
 
 

SAGU Interviewing Guide 
 

SAGU’s Employment Setting: 
SAGU is an evangelical, Pentecostal university, committed to Biblical truth summarized in our 
denomination’s doctrinal statement. SAGU is owned and operated by eight districts of the 
Assemblies of God (AG) denomination – Arkansas, Louisiana, Mississippi, New Mexico, North 
Texas, Oklahoma, South Texas, and West Texas. 
 
All campus personnel including administration, faculty, staff, and students are expected to 
exemplify a born-again, Spirit-filled life that manifests the fruit of the Holy Spirit in all personal 
and professional relations, on or off campus, reflecting the biblical standards of conduct 
embraced by these AG districts. 
 
We have chosen to embrace our community standards in view of a sincere desire to create an 
environment conducive to discipleship and spiritual formation; therefore, it is important that 
prospective employees clearly understand what is expected of them as they contemplate 
employment at the university. 
 
Interviewing Process: 
As you begin the interviewing process, please be aware of the federal laws you are required to 
comply with. 
 
The U.S. Equal Employment Opportunity Commission (EEOC) enforces the following laws.  
EEOC also provides oversight and coordination of all federal equal employment opportunity 
regulations, practices, and policies. 
 
Title VII of the Civil Rights Act of 1964 
Title VII prohibits employment discrimination based on race, color, religion, sex and national 
origin. 
 
**Title VII grants religious educational institutions substantial leeway in granting a hiring 
preference on the basis of religion if the religious educational institution is, in whole or in 
substantial part, owned, supported, controlled or managed by a particular religious corporation, 
association, or society, or if the curriculum is directed toward the propagation of a particular 
religion. 
 
Equal Pay Act of 1963 (EPA)  
The Equal Pay Act protects men and women who perform substantially equal work in the same 
establishment from sex-based wage discrimination. 
 
 



Age Discrimination in Employment Act of 1967 
The Age Discrimination in Employment Act protects individuals who are 40 years of age or older 
from discrimination in the workplace. 
 
Title 1 and Title V of the Americans with Disabilities Act of 1990 (ADA) 
ADA prohibits employment discrimination against qualified individuals with disabilities in the 
private sector, and in state and local governments.  
 
Title II of the Genetic Information Nondiscrimination Act of 2008 (GINA)  
GINA prohibits employment decimation based on genetic information about an applicant, 
employee, or former employee. 
 
Civil Rights Act of 1991 
The Civil Rights Act among other things, provides monetary damages in cases of intentional 
employment discrimination. 
 
SAGU Non-Discrimination Policy 
SAGU does not discriminate based on race, color, national origin, gender, disability, age, veteran 
status, or any other protected legal status in matters of admissions, employment, housing, 
educational programs or activities, except as granted by waiver from the US Department of 
Education.  The University operates in compliance with federal non-discrimination laws, 
including: 

• Title IX of the Education Amendments of 1972. 
• Title VI and Title IX of the Civil Rights Act of 1964, Section 504 of the Rehabilitation 

Act of 1973. 
• The Age Discrimination Act of 1975.  

 
As a religious institution, the University is exempt from certain provisions and retains the right to 
make legitimate employment, admission, and educational decisions on the basis of religious 
tenets, consistent with applicable laws (Title IX statute, 1st Amendment, and Religious Freedom 
Restoration Act).  Because of its affiliation with the General Council of the Assemblies of God 
and the North Texas District Council of the Assemblies of God, SAGU qualifies for the religious 
exemption under 20 U.S.C § 1681(a)(3) and 34 C.F.R. § 106.12 
 
 

Illegal and Legal Interview Questions 
 
Religion 
As a religious institution we are allowed, for employment purposes to ask: 

1. Questions regarding faith and religion – “Are you a Christian?” “Name of the church 
that you attend?” “Pastor’s name?” “Do you believe in the doctrines of the AG?” 

2. Questions that address lifestyle as they relate to the “AG’s” doctrine, mission, faith and 
beliefs. 

 
Nationality 
Certainly, you want to be sure that a candidate can legally work for you, but it's important to be 
careful how you ask. These questions address citizenship, language and other touchy subjects. 

1. What you can't ask: Are you a U.S. citizen? 
 Although this seems like the simplest and most direct way to find out if an interviewee is 

legally able to work for your company, it's hands-off. Rather than inquiring about 
citizenship, question whether or not the candidate is authorized for work. 

 What to ask instead: Are you authorized to work in the U.S.? 



 
2. What you can't ask: What is your native tongue? 

 Finding out about a candidate's native language may seem like a good way to find out 
about their fluency, but you may offend applicants that are sensitive to common 
assumptions about their language. Additionally, as an employer, it's not your concern how 
the applicant attained fluency in a language — just that they are fluent. 

 What to ask instead: What languages do you read, speak or write fluently? 
 

3. What you can't ask: How long have you lived here? 
 Familiarity with local culture may be important to the position, but it's important not to ask 

about a candidate's residency in the country or region directly. Rather, ask about their 
current situation, and they may volunteer information about their past along the way. 

 What to ask instead: What is your current address and phone number? Do you have any 
alternative locations where you can be reached? 

 
Age 
Maturity is essential for most positions, but it's important that you don't make assumptions about a 
candidate's maturity based on age. Alternately, you have to be careful about discrimination 
towards applicants nearing retirement. These questions will keep you in the clear. 

1. What you can't ask: How old are you? 
 While it seems like a simple question, it's in fact quite loaded. Knowledge of an applicant's 

age can set you up for discrimination troubles down the road. To be safe, just ensure that 
the candidate is legally old enough to work for your firm. 

 What to ask instead: Are you over the age of 18? 
 

2. What you can't ask: How much longer do you plan to work before you retire? 
 Again, asking this question opens up discrimination troubles. While you may not want to 

hire an older worker who will retire in a few years, you can't dismiss an applicant for this 
reason. Instead, see what the candidate's plans are for the future; they may plan to work for 
a number of years. 

 What to ask instead: What are your long-term career goals? 
 
Marital and Family Status 
These questions primarily concern women with children, but they're applicable to everyone. 
Ensure that you don't make assumptions, and avoid embarrassing candidates by using the 
following questions. 

1. What you can't ask: Is this your maiden name? 
 This question, like many others, may seem innocent and simple, but it's off-limits. A 

woman's marital status isn't something that's required to be shared with employers. 
Instead, verify whether or not she's gained experience using any other names.  

 What to ask instead: Have you worked or earned a degree under another name? 
 

2. What you can’t ask: Have you (or your spouse) ever been divorced? If married, are you 
separated? 
When an applicant is asked to divulge personal information about their marital status we 
risk claims of discrimination.  We have multiple people across the campus who are 
divorced, and so this line of questioning should not be asked.  If an applicant meets all the 
other criteria, marital status should not eliminate a person from being employed. We can 
quickly and easily get into a situation where we are accused of discriminating against 
someone because they are divorced and it is not a bona fide occupational qualification as 
evidenced by the fact that multiple current and past employees have been divorced.  
 



The only exception to this would be faculty who are licensed ministers and engaged 
directly in the training of future ministers for the purposes of propagation of the 
religion.  This cannot be construed to every employee on campus, however. 
 
We cannot ask questions about a spouse because that person is not applying for the job. 
What an applicant’s spouse does or has done is irrelevant to the position. 
 

 
3. What you can't ask: Do you have or plan to have children?  Do you think you can do this 

job with children at home? 
 We absolutely, positively cannot ask about this. It is considered discrimination based on 
 sex (because it is typically asked of women more frequently than men). An applicant’s 
 home life and responsibilities cannot be a consideration for a position.  
 What to ask instead: Are you available to work overtime on occasion? Can you travel? 

 
4. What you can’t ask: What is your family’s commitment to your career? 

 We cannot ask questions that have to do with commitment to the organization that pertain 
 to anyone other than the applicant. 
 What to ask instead: This position requires extensive travel, late meetings (games, practices, 
 whatever the case may be). Are you able to fulfill these required duties? 
 

5. What you can't ask: Can you get a babysitter on short notice for overtime or travel? 
 Don't make the mistake of assuming that a candidate has children or that they don't already 

have proper child care plans. As with many other questions, the key here is to ask directly 
about availability. 

 What to ask instead: You'll be required to travel or work overtime on short notice. Is this 
a problem for you? 

 
6. What you can't ask: Do you have kids? 

 This one is for positions in which the candidate may work with children. The added 
experience of children at home may be a bonus for you, but it's not an employer's place to 
ask about this. Rather, inquire about the candidate's experience, and they may volunteer 
this information to you anyway. 

 What to ask instead: What is your experience with "x" age group? 
 

7. What you can't ask: Who is your closest relative to notify in case of an emergency? 
 Although not especially offensive, this question makes assumptions about the candidate's 

personal life. They may not be close to relatives and instead prefer to list a friend or 
caretaker. 

 What to ask instead: In case of emergency, who should we notify? 
 

8. What you can't ask: What do your parents do for a living? 
 Asking a candidate about their parents can reveal a lot, but it's not directly related to their 

future performance in a position. However, if you are trying to find out if your candidate's 
family has traditionally worked in your industry, this question is a good way to find out. 

 What to ask instead: Tell me how you became interested in the "x" industry. 
 

9. What you can't ask: If you get pregnant, will you continue to work, and will you come 
back after maternity leave? 

 Ultimately, you want to invest your time in a candidate that will stick around, but you can't 
ask a woman to share her pregnancy plans, or lack thereof, with you. Discuss her general 
plans for the future to gauge her commitment level, baby or not. 



 What to ask instead: What are your long-term career goals? 
 
Gender 
Once you've reached the interview stage, a candidate's gender is almost always clear. It is 
important, however, to ensure that you don't make assumptions about a person's abilities based on 
this information. 

1. What you can't ask: We've always had a man/woman do this job. How do you think you 
will stack up? 

 Leave gender out of this question, and you should be fine. Inquire about the applicant's 
ability to handle the job, but don't ask directly about how being a man or woman could 
affect it. 

 What to ask instead: What do you have to offer our company? 
 

2. What you can't ask: How do you feel about supervising men/women? 
 This question, although it may seem like a valid concern, is not acceptable. The candidate 

may not have any issues working with the opposite or same sex, and you'll seem crass for 
even bringing it up. 

 What to ask instead: Tell me about you previous experience managing teams. 
 

3. What you can't ask: What do you think of interoffice dating? 
 The practice of interoffice dating can be distracting, break up teams and cause a number of 

other problems in the workplace. But asking this question makes assumptions about the 
candidate's marital status and may even be interpreted as a come-on. 

 What to ask instead: Have you ever been disciplined for your behavior at work? 
 
Health and Physical Abilities 
Your employees' health and abilities may be essential to getting the job done, but it's important to 
avoid assumptions and discrimination. Stick to these questions in order to avoid embarrassment 
and legal troubles. 
 

1. What you can't ask: Do you take drugs? 
 This question is just a simple confusion of terms. Your interviewee may think you're 

asking about prescription drugs, which is off-limits. Make sure you specify that you want 
to know about illegal drug use instead. 

 What to ask instead: Do you use illegal drugs? 
 

2. What you can't ask: How tall are you? 
 In a labor environment, height may be essential to the job, but this question is too 

personal. As with many of these questions, it's best just to ask directly about the 
candidate's ability to do what's required of them. 

 What to ask instead: Are you able to reach items on a shelf that's five feet tall? 
 

3. What you can't ask: How much do you weigh? 
 This highly personal question is embarrassing for most and is not necessarily relevant to a 

candidate's ability to do even a physical-labor job. Avoid making assumptions, and ask 
about abilities directly. 

 What to ask instead: Are you able to lift boxes weighing up to 50 pounds? 
 

4. What you can't ask: How many sick days did you take last year? 
 No one wants a flaky employee, but even the most dedicated workers get sick every now 

and then. Take a look at missed days as a whole to measure the candidate's commitment. 
 What to ask instead: How many days of work did you miss last year? 



 
5. What you can't ask: Do you have any disabilities? 

 Disabilities, whether they're physical or mental, may affect a candidate's ability to do the 
job, but it's critical that you avoid asking about them. Rather, find out if the applicant can 
handle doing what's required.  

 What to ask instead: Are you able to perform the specific duties of this position? 
 

6. What you can't ask: Have you had any recent or past illnesses or operations?  
 Again, gauging commitment is important, but illness isn't something that most people can 

help.  The answer here is to make sure that the candidate can perform the job while 
avoiding questions about his or her physical abilities.  

 What to ask instead: Are you able to perform the essential functions of this job with or 
without reasonable accommodations? 

 
Miscellaneous 
Avoid interviewing gaffes by sidestepping these questions about residence, legal troubles and 
military service. 

1. What you can't ask: How far is your commute?  Where do you live? 
 Although hiring employees who live close by may be convenient, you can't choose 

candidates based on their location. Find out about their availability instead. 
 What to ask instead: Are you able to start work at 8 a.m.? 
 

2. What you can't ask: Do you live nearby? 
 If your candidate lives outside of the city your company is hiring in, it may be necessary to 

have them move to your area. But again, you can't discriminate based on location. Rather, 
find out if the applicant is willing to move closer to the office. 

 What to ask instead: Are you willing to relocate? 
 

3. What you can't ask: Have you ever been arrested? 
 In sensitive positions, like those that deal with money, you may want to find out about 

your candidate's legal fortitude. But ensure that you ask only directly about crimes that 
relate to your concern. 

 What to ask instead: Have you ever been convicted of "x" (fraud, theft and so on)? 
 

4. What you can't ask: Were you honorably discharged from the military? 
 A bad military record can be illuminating, but you can't ask about it. Instead, ask about the 

candidate's experience, and they may volunteer this information on their own. 
 What to ask instead: Tell me how your experience in the military can benefit the 
 company. 
 

5. What you can't ask: Are you a member of the National Guard or Reserves? 
 Losing an employee to military service can be disrupting, but it's critical that you don't 

discriminate based on assumptions of a candidate's upcoming military commitments. Find 
out what their plans are for the short term instead. 

 What to ask instead: Do you have any upcoming events that would require extensive 
 time away from work? 
 

6. What you can’t ask: Can you make a 12-month or 18-month commitment to a position? 
Texas is a right-to-work State, so an employee can be terminated at any time for any 
reason and can also quit at any time for any reason.  To ask a person who is not under 
contract about how long they plan to stay is inappropriate.  Be realistic about the position. 
We can expect a lot of our positions to turn over frequently because we fill them with 



students or recent grads. You cannot ask someone to commit to staying any length of time 
unless you give them a contract. 
What to ask instead: What are your short and long-term career plans? 
 

 
         
 
 


