

Do you feel all children can learn? 

Are you willing to work at a school where HCS needs you the most? 

ADDITIONAL COMMENTS: 
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