
Introduction 
 

Central Connecticut State University (CCSU) is committed to both the letter and the spirit of the 
laws that encompass Equal Employment Opportunity and Affirmative Action. 

The 2013 AA Plan was approved in September 2013.  All 18 elements were in compliance with 
the regulations.  The following sections had notations for correction for the 2014 AA Plan 
submission: 

1. Section 46a-68-36 Assignment of Responsibility.  “As was stated in the prior review and 
analysis report, the plan must contain some evidence that the required meetings to 
acquaint employees with their responsibilities under the plan did occur during the reporting 
period.”  This section has been modified to directly indicate actions taken during the 
reporting period to address this statement.  

2. Section 46a-68-39 Utilization Analysis. “In future filings do no indicate that the Protective 
Services is EEO-7.”  This has been modified and addressed in this AA Plan submission.   

3. Section 46a-68-45 Upward Mobility.  “As was stated in the prior review and analysis report, 
not all promotions are upward mobility promotions pursuant to the affirmative action 
Regulations.  The upward mobility goals (and subsequent promotions) are to be a part of a 
planned program of upward mobility.  The plan should explain why these promotions are 
upward mobility promotions as opposed to “regular” promotions.  Review the affirmative 
action Regulations and the Upward Mobility Guidelines and seek technical assistance from 
the Commission on Human Rights and Opportunities.”  On June 6, 2014, the Chief Diversity 
Officer and Associate in Diversity and Equity had a technical assistance session via phone 
with Neva Vigezzi, their CHRO reviewer.   This section as well as others was discussed.  This 
section has been modified in this submission to address the notations in the 2013 review.   

To achieve all lawful objectives, the University has developed the annual 2013-2014 Affirmative 
Action Plan, pursuant to section 46a-68 of the Connecticut General Statutes and the 
corresponding Affirmative Action Regulations for State Agencies.  The Plan follows the format 
set forth in the regulations and addresses each element therein. 

With a deeply rooted belief in the principles of Affirmative Action and Equal Employment 
Opportunity, Central Connecticut State University continually strives to provide all employees, 
current and prospective, every entitlement and possible benefit regarding their employment.  
Likewise, Central Connecticut State University continually strives to ensure that every student is 
afforded the highest standard of educational opportunity. 



Response to the 
Commission on Human Rights and Opportunities Critique 

Response to CHRO  1 

Pursuant to Section 46a-68-66 of the Regulations of Connecticut State Agencies, Central Connecticut  
State University accepts the Commission on Human Rights and Opportunities’ recommendations as 
voted on at its September 17, 2013 meeting and officially dated on September 25, 2013 regarding the 
University’s June 30, 2014 Affirmative Action Plan.  This response addresses all proposals and/or 
recommendations made by the Commission.  

SECTION 46a-68-36.  Assignment of Responsibility: 

PRESENT SUBMISSION: In compliance 

PROPOSALS OR 
RECOMMENDATIONS: 

As was stated in the prior review and analysis report, the plan must contain 
some evidence that the required meetings to acquaint employees with their 
responsibilities under the plan did occur during the reporting period. 

UNIVERSITY RESPONSE: Evidence that demonstrate that meeting has been submitted.  See Supportive 
documentation  

SECTION 46a-68-40.  Utilization Analysis: 

PRESENT SUBMISSION: In compliance 

PROPOSALS OR 
RECOMMENDATIONS: 

In future filings do not indicate that the Protective Services is EEO7. 

UNIVERSITY RESPONSE: In the 2013 AA Plan review this section was found to be in compliance with the 
AA Regulations.  After consultation and receipt of technical assistance on June 
6, 2014, regarding section 46a-68-40, utilization analysis, the category of 
protective services has been modified solely based on EEO category 
designation and not numerical analysis.  The category of protective services 
has been taken out of the EEO 7 category and separated into its own category.   

SECTION 46a-68-45.  Upward Mobility: 

PRESENT SUBMISSION: In compliance 

PROPOSALS OR 
RECOMMENDATIONS: 

As was stated in the prior review and analysis report, not all promotions are 
upward mobility promotions pursuant to the affirmative action regulations.  
The upward mobility goals (and subsequent promotions) are to be part of a 
planned program of upward mobility.  The plan should explain why these 
promotions are upward mobility promotions as opposed to regular 
promotions.   

UNIVERSITY RESPONSE: On June 6, 2014, the Chief Diversity Officer and Associate in Diversity and 
Equity had a technical assistance session via phone with Neva Vigezzi, their 
CHRO reviewer.  This section as well as others was discussed.  This section has 
been modified in this submission to address the notations in the 2013 review.   

 

















































































Internal Communication:  Section 46a-68-34 

Internal Communication:  Section 46a-68-34        1 

 

The affirmative action staff at Central Connecticut State University (CCSU) consists of Rosa Rodriguez, 
Chief Diversity Officer (CDO), Nicholas D’Agostino, associate to the CDO, and Pamela Soucy, University 
Assistant.  The office address for both the CDO and associate to the CDO is CCSU, Office of Diversity and 
Equity (ODE) 1615 Stanley St., Davidson Hall, Room 102, New Britain, CT 06050-4010.  The telephone 
number for Ms. Rodriguez is 860.832.0178 and her e-mail address is rosa.rodriguez@ccsu.edu.  The 
telephone number for Mr. D’Agostino’s phone number is 860.832.1653 and his email address 
nicholas.Dagostino@ccsu.edu.  All communications concerning Equal Employment Opportunity/ 
Affirmative Action will identify the chief diversity officer by name and address. 

CCSU disseminates its Equal Employment Opportunity/Affirmative Action Policy as required.  The 
University's Affirmative Action/Equal Employment Opportunity Policy, CCSU Sexual Harassment Policy, 
and the Nondiscrimination in Education and Employment are distributed annually to all employees via 
email transmission which is globally distributed and in hard to employees without email access.  The 
Affirmative Action/Equal Employment Opportunity Policy Statement, Nondiscrimination in Education 
and Employment Policy, Sexual Harassment Policy, BOR Sexual Misconduct, Sexual Assault and Intimate 
Partner Violence Policy and CCSU’s complaint procedure and timetables  are also posted on the ODE’s 
web page at http://www.ccsu.edu/AffAction/ and are accessible to applicants, employees and students.   

A summary of the objectives and goals set forth in the affirmative action plan are made available to the 
president, all vice presidents, chief officers, deans, directors, department heads, managers, and 
supervisors for distribution to all of their employees.  Copies of the Affirmative Action Plan are 
maintained in the ODE, Office of the President, and additional locations around campus, including but 
not limited to the University's Elihu Burritt Library and Human Resources.  The final Affirmative Action 
Plan is made available to all employees for their review on the university’s website, and the above 
mentioned locations.  The period of review is sixty (60) days (See copy of letter specifying the period of 
review in Supportive Materials). 

All employees are given written notice that they may review and comment on the Affirmative Action 
Plan.  The employees are specifically instructed to address all comments to the CDO.  A file is kept on all 
affirmative action related internal communications and comments.  Any new comments will be placed in 
file.  The dates such statements are received will be noted.  The Affirmative Action Plan will report a 
summary of all employee comments and agency responses in each filing.  During this reporting period, 
no comments were received by the CDO.    

Activity during this Reporting Period 

The Affirmative Action Plan was made available for all employees to review and comment.  Employees 
were notified on August 1, 2013 where copies of the Plan were located, the period of review and the 
dates within which they may submit comments regarding the Plan. 

All Affirmative Action/Equal Employment Opportunity policy statements are reviewed annually to 
ensure that any changes in the law, which may have occurred, are included therein.  An abridged version 
of the policy statements on Affirmative Action/Equal Employment Opportunity, as well as policy 
statements on Sexual Harassment, and Non-discrimination for Persons with Disabilities are published in 
the Student Handbook, Faculty Handbook, and Faculty Guidelines on Policy and Procedures for Students 
with Disabilities.  The Affirmative Action/Equal Employment Opportunity Policy statement is published 
in the Undergraduate Catalogue.  In addition, the Affirmative Action/Equal Employment Opportunity 
policy statement, Connecticut State University System’s policies on Sexual Harassment and Policy 
Regarding Persons with Disabilities, Affirmative Action/Equal Employment Opportunity, CCSU Sexual 
Harassment Policy, and the CCSU Procedures and Timetables for Processing of Discrimination and Sexual 

mailto:rosa.rodriguez@ccsu.edu
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Harassment Complaints as well as the University’s 2013-2014 hiring, promotion, and program goals can 
be accessed through the website at http://www.ccsu.edu/AffAction/. 

The President’s Executive Committee was informed on affirmative action recruiting, hiring, and 
promotional efforts, as well as updates on affirmative action and non-discrimination law.  The 
Affirmative Action/Equal Employment Opportunity Policy Statement and the Sexual Harassment Policy 
as well as program information and progress reports are presented to the committee yearly. 

The CDO met with the deans on regular basis to discuss the policies, procedures and progress pertaining 
to affirmative action, in addition to their responsibility to aid in effectively implementing these policies. 

The CDO provided the human resources staff, search committees and the Promotion and Tenure 
Committee with a periodic update of the status of hiring and promotion goal achievement, in addition to 
reminding these individuals of their responsibility to make every good faith effort to achieve the hiring 
and promotion goals when the opportunity occurs. 

During the reporting period, ODE distributed more than 4000 booklets containing the nondiscrimination 
and anti-harassment policies, resources and complaint procedures to students, faculty and staff.   

Meeting with Search Committees 

The CDO or designee met with all search committees seeking to fill unclassified vacancies to discuss the 
search procedures, affirmative action goals, recruitment strategies, evaluation of candidates, and non-
discriminatory interviewing.  S/he also updated the affirmative action plan forms, instructions for search 
committees, and the pre-employment inquiry guidelines distributed to the search committees.  The ODE 
staff answered numerous inquiries from the search committees throughout the year related to the 
search procedures.  In addition, the CDO met with the human resources staff to discuss the search 
procedures as well as answer any questions.   

New Employee Orientations 

The Human Resources Office directs all new employees to the Central Connecticut State University sign 
up portal of the HR website.  This website is dedicated to providing new employees information 
regarding the university including: the University Mission Statement, Statement on Affirmative 
Action/Equal Employment Opportunity, Sexual Harassment Policy, Health and Life Insurance, as well as 
personnel policies relating to compensation, attendance, and career mobility.  This website is regularly 
updated to reflect changes in policies and procedures. 

The ODE provided all new employees copies of the Affirmative Action/Equal Employment Policy 
Statement, Central Connecticut State University (CCSU) Sexual Harassment Policy, the CCSU Procedures 
and Timetables for Processing of Internal Discrimination and Sexual Harassment Complaints, and the 
Faculty Guidelines for Students with Disabilities.  

The CDO presented the Affirmative Action/Equal Employment Opportunity Policy Statement, CCSU 
Sexual Harassment Policy, and the CCSU Procedures and Timetables for Processing of Internal 
Discrimination and Sexual Harassment Complaints at the New Employee (non faculty) Orientation and 
copies of these policies were distributed to the new classified and unclassified employees.   

The CDO also presented the Affirmative Action/Equal Employment Opportunity Policy Statement, CCSU 
Sexual Harassment Policy, and the CCSU Procedures and Timetables for Processing of Internal 
Discrimination and Sexual Harassment Complaints at the New Faculty Orientation and copies of these 
policies were distributed to the newly hired faculty members.   

http://www.ccsu.edu/AffAction/
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The Office of Marketing & Communications includes articles and pictures related to the activities and 
accomplishments in University publications as well as in the media of underrepresented group members 
who are part of the University community.  This office publishes articles featuring Affirmative 
Action/Equal Employment Opportunity programs, reports and promotions of minority group members.  
Such publications include CCSU Courier, Central Focus, and The Recorder. 

Cultural Programming and Professional Development 

A variety of University Offices, academic programs, and campus organizations, including Office of Vice 
President and Provost, Student Affairs, Veteran Services, Office of Student Conduct, Office of Associate 
Vice President of Academic Affairs, School of Arts and Sciences, Office of Diversity and Equity, Center for 
International Education, Center for Africana Studies, Center for the Caribbean and Latin American 
Studies, East Asian Study Center, Ruthe Boyea Women’s Center, Committee for the Concerns of Women, 
Latin American Association, Latin American Student Organization, Black Student Union, PRIDE, Mosaic 
Center Committee, African American Studies Program, Polish Studies Program,  Women’s Studies 
Program, Italian Club, International Relations Club, and the History Department, have sponsored 
programs related to diversity during this reporting period.  These programs included but were not 
limited to: 

Below is a sample of jointly sponsored events by one or more of CCSU’s social organizations or 
departments:   (For a more complete list, see attachment detailing events offered during March 1, 2013 
to February 28, 2014.)   

• 10th Annual New England Latino Student Leadership Conference 
• Portrait of Courage: Latinos Shaping a Nation 
• Women's History Month Luncheon 
• Crisis in America: The Voices of our Sisters in the State of Men's Health & Wellness 
• RARE 
• Take Back the Night March 
• Alcohol Awareness Fair 
• Inventor & Entrepreneur: Martine Rothblatt 
• Polish Americans and Baseball: Becoming American by Playing America's Game 
• What Ever Happened to Sunday Dinner and Other Stories. 
• CCSU Employee Appreciation Week 
• Challenging Heterosexism 
• CCSU Powwow " A Home of One's Own" 
• Can Chavez's Orphans Shape A New Venezuelan Political Identity? 
• My Name is Rachel Corrie 
• Where the High Five Came From: The Art of the Kingdom of Kongo 
• An Evening with Lauren Lubin 
• Walk of No Shame 2013 
• 2013 Year of Italian Culture 
• 18th Annual New England Conference on Multicultural Education (NECME) 
• The Voting Rights Act  
• Polish Poster Designs 
• Vietnamese American Poet & Professional Tango Dancer Mǭng-Lan 
• Survivor of the System: Women of Color Luncheon 
• Garba 2013 
• Veterans Day 
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• Performance and conversation with Yan Xu 
• Economics of Being A Minority 
• Importance of Higher Education As A Minority 
• European Montary Union: Strength or Disintergration 
• Chinese New Years Gala 
• Miss Representation 
• White Like Me: Reflections from a Privledged Son 
• Civil Rigths Lecture Series:William Jelani Cobb 
• Civil Rigths Lecture Series: Arica Coleman 
• The Sexes: Bridging the Gender Divide 
• The Hook-Up: When It's Hot and When It's Not 
• Indian Poet Yuyutsu rd Sharma 
• Civil Rights Lecture Series: Fred D. Gray 
• Women of Influence Gala 
• 11th Annual Amistad Lecture & Banquet 
• African American Lecture Series: Dania V. Francis 

See University Events 2014-2015 Attachment in supportive documents area for a more detailed report 
of these events including the date, description and sponsoring university department(s). 

The CDO will continue to schedule sexual harassment and diversity training for all new employees as 
needed and will continue to report the scheduled sessions in CCSU’s annual filings. 

Diversity and Sexual Harassment Prevention Training  

Diversity Training is also periodically scheduled for the University’s managers and supervisors, including 
employees who supervise student workers.  A copy of those utilized and/or distributed during the 
diversity training sessions the “Supportive Material” subsection which follows this portion of the 
“Internal Communications” section.    

Diversity Training is also periodically scheduled for the University’s managers and supervisors, including 
employees who supervise student workers.  A copy of the materials utilized and/or distributed during 
the diversity training sessions is included within the “Supportive Material” subsection which follows this 
portion of the “Internal Communications” section.    

Sexual Harassment Prevention Training is scheduled for the University’s managers and supervisors, 
including employees who supervise student workers.  Such training is delivered by the Permanent 
Commission on the Status of Women (PCSW) and the Commission of Human Rights and Opportunities 
(CHRO) in conformance with the requirements of Connecticut General Statutes, Section 46a-54(15)(B).  
This year the university instituted a new sexual harassment online program.   

Training sessions were conducted as follows:  

Diversity Sessions 

• During this reporting period thirteen sessions were conducted serving 413 employees (including 129 
student employees comprised of resident assistants, student workers and graduate assistants). 

• During Disability Awareness Month in October conducted a Challenging the Human Existence Expo 
where several community agencies serving people with disabilities provided information on their 
services.  Approximately 150 visited the exposition.   

• At new faculty orientation Rosa Rodríguez provided information on sexual harassment, 
nondiscrimination, ADA, and sexual misconduct policies, and complaint procedure.   
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Sexual Harassment Sessions 

During this reporting period, the CDO resumed meeting the requirements of Conn. Gen. Stat. § 46a-
54(15)(B) by providing sexual harassment training for newly hired supervisory employees.  Such training 
is delivered by the CHRO in conformance with the requirements of Connecticut General Statutes, 
Section 46a-54(15)(B).  A copy of the training session outline (via PowerPoint presentation) used during 
the sexual harassment training sessions is included within the “Supportive Material” subsection which 
follows this portion of the “Internal Communications” section.    

The residence life department requires that all Residence Assistants attend a two-hour diversity training 
program every semester.  Additionally the resident assistants received sexual assault prevention training 
by the University’s Women Center and/or the YWCA Sexual Assault Advocates.   

The CDO will continue to schedule in-person sexual harassment and diversity training for all new 
employees as needed and will continue to report the scheduled sessions in CCSU’s annual filings.   

• Robin Fox and Cheryl Sharp from the Office of the Commission of Human Rights and Opportunities 
conducted a three hour session with a total of 33 employees; 

• On June 26, 2013 Rosa Rodríguez and Nicholas D’Agostino conducted two hour sessions to the 
Educational Opportunity Employees and the ConnCAPP employees (40 employees); 

• Beginning July 1, 2012, the university began offering a two-hour online training on sexual 
harassment awareness and prevention.  The university registers employees to complete an on-line 
course offered by Workplace Answers.  The program does not allow the employees to complete the 
training in less than two hours.  The course is interactive and contains many challenging and 
interesting real-life workplace situations.  This reporting period 684 employees including student 
workers and faculty completed the training.   



































































































































































EXTERNAL COMMUNICATION 
Section 46a-68-35 

 

Central Connecticut State University shall put itself on public record that it is an Affirmative Action/Equal 
Employment Opportunity employer. 

The University initiates and undertakes aggressive positive relationship-building to ensure that 
affirmative action is more than a paper commitment.  Consistent with this effort: 

The chief diversity officer, with support from other University officials, maintains on a 
continuing basis, a list of individuals, publications, groups, and organizations, and a list of regular 
recruiting services representing protected groups.  The University's commitment to affirmative 
action and notices of job availability are sent regularly to these recruitment resources.  All 
advertisements and position announcements contain a statement of the University’s 
commitment to affirmative action. 

All employment advertisements contain a reference to the University’s commitment to 
affirmative action and a statement that the University is actively seeking members of 
underrepresented groups to diversify its workforce.  No advertisements exclude people by 
gender or age, except in the case of a bonafide occupational qualification or need. 

The chief diversity officer, in conjunction with other members of the University community, 
makes personal contacts with local, state and national recruitment sources.  These efforts are 
designed to maintain frequent contact with protected class groups, organizations and resource 
agencies.  New contacts are continually sought. 

Employment advertising publication sources include media that target an underutilized class 
audience in the labor market areas most relevant for filling a vacant office position or position 
classification. 

Notices dated July 2, 2013 that the University is an Affirmative Action/Equal Employment Opportunity 
employer was sent to all unions that represent the University's employees for collective bargaining 
purposes.  Such notice contains an invitation to review and comment on CCSU’s Affirmative Action Plan. 

The chief financial officer and the chief administrative officer are responsible for overseeing contract 
compliance requirements covered by Conn. Gen. Stat. Sections 4a-60 and 4a-60a. 

The University encourages and solicits the participation of minority business enterprises meeting 
qualifications established under Connecticut General Statute 4a-60g and 4a-61or 32-9e.  All bidders, 
contractors, subcontractors and suppliers of materials and services to the University received 
notification of the University’s Affirmative Action/Equal Employment Opportunity policy.  The notice 
includes a statement that the University will not knowingly do business with any bidder, contractor, 
subcontractor or supplier of materials or found to be in violation of any state or federal anti-
discrimination law.  Further, the University does not knowingly do business with any bidder, contractor, 
subcontractor, or supplier of materials that discriminates against protected group members and 
promptly reports any behavior inconsistent with state or federal anti-discrimination law to the 
Commission on Human Rights and Responsibilities or other appropriate authorities for investigation.  
The University encourages bidders, contractors, subcontractors, and suppliers of goods and services to 
develop their own affirmative action plans. 

The University engages in concerted agenda with the Department of Administrative Services, Permanent 
Commission on the Status of Women, Department of Labor (Job Service), Department of Economic 
Development or any other pertinent agency to coordinate and unify the implementation of the above 
activities, and to eliminate unnecessary duplication of effort and expense. 
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The University maintains the name and address of each organization, recruiting source, bidder, 
contractor, subcontractor, supplier of materials, publisher and union receiving notice of the agency 
policy, date of notice, and copies of all communication, statements, advertising and contract provisions 
with the above groups or individuals.  Where the cooperation of another agency is essential to the 
implementation of activity undertaken pursuant to this section, the University shall keep record of each 
instance of contact with the agency whose cooperation is requested and the outcome thereof.
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CONTRACT COMPLIANCE/SMALL BUSINESS SET-ASIDE ACTIVITIES 

The chief diversity officer worked with the chief finance and chief administrative officers to ensure 
compliance with the Connecticut General Statute Section 46a-60, Contract Compliance. 

In compliance with Section 46a-68-35, the University has consistently put itself on public record as being 
an affirmative action/equal opportunity employer. 

Central Connecticut State University submitted its Small and Minority Business Set-Aside goals for fiscal 
year 2013-2014 to Department of Administrative Services (DAS) Business CONNections and the 
Commission on Human Rights and Opportunities (CHRO) in July 2013.  The University received a notice 
October 13, 2013 which outlined its requests, the approved DAS goals, and an explanation of the course 
of action taken to establish the goals approved by DAS. 

The University’s Small Business Enterprise (SBE) and Minority Business Enterprise (MBE) goals for fiscal 
year 2013-2014 were $1,025,432 and $256,358 respectively.  At the close of the third quarter of the 
fiscal year, the SBE expenditures totaled $6,519,521.37 (approximately 635.78% of the established SBE 
set aside goal) and the MBE expenditures totaled $1,576,657.81 (approximately 615.02% of the 
established MBE set aside goal) both of which exceed the goals set for the fiscal year 2013-2014.   

During this reporting period, the purchasing manager continued to implement proactive measures 
designed to encourage SBE expenditures.  These measures included reviewing the list of vendors to 
ensure that small businesses were properly identified as set-asides and letters were sent to companies 
making them aware of the set-aside program as well as encouraging them to become certified through 
the DAS Business CONNections.  In addition, internal purchase-card (P-Card) users were encouraged to 
use small businesses when making purchases.  Those purchases to small businesses were manually 
extracted from the University’s P-Card expenditures.   

All bidders, contractors, subcontractors and suppliers of goods to the University were notified of the 
University's policy that it would not do business with anyone who discriminates against protected class 
members. 

The University sent invitation to bid notices to the DAS Business CONNections, which electronically 
distributes said bid notices to all minority businesses who are registered with Business CONNections.  
During this reporting period, invitations to bid notices were placed in the Hartford Courant, New Britain 
Herald, and New Haven Register, in addition to DAS Business CONNections and the CCSU Purchasing 
websites. 

During this reporting period, the Purchasing Department maintained a web page at 
http://www.finance.ccsu.edu/Purchasing/, which listed all of the University’s currently available bidding 
opportunities.  In addition, it provided links to the DAS web page, where small vendors can find 
information regarding state procurement opportunities, assistance for set-aside contractors interested 
in securing state contracts, a complete description of the Set-Aside Program, and how to become 
certified.  The web page also included the Purchasing Policies and Procedures Manual so that potential 
bidders could obtain information regarding the processes, procedures, and regulations associated with 
the acquisition of products and services for the University. 

http://www.finance.ccsu.edu/Purchasing/
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RECRUITMENT ACTIVITIES DURING THIS REPORTING PERIOD 

The University utilized search committees to fill all unclassified vacancies.  Each search committee was 
required to develop a search plan designed to reach a broad and diverse pool of potential applicants.  
Further, the search committee was instructed by the chief diversity officer to make every effort to 
recruit underutilized and underrepresented applicants.  Those efforts included aggressive advertising, 
sending letters with the position description to appropriate institutions, including those that have 
significant populations of minorities, recruiting potential minority applicants through professional 
organizations and at professional meetings, and networking with individuals who are likely to have 
contact with underutilized members.  In addition, the Office of Diversity and Equity established personal 
relationships with colleges and universities with doctoral degree programs, including historically black 
colleges and universities, Hispanic –granting institutions as well as institutions awarding doctoral 
degrees to significant numbers of minority students, designed to increase the diversity of applicant 
pools. 

The Chief Diversity Officer advised executive, faculty, and administrative search committees to extend 
searches and re-examine recruitment methods.  The search committees were able to expand 
recruitment to enhance demographics of the applicant pool with the approval of the Chief Diversity 
Officer.  A search may be extended or canceled if a diverse pool of applicants is not identified. 

Faculty and administrative employment opportunities were advertised locally as well as nationally in 
order to attract large and diverse pools of applicants.  Advertisements were placed in local newspapers, 
such as the Hartford Courant, New Britain Herald, etc.  To reduce advertisement costs the University is 
purchasing annual subscriptions to the following:  Highered.jobs.com; Diverse; and Hispanic Outlook.  
This allows the university to post unlimited advertisements for its positions.   

Vacancies in classified occupational categories, not subject to competitive exam or where there were no 
certification lists were posted within the University.  In addition, notices of the vacancies were sent to 
other CSU universities, state agencies, local and regional newspapers, the State of Connecticut Job 
Service, the DAS website, all unions representing qualified staff, and a number of community agencies 
representing protected groups. 

The University posted notice of all vacancies in their respective occupational category on its web page at 
http://www.ccsu.edu./HumanResources/jobs.html. 

The Office of Diversity and Equity posted employment opportunity announcements from the University, 
other CSU universities, State agencies, local municipalities, and private sector employers on bulletin 
boards adjacent to its office. Copies of these announcements as well as other equal employment 
opportunity information were provided upon request. 

Continuous contact was made with recruiting sources and organizations capable of recruiting 
underutilized group members for employment.  The list of recruiting sources was annually updated.  
Members of the University met with officials from community, social and religious organizations to 
discuss community building, which included recruitment for employment opportunities. 

To continue to enhance the recruitment program, the Office of Diversity & Equity and Human Resources 
work with the SUOAF/AFSCME Minority Recruitment and Mentoring Committee (MRMC) and AAUP 
Minority Recruitment and Retention Committee (MRRC) to develop strategies to attract a diversified 
pool of applicants for employment.   

The AAUP (Faculty) MRRC is charged with the responsibility of assisting search committees to recruit 
members of minorities and other protected groups; to assist the University in retaining such members; 
and to engage in such other actions as will effectuate the above purposes.  Last year the University 

http://www.ccsu.edu./HumanResources/jobs.html
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awarded $12,407.66 to two males and two female recipients in the following disciplines:  Economics, 
English, Communication, Counseling and Family Therapy, Counseling & Wellness Center and Teacher 
Education.   

The SUOAF/AFSCME MRMC (Professional Non-Faculty) is charged with the responsibility for identifying 
and recommending qualified minority candidates to search committees after the promotional process 
has been followed.  The committee ensures that mentoring arrangements are available for newly 
appointed minority employees.  The mentors are charged with responsibility for enhancing the 
professional development of minority employees during the first 1-6 years of their appointments and 
during the first three years in a new position or reassignment.  The program eligibility was changed from 
three to six years and it also now includes employees who are promoted to a higher level position.  
During the reporting period 13 members attended an MRMC Mentoring Luncheon, a minority candidate 
was sponsored to come to an on-campus interview, and six members of color were funded to 
participate in professional development activities. 

The following publications and organizations are representative of those used for the publication of 
classified advertisements, notices posted on web pages, and distribution of employment opportunity 
announcements: 

1. Career Builder-www.careerbuilder.com 2. www.swe.com 
3. DAS 4. http://mathjobs.org 
5. Chronicle of Higher Education 6. AACN Website 
7. Highered.com 8. Networking  
9. Hispanic Outlook 10. Conference Attendance Distribution  
11. Diversejobs.net 12. Email to nursing graduate programs  
13. Mechanical Engineering Magazine 14. Hispanic Outlook in higher education  
15. http://engineering.academickeys.com 16. Hartford Currant  
17. Journal of Higher Ed 18. Linkedin 
19. ASEE List serve 20. DAS website  
21. Diverse  22. MLA Job offering list 
23. http://eims.ams.org 24. CCSU Website  
25. CSCE (Connecticut Society of Civil Engineering) 26. Connecticut Library Association, Connecticut 

Library Consortium  
27. Latinos in Higher Education 28. Simmons College  
29. Higheredjobs.com 30. American Accounting Association 
31. American Counseling Association  32. Financial Management Association 
33. Science  34. Academy of Management 
35. http://acsm.heathjobsplus.com 36. Association for Information Systems  
37. AAHPERD Career Link 38. Department of Administrative Services  
39. American Psychological Association 

(www.apa.org) 
40. International Personal Managers Association 

CT Chapter 
41. Phil Jobs/Jobs for Philosophers 42. Educause  
43. American Anthropological Association 

(www.aaanet.com) 
44. Connecticut Distance Learning Consortium-

CTDLC email distribution 
45. Jobs.com 46. College Health listserv  
47. SIGG CCSU Listserv 48. Share it with CT Chapter, IPMA-HR 
49. Association of Black Psychologists 

(www.abpsi.org) 
50. Association of Psychological Science 

(www.psycholocialscience.org) 
51. FYE listserv 52. USLacross.org 

http://www.swe.com/
http://mathjobs.org/
http://engineering.academickeys.com/
http://eims.ams.org/
http://acsm.heathjobsplus.com/
http://www.apa.org/
http://www.aaanet.com/
http://www.abpsi.org/
http://www.psycholocialscience.org/
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53. Association for Journalism and Mass 
Communication AEJMC (Aejmc.com) 

54. National Latina/o Psychological Association 
(www.nlpa.ws) 

55. Broadcast Education Association BEA 
(beaweb.org) 

56. Connecticut Association of Educational 
Opportunity Programs  

57. Connecticut Counseling Association (CCA) 
news letter 

58. National College Learning Center Association 
Conference  

59. NASPA Conference  60. Annual student success conference 
61. National Society of Black Physicists 62. Connecticut Counseling Association (CCA) 
63. Area Division J. Post-Secondary Institution 

Listserv  
64. Connecticut School Counselors Association 

(CSCA) 
65. National Association of Student Personal 

Administration  
66. American School Counselors Association 

(ASCA) 
67. American Education Research Association, 

Division I Administration  
68. Advance Listserv for advancement 

professional’s nation wide  
69. Connecticut Association of Latinos of Higher 

Education 
70. AIAA,ASME,ASEE, IEEE conferences, SE&T 

website  
71. Psychotherapy Network magazine  72. ATMAE Listserv, ISA Listserv ETD Listserv  
73. Connecticut Association of Public School 

Superintendents CAPSS 
74. American Association for marriage and Family 

therapy website 
75. American Educational Research Association 

Social Justice SIG and LGBT SIG 
76. Connecticut Association of Schools (CT 

Principals)  
77. Communication of ACM 78. Writing Program Administration Listserv 
79. SIGCSE mailing list 80. WPA Job Board  
81. Chemical and Engineering News 82. Council on Basic Writing Listserv  
83. Listserv messages to Connecticut Valley 

American Chemical Society 
84. Area Division A Administration Organization 

and Leadership 
85. Targeted emails to colleagues at PhD granting 

institution Engineering technology listserv  
86. Mailing to all intuitional advancement 

department heads in CR colleges and 
university 

87. Monster-www.monster.com 88. ASME-Hartford new letter 
89. http://nsbe.org 90. American Society of Criminology 

Members of the Office of Diversity and Equity staff attended and/or addressed various conferences, 
training seminars and workshops, outside of CCSU, such as:  

• Gehring Academy – Four-Day Student Conduct Investigation Training (August 2013) 
• Annual True Colors Conference (March 2014) 
• Affirmative Action Association Annual Conference (May 2013) 
• New Britain NAACP Annual Conference 
• AAUW Annual Conference  

The CDO or the associate attend regularly scheduled meetings of both the Connecticut Association of 
Diversity and Equity Professionals and the CSU Diversity and Equity Officers group as meetings are 
scheduled.   

http://www.nlpa.ws/
http://nsbe.org/
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Appointing Authority 

John W. Miller, Ph. D., President of Central Connecticut State University, as appointing authority, has the 
ultimate responsibility for the establishment and enforcement of result-oriented Affirmative Action 
policies and practices.  Pursuant to Public Act 87-253, Dr. Miller was responsible for the development, 
filing, and implementation of an Affirmative Action Plan in accordance with Affirmative Action 
Regulations of Connecticut State Agencies §§ 46a-68-31 through 46a-68-74, and shall be accountable for 
the program’s success or failure. 

The President assigns to several employees such duties and responsibilities necessary for the 
development and implementation of the affirmative action plan.  To acquaint employees with their 
specific responsibilities under the Plan, the President’s Chief Diversity Officer (CDO), Ms. Rosa Rodríguez, 
participates in regularly scheduled meetings that emphasize human relations and intergroup relations, 
non-discriminatory employment practices, the legal authority for affirmative action and the President’s 
commitment to affirmative action, review of the affirmative action plan and identification of obstacles in 
meeting the goals of the plan. 

The chief diversity officer is a full-time employee who has been designated by Dr. Miller to serve as 
Central Connecticut State University’s affirmative action officer.  Ms. Rodríguez reports directly to 
President Miller.  The Office of Diversity and Equity (ODE), which is supervised by Ms. Rodríguez, 
includes the Ruthe Boyea Women’s Center, which serves as an advocate for women’s rights on Central 
Connecticut State University’s campus.  The Coordinator of the Ruthe Boyea Women’s Center, Ms. 
Jacqueline Cobbina-Boivin, reports directly to the CDO.   

Affirmative Action (Office of Diversity and Equity) (100%) 

The chief diversity officer, Rosa Rodríguez, has full-time responsibility for the management and 
implementation of the University’s Affirmative Action Plan.  She reports directly to the President as 
required in Affirmative Action Regulations, § 46a-68-36(c).  Ms. Rodríguez, Nicholas D’Agostino, the 
Associate to CDO, and Pamela Soucy, University Assistant staff the ODE 

Specific Functions of the Chief Diversity Officer and ODE Staff 

1. To develop, coordinate, evaluate, monitor, report, and implement the Affirmative Action Plan, along 
with persons who have specific personnel responsibilities and to utilize a systematic procedure for 
monitoring all phases of the Affirmative Action Plan on a continuing basis.   

2. To write, with appropriate consultation, any revisions of the Affirmative Action Plan and to 
communicate them, subject to the approval by the President, to the appropriate federal or state 
agency or office and to serve as principal contact with state and federal representatives in 
affirmative action reviews of the institution. 

3. To initiate and maintain contact with recruiting sources and organizations serving members of 
protected classes, in conjunction with other members in the University community. 

4. To review, analyze, and evaluate all reports and statistical data pertaining to the University’s 
workforce for accuracy and progress made toward affirmative action goals as well as regarding the 
status of minorities and women. 

5. To coordinate the implementation of the Affirmative Action Plan by all personnel named as having 
specific responsibilities and to assist all personnel involved in implementation of the Affirmative 
Action Plan through the development of written guidelines, resource files, orientation sessions, and 
individual advisement. 
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6. ODE staff meets with every unclassified search committee to train on the recruitment and search 
process including affirmative action guidelines and goals.  For both classified and unclassified 
searches, the committees are provided written affirmative goals. 

7. The CDO meets with the President and the Vice Presidents /Chief Officers to review the affirmative 
action plan and all other issues related to affirmative action, equal opportunity and discrimination. 

8. To investigate complaints of alleged discrimination. 

The Affirmative Action Plan does not allow for passive observation of potential or existing discriminatory 
practices.  First line supervisors are responsible for insuring that employees are aware of their rights and 
opportunities and managers or department heads are made aware of problems and areas of dissension.  
Managers and supervisors are, on a continual basis, monitored and evaluated on their affirmative action 
performance and, because affirmative action responsibilities are considered an assigned duty, failure to 
perform affirmative action duties can affect ratings and advancement. 

Office of Human Resource (10-20%) 

The Office of Human Resources is managed by Lou Pisano, Chief Human Resources Officer, and consists 
of the following staff: 

• Anna Suski-Lenczewski, University Human Resources Administrator 3 
• Mary Cavanaugh, University Human Resources Administrator 1 
• Joanne Callahan, Associate in Human Resources  
• Karen Portera, Associate in Human Resources 
• Norma Rivera, Associate in Human Resources 
• Louise Olszewski, Assistant in Human Resources 2 
• Doreen Revoir, Assistant in Human Resources I 

The University Human Resources Administrators shall assist with the development, coordination, and 
implementation of human resources policy, practices and programs and provide effective advice and 
recommendations on proper human resources management practices, including ensuring that equal 
opportunity and affirmative action procedures in recruiting, hiring, interviewing, record keeping and 
evaluating progress are observed. 

Other responsibilities of the Human Resources Administrators and any other Human Resources Office 
staff include overseeing the hiring process to assure that the affirmative action procedures are being 
implemented in the employment process through involvement in recruiting, interviewing, hiring, 
evaluating, promoting or counseling employees, including their counterparts throughout the academic 
and administrative structure.  In addition, the Human Resources Office is responsible on a continuing 
basis for thorough knowledge of federal, state, and the University affirmative action requirements. 

A University Human Resources Administrator assists the ODE with preparation of the Affirmative Action 
Plan, providing all employee- related statistical data, as well as Human Resource-related review and 
consultation, as appropriate. 

Deans, Managers, and Supervisors (5%) 

Deans, managers, supervisors, and department heads are held fully responsible for implementing those 
aspects of the affirmative action program related to their specific area of operation, including recruiting, 
interviewing, hiring, evaluating, promoting, and counseling teaching faculty, administrators and staff.  
Managers and supervisors are required to submit clear job descriptions, and to document the specific 
efforts made to recruit minorities and women, in accordance with the schedules indicated in the 
affirmative action hiring procedural guidelines.  In addition, managers and supervisors understand that 
equal employment opportunity and affirmative action are:  (1) consistent with good management and 
personnel principles, (2) a basic part of their job, and (3) consistent with the concept of employment and 
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promotion based on merit.  Managers and supervisors play an important role in the success of an 
affirmative action program, perhaps the crucial role.  Through the use of fair employment practices, 
access to data, and immediate contact with possible sources of discrimination or problem areas in their 
units or divisions, managers and supervisors provide the grass roots perception of affirmative action and 
ensure that all employees are informed of the University’s continuing commitment to affirmative action. 

The University evaluates and monitors the affirmative action performance of all officials assigned 
affirmative action responsibilities.  This includes deans, directors, department heads, and others with 
specific affirmative action responsibilities.  The evaluation will be based on the individual’s commitment 
to the effective management of a diverse workforce and the performance of their affirmative action 
duties will be considered in promotion and merit increase decisions. 

Pursuant to Section 46a-68-36(d), each agency of 100 or more employees shall consider the feasibility of 
establishing an employee advisory committee, which, if established, may consider any matter 
appropriate to the development and implementation of the affirmative action plan.  While the 
University recognizes that the Employment Advisory Committee, comprised of all senior managers of 
the President’s Executive Committee, does not meet the regulations regarding an affirmative action 
employee advisory committee, the Committee continued to look at the progress made by search 
committees toward the achievement of hiring goals and the challenging recruitment milieu that search 
committees encounter.  This committee will continue to address those areas that seem to impede goal 
achievement for the University.   

The University would like to point out that there are campus committees, comprised of a diverse cross 
section of employees that continually address many affirmative action concerns as well as specific 
employee issues.  These committees include:  The Arts & Sciences Diversity Committee, the AAUP 
Minority Recruitment and Retention Committee and the SUOAF-AFSCME Minority Recruitment and 
Mentoring Committee that address recruitment and retention of protected group members; the Safety 
and Health Committee; the Latin American Association; the African American Advisory Committee; the 
Facilities Planning Committee that looks at accessibility for persons with disabilities; the President’s 
Advisory Committee for Students with Disabilities; the Committee on the Concerns of Women; the GLBT 
Advisory Committee; and the Faculty Senate Diversity Committee whose members represent all campus 
community constituencies and is charged with creating a campus that is diverse, inclusive and 
welcoming. 

No employee may be coerced, intimidated, or retaliated against by the University or any person for 
performing any affirmative action duties.  Any person so aggrieved may file an internal complaint as well 
as file a complaint with state or federal enforcement agencies, such as the Commission on Human Rights 
and Opportunities and/or Equal Employment Opportunity Commission. 

The University maintains a record of each person performing any duties relating to the development and 
implementation of the Affirmative Action Plan by name, job title, and percentage of time devoted to 
affirmative action duties and outline of specific responsibilities. 

ACTIVITIES DURING THIS REPORTING PERIOD 

In their annual self-report of the Management Performance Planning Evaluation management and 
confidential personnel were required to evaluate their achievement in the area of developing a diverse 
workforce. 

Managers and supervisors periodically audit, with the assistance of the Human Resources Office, 
training programs, hiring and promotion patterns to remove impediments to the attainment of goals 
and objectives.   

1. ODE distributed the annual notice all employees in July 2013 (this can be located in the internal 
communication section of this affirmative action plan). 



ASSIGNMENT OF RESPONSIBILITY, SECTION 46A-68-36  4 

 

2. In July 2013, the Chief Diversity Officer created and submitted a copy of the executive summary of 
the AA plan and related policy/procedural updates to the executive committee (which serves as one 
of the employee advisory committees as required under this section).  

3. During the reporting period, the Chief Diversity Officer was an active participant of the monthly 
executive staff meetings.  During these meetings Ms. Rodriguez discussed updates to policies, 
procedures, programming and developments on other issues related to EEO/AA.  

4. During the reporting period, ODE ensured that each building had the required 
EEO/Nondiscrimination and Sexual Harassment posters and those were properly displayed. 

5. During the reporting period, the Chief Diversity Officer regularly met with Deans, Supervisor, 
Managers and Administrators to discuss the recruitment and selection processes and procedures 
related to their respective areas.   

6. During the reporting period, the Chief Diversity Officer met regularly with the University President 
to discuss issues related to EEO/AA including but not limited to discussions regarding alleged 
violations of the university’s non-discrimination in education and employment policy, sexual 
harassment policy, sexual assault prevention and awareness as well as issues related to the 
recruitment and selection of staff and faculty.  

7. During the reporting period, the AAUP Minority Recruitment and Retention Committee and the 
SUOAF-AFSCME Minority Recruitment and Mentoring Committee that address recruitment and 
retention of protected group members; the Committee on the Concerns of Women; the GLBT 
Advisory Committee; and the Faculty Senate Diversity Committee met regularly to develop 
procedures, policies and programming to increase awareness and cultural competency related to 
their target audience.   

8. During the reporting period, ODE distributed more than 2500 booklets containing the 
nondiscrimination and anti-harassment policies, resources and complaint procedures to students, 
faculty and staff.  

9. Facilities provided by Central Connecticut State University for employees are comparable for both 
sexes. 

10. Minority and female employees are offered full opportunity and are encouraged to participate in all 
educational, training, recreational and social activities. 

11. ODE staff met with every search committee for all searches addressed in the plan.  During the AA 
plan period Rosa Rodriguez met with all employees serving on search committees (several hundred) 
to charge them with their duties and responsibilities related to EEO/AA and the hiring processes. A 
copy of a search charge is included in the exhibits related to this section.  

12. During the reporting period ODE staff coordinated training regarding sexual harassment, diversity 
and Title IX.  A full reporting on this training can be found in the internal communication and 
employment analysis (training analysis) sections of this affirmative action plan. 

13. Supervisors’ work performance is evaluated on the basis of their equal employment opportunity 
efforts and results, as well as their performance criteria. 

14. Supervisors must take action to prevent harassment of employees placed through affirmative action 
efforts. 

15. ODE advises and informs those individuals involved in the hiring and promotion process of their 
legal obligations and of the University's procedures for recruitment, hiring, interviewing, and 
counseling through written guidelines and orientation training.  Each department monitors or has 
monitored all hiring and promotion actions. 

16. ODE and the respective departments coordinate the communication of affirmative action 
information to all employees and applicants on a continuing basis. 

17. Each department conducting a search completes, or has completed, all Equal Employment 
Opportunity or Affirmative Action forms. 

18. Each department documents the search and selection procedure when a new employee is hired, in 
accordance with the search procedure. 
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19. Each major division works with community relations programs in efforts to improve the quality of 
relations between Central Connecticut State University and the outside community, minority 
organizations, women's organizations, organizations of and for persons with disabilities, 
organizations of and for disabled veterans and veterans of the Vietnam Era and community action 
groups. 

20. Where appropriate, each department develops and coordinates additional plans as needed in areas 
other than employment, such as Title IX, student programs, financial aid, admissions, and career 
planning. 

21. Each department advises its individual members of his or her specific area of responsibility for the 
implementation of the Affirmative Action program. 

The ODE co-sponsored several events with the Ruthe Boyea Women’s Center, the Committee on the 
Concerns of Women, the Center for Africana Studies, the African American Studies Program, the 
Caribbean and Latin American Studies Center, Latin American Student Organization, Center for 
International Education, and History Department.  For example, these events include lectures about 
equity, affirmative action and social justice issues, and lectures by social activists.  A complete list of 
cultural events is available in Section 4.  Internal Communication Supportive Materials. 







































































































ORGANIZATIONAL ANALYSIS 
 
 

Section 46a-68-37 

 

This section of the Central Connecticut State University’s Plan identifies the University’s workforce 
organization. 

Job Title Study 

Each position classification authorized by the Department of Administrative Services or established by 
statute is arranged into lines of progression that depict the order of jobs through which an employee 
may advance.  Titles without promotional opportunity are listed separately.  Unclassified and non-
competitive titles are identified. 

Occupational Category Study 

Each position classification listed in the job title study is placed in an occupational category with other 
position classifications having similar job content, compensation schedules, and opportunity.  Titles 
within an occupational category are ranked from the highest to the lowest compensation schedule, with 
the salary range for each classification noted. 

The University reviewed the Job Title Study and the Occupational Category Study during this reporting 
period.  As a result, the University has made several updates to the Job Title Study and the Occupational 
Category Study. 

In the Job Title Study, the following new positions were added to their respective line of progression: 

Coordinator of Community Engagement 
Graduate Studies Degree Auditor  
Learning Center Academic Support Specialist  
Academic Advising Specialist  
Advising and Student Support Specialist  
Assistant Dean for School/Community Partnerships and Assessment 
Coordinator of School/Community Partnerships  
Operations and Data Support Specialist  
Desktop Support Technician  
Desktop Support Assistant  
Media Technician  
Director of Student Wellness Services  
University Health Psychiatric Nurse Practitioner 
Coordinator of Wellness Education  
Veteran Retention Assistant  

The following titles were changed without a change in rank: 

From: To: 
Director of Public Safety Chief of Police 
Associate Director of Counseling & Wellness Associate Director of Student Wellness Services for 

Counseling 
Associate Director – Health Services Associate Director of Student Wellness Services for 

Medical 
Instructional Media Coordinator Instructional Coordinator 
Assistant Director, Community Relations Assistant Director, Marketing & Communication 

 



The following titles and/or ranks were changed: 

From: To: 
Director, University Learning Center (Admin 5) Director, University Learning Center (Admin 4) 
Internet Services Manager (Admin 4) Manager of University Internet Services (Admin 5) 
Associate Director – Health Services Associate Director of Student Wellness Services for 

Medical 
Instructional Media Coordinator Instructional Coordinator 
International Student & Scholar Services 
Coordinator (Admin 3) 

Associate Director, International Student and 
Scholar Services (Admin 4) 

Business Development Coordinator (Admin 2) Business Development Coordinator (Admin 3) 

The University will continue to evaluate the Job Title Study in an effort to determine which job titles, 
with or without lines of progression, will be utilized in the future.  All resulting changes in the Job Title 
Study will be reported in the next filing of the plan.  
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UNCLASSIFIED POSITIONS 

Office of Academic Affairs  

Provost and Vice President for Academic Affairs 
Associate Vice President for Academic Affairs 

Academic Schools 

Arts and Sciences 

Dean, School of Arts & Sciences 
Associate Dean, School of Arts & Sciences 
Assistant Dean, School of Arts & Sciences 

School of Business 

Dean, School of Business 
Associate Dean, School of Business 
Assistant Dean, School of Business 

School of Education and Professional Studies  

Dean, School of Education and Professional Studies 
Associate Dean, School of Education and Professional Studies 
Assistant Dean, School of Education and Professional Studies 
Assistant Dean for School/Community Partnerships and Assessment 
Coordinator of School/Community Partnerships 

School of Engineering & Technology 

Dean, School of Engineering & Technology 
Associate Dean, School of Engineering & Technology 

Graduate Studies 

Associate Vice President Academic Affairs & Dean of Graduate Studies 
Assistant Dean, Graduate Studies 
Associate Director, Graduate Studies 

Bursar 

Bursar 
Associate Bursar 
Assistant Bursar 
Assistant Director  
Assistant to the Bursar 

Business Services 

Director of Business Services 
Associate Director, Business Services 
Contract Compliance Specialist 



Campus One Card 

Director of Auxiliary Services for IT 
Campus One Card System Specialist 

Center for Advising & Career Exploration (CACE) 

Director of the Center for Advising & Career Exploration 
Associate Director of the Center for Advising & Career Exploration 
Center for Advising & Career Exploration Specialist 
Advising Assistant 

Center for International Education (CIE) 

Director of Center for International Education 
Associate Director of Center for International Education 
Associate Director of CIE & Coordinator of IELP 
Associate Director of Int’l Student & Scholar Services  
International Education Coordinator 

Center for Public Policy and Social Research (CPPSR) 

Executive Director of the Center for Public Policy & Social Research 
Associate Director, Center for Social Research 
Assistant Director, Center for Social Research 
Assistant Director, Local, Regional & State Affairs 
Policy & Research Specialist 

Confucius Institute 

Director, U.S.-China Center 
Program Administrator 

Continuing Education (Office of) 

Director of Continuing Education  
Associate Director Continuing Education  

Environmental Health and Safety 

Director, Environmental Health & Safety 
Environmental Health & Safety Coordinator 

Facilities Management 

Assistant Chief Administrative Officer/Director of Facilities Management Coordinator, Capital 
Projects/Facilities Planning 

Facilities Operations Manager 
Operations Coordinator 
Coordinator, Capital Projects and Facilities Planning 
Coordinator, University Construction Facilities Management 
Facilities Contract Administrator 
Assistant Director, Facility Support Services 
Assistant Director, Facilities Management 
Budget and Accounting Assistant 
Property Inventory Control Coordinator 
Property Control Assistant 
Materials Storage Supervisor 1 



Faculty 

Professor 
Associate Professor 
Assistant Professor 
Instructor 

Financial Aid 

Director of Financial Aid 
Associate Director of Financial Aid 
Assistant Director of Financial Aid 
Financial Aid Counselor 

Fiscal Affairs 

Chief Financial Officer 
Controller 
Director of Accounting 
Associate Director of Accounting 
Assistant Director of Accounting 
Grants Administration Manager 
Budget Assistant 
Budget & Accounting Assistant 

Grants and Funded Research Office 

Director of the Office of Grants and Funded Research 
Assistant Director of the Office of Grants and Funded Research 

Human Resources 

Chief Human Resources Officer 
Human Resources Administrator 
Associate in Human Resources 
Assistant in Human Resources 
Assistant in Human Resources I 
Administrative Operations Assistant 

IMRP 

Director of the Institute for Municipal and Regional Policy (IMRP) 
Associate Director, Center for Social Research 
Program Administrator  
Research Specialist 
IMRP Program Assistant 

Information Technology 

Chief Information Officer 
Director of Client Support Services 
Director of Technical Services  
Director Administrative Technical Services 
Instructional Technology Manager 
Computer Facilities Manager (School of Technology) 
Enterprise Resource Planning Manager 
Project Manager 



System Manager 
Manager Support Services 
Manager of University Internet Services 
Data Network Manager 
Assistant Manager of Internet Services 
Customer Support Center Supervisor 
Database Administrator 
Data Network Specialist 
Instructional Design & Technology Resource Center Supervisor 
Network Security Specialist 
Media Technology Manager 
Operations Coordinator 
Programmer Specialist 
Server Administrator 
Technical Support Specialist  
Instructional Technology Systems Administrator  
Voice Systems Specialist  
Desktop Support Technician  
Software Support/Training Specialist 
Digital Media Production Coordinator  
Customer Support Center Lead  
Instructional Media Coordinator  
Operations and Data Support Specialist  
Desktop Support Assistant 
Customer Support Center Assistant 
Media Technician 
Property Control Assistant 
Support Assistant (Server or Systems) 
Server Support Specialist  
Computer Support Assistant 
Video Engineering Specialist 

Institute of Technology & Business Development (ITBD) 

Executive Assistant to the President for Community Business Programs 
Business Development Manager 
Business and Facility Manager 
Business Development Specialist 
Conference Center Manager 
Conference Center Assistant Manager/Information Technology Specialist 
Business Development Assistant/Youth Programs 
Business Development Coordinator 
Professional Development Specialist 
Project Coordinator 
Disadvantaged Business Enterprise (DBE) Administrator 

Institutional Advancement 

Vice President for Institutional Advancement 
Associate to the Vice President for Institutional Advancement 
Director of Institutional Advancement 
Director, Advancement Services 
Associate Director, Alumni Affairs 
Major Gifts Associate 



Advancement Services Specialist 

Institutional Research 

Director of Institutional Research and Assessment 
Institutional Research Specialist 
Planner/Analyst  

Intercollegiate Athletics 

Administrative 

Director, Intercollegiate Athletics 
Senior Associate Athletics Director 
Associate Director, Athletics for Compliance 
Associate Director of Athletics/External Services 
Assistant Director for Administration and Student Services 
Assistant Director of Athletics for Communication & Media Services 
Assistant Compliance Coordinator 
Accounting and Budget Specialist  
Equipment Manager 
Athletic Trainer II 
Athletics Communications Trainee 

Coaching  

Coach IV 
Coach III 
Coach II 
Coach I 
Coach A 

Learning Center 

Director, Learning Center 
Learning Center Academic Support Specialist 

Library Services 

Director of Library Services 
Associate Director of Library Services 
Librarian 
Associate Librarian 
Assistant Librarian 

Marketing and Communications 

Associate Vice President for Marketing and Communications 
Media Relations Officer 
Manager of University Internet Services 
Associate Director Marketing and Communications 
Assistant Director Marketing and Communications 
Graphic Design Coordinator 

Pre-Collegiate & Access Services 

Director of Pre-Collegiate and Access Services 
Associate Director of Pre-Collegiate and Access Services 



ConnCAP Site Coordinator 

Recruitment and Admissions 

Director of Recruitment and Admissions 
Associate Director of Recruitment and Admissions 
Assistant Director of Recruitment and Admissions 

Registrar 

Registrar 
Associate Registrar 
Associate Registrar for Scheduling and CAPP 
Assistant Director, Registrar 
Assistant Registrar 
Degree Auditor 

Residence Life 

Director of Residence Life 
Associate Director of Residence Life 
Assistant Director of Residence Life 
Assistant to Director/Area Coordinator 
Assistant to Director/Residence Hall Director 

Student Activities/Leadership Development 

Director of Student Activities/Leadership Development 
Associate Director, Student Activities/Leadership Development 
Assistant Director, Student Activities/Leadership Development 
Assistant Director/Coordinator for Central Access & Student Development 
Program Assistant 

Student Affairs 

Vice President for Student Affairs 
Assistant Dean II of Student Affairs 

Student Center 

Director of Student Center Operation & Services 
Associate Director of the Student Center 
Assistant Director of the Student Center 

Student Conduct (Office of) 

University Judicial Director 
Assistant Director, Office of Student Conduct 

Student Wellness Services: Health and Medical 

Student Wellness Services:  Health 

Associate Director, Health Services 
University Health Psychiatric Nurse Practitioner 
Advanced Practice Registered Nurse (APRN) 
College Health Nurse 



Wellness Education 

Coordinator of Substance Abuse Program 
Coordinator of Wellness Education  

Counseling 

Associate Director of Counseling and Wellness  
Counselor 
Associate Counselor 
Assistant Counselor 
Wellness Program Administrator  

TRIO Student Support Services 

Trio Project Coordinator 
Trio Project Assistant 

Veterans Affairs (Office of) 

Veterans Affairs Coordinator 
Veteran Retention Assistant  

Unclassified Positions without Lines of Progression 
Access and Security Coordinator (Facilities) 
Academic Advising Specialist  
Administrative Assistant to President 
Administrative Coordinator 
Administrative Support Coordinator 
Advising and Student Support Specialist  
Assistant Director/Coordinator, CASD Grant Program 
Associate Director, Graduate Office 
Associate in Diversity and Equity  
Budget & Accounting Assistant 
Campus Architect 
Capital Budget Administrator 
Coordinator of Community Engagement 
Coordinator, Student Disability Services 
Coordinator of Women's Center 
Chief Administrative Officer 
Special Assistant to the President 
Director of Academic Articulations and Partnerships 
Director, Academic Center for Student Athletes 
Director of Engineering 
Director, Office of Student Teaching and Field Experiences 
Director of Operational Logistics and Events Management (Admin. Affairs) 
Director of Student Wellness Services and University Physician 
Executive Assistant to the President/Chief Diversity Officer 
Graduate Studies Degree Auditor  
President 
Project Assistant (School of Education)  
Project Assistant (Academic Affairs, Travelers’ EDGE) 
Project Coordinator (Academic Affairs, Travelers’ EDGE) 
Recreation Specialist 
Science Technical Specialist 
Team Advisor (Academic Center for Student Athletes) 



University Research Technician 1 

CLASSIFIED POSITIONS 

Accounting 

Associate Accountant 
Assistant Accountant 
Accounting Trainee 

Clerical 

CSU Administrative Assistant (1) 
Unit Supervisor 
Administrative Assistant 
Secretary 2 
Secretary 1 
Processing Technician 
Office Assistant 
Clerk Typist 

Fiscal 

Fiscal Administrative Assistant 
Financial Clerk 

Library 

Library Technician 
Library Technical Assistant 

Mail Services 

Mail Services Supervisor 1 
Lead Mail Handler 
Mail Handler (2) 

Payroll 

Payroll Officer 2 
Payroll Clerk 
Assistant in Payroll/Accounts Payable (1) 

Protective Services 

Chief of Police (1) 
Police Lieutenant 
Fire Lieutenant 
Police Sergeant 
Police Detective 
Police Officer 
Protective Services Trainee 

Purchasing  

Purchasing Manager (1) 
Procurement Specialist (1) 
Purchasing Assistant  



Secretarial 

CSU Administrative Assistant (1) 
Administrative Assistant       
Secretary 2 
Secretary 1 
Office Assistant 
Clerk Typist  

Service/Maintenance 

Storekeeper (2) 
Storekeeper Assistant (2) 
 
General Trades Worker (2) 
Skilled Maintainer (2)  
Maintainer (2)    
 

Supervising Custodian (2) 
Lead Custodian (2) 
Custodian (2) 
 

Lead University Research Technician 
University Research Technician 2 
 

Duplicating Services Supervisor1 
Duplicating Technician 2 

Skilled Craft 

Lead Power Plant Operator Energy Center 
Power Plant Operator Energy Center Engineer (2) 
 
Maintenance Supervisor 1 (Electrical, General, Locksmith, Plmn & Stmfr) 
Qualified Craft Worker (Carpenter, Painter, Locksmith, Plumbing, Electrical, Mason, Mechanics, HVAC, 

Plmn & Stmfr) (2)   

Classified Positions without Lines of Progression 
Building Maintenance Supervisor  
Plant Facilities Engineer 2 
Planetarium Technician 
Building Superintendent 1 
Telecommunications Dispatcher (2) 
 
    
(1) Unclassified 
(2) Non-competitive 



OCCUPATIONAL CATEGORY STUDY
2013-2014

EEO Category Job Title Pay Plan
Minimum 

Salary
Maximum 

Salary

1 President $299,460
1 Provost & Vice President of Academic Affairs MC049 $165,443 $233,452
1 Dean, School of Business MC045* $151,046 $213,066
1 Vice President for Student Affairs MC047 $149,261 $210,992
1 Vice President for Institutional Advancement MC046 $142,063 $200,340
1 Chief Administrative Officer MC045 $134,750 $189,918
1 Chief Financial Officer MC045 $134,750 $189,918
1 Dean, School of Education and Professional Studies MC045 $134,750 $189,918
1 Dean, School of Arts & Sciences MC045 $134,750 $189,918
1 Dean, School of Engineering & Technology MC045 $134,750 $189,918
1 Associate Vice President and Dean of Graduate School MC044 $127,950 $180,633
1 Associate Vice President for Academic Affairs MC044 $127,950 $180,633
1 Chief Diversity Officer/Executive Assistant to the President MC044 $127,950 $180,633
1 Chief Human Resources Officer MC044 $127,950 $180,633
1 Chief Information Officer MC044 $127,950 $180,633
1 Executive Assistant to the President, ITBD MC044 $127,950 $180,633
1 Associate to the Chief Administrative Officer MC043 $121,551 $171,602
1 Associate Vice President for Marketing & Comm. MC043 $121,551 $171,602
1 Special Assistant to the President MC043 $121,551 $171,602
1 Associate to the VP for Institutional Advancement MC042 $101,495 $137,318
1 Director of Public Safety (1) MC042 $101,495 $137,318
1 Executive Director, CPP&SR MC042 $101,495 $137,318
1 Director, Intercollegiate Athletics S2008 $96,477 $142,843
1 Physician/Director of University Health Services S2008 $96,477 $142,843
1 Director, Institutional Research and Assessment MC041 $93,722 $126,799
1 Assistant Chief Administrative Officer/Director S2007 $83,894 $125,741
1 Associate Dean of Arts & Sciences S2007 $83,894 $125,741
1 Associate Dean, School of Business S2007 $83,894 $125,741
1 Associate Dean, School of Education & Professional Studies S2007 $83,894 $125,741
1 Associate Dean, School of Engineering & Technology S2007 $83,894 $125,741
1 Controller S2007 $83,894 $125,741
1 Director, Academic Articulations & Partnerships S2007 $83,894 $125,741
1 Director, Recruitment & Admissions S2007 $83,894 $125,741
1 Director, Center for International Education S2007 $83,894 $125,741
1 Director, Institutional Advancement S2007 $83,894 $125,741
1 Director, Library Services S2007 $83,894 $125,741
1 Human Resources Administrator MC039 $84,363 $114,139

2 Professor (12 Month) A2004 $99,252 $132,678
2 Professor (10 Month) A1004 $82,710 $110,565
2 Associate Professor A1003 $69,476 $93,001
2 Assistant Professor (10 Month) A1002 $56,243 $75,436
2 Instructor (10 Month) A1001 $49,626 $66,654

2 Coach IV / Athletic Trainer IV (12 Month) A2004 $99,252 $132,678
2 Coach IV / Athletic Trainer IV (10 Month) A1004 $82,710 $110,565
2 Coach III / Athletic Trainer III (12 Month) A2003 $83,371 $111,601
2 Coach III / Athletic Trainer III (10 Month) A1003 $69,476 $93,001
2 Coach II / Athletic Trainer II A2002 $67,492 $90,523
2 Coach I / Athletic Trainer I (12 Month) A2001 $59,551 $79,985
2 Coach I / Athletic Trainer I (10 Month) A1001 $49,626 $66,654
2 Coach A (12 month) A2005 $47,641 $63,989
2 Coach A (10 month) A1005 $39,701 $53,324

3 Counselor A2004 $99,252 $132,678
3 Associate Counselor (12 month) A2003 $83,371 $111,601
3 Librarian A1004 $82,710 $110,565
3 Assistant Dean II, Student Affairs S2006 $75,289 $114,731
3 Computer Facilities Manager (School of Technology) S2006 $73,096 $111,389
3 Director, Accounting S2006 $73,096 $111,389
3 Director, Administrative Technical Services S2006 $73,096 $111,389

Category 1:  Executive, Administrative & Managerial

Category 2:  Faculty

Category 3:  Professional/Non-faculty

Category 2:  Coaching/Athletic



OCCUPATIONAL CATEGORY STUDY
2013-2014

EEO Category Job Title Pay Plan
Minimum 

Salary
Maximum 

Salary
3 Director, Business Services S2006 $73,096 $111,389
3 Director, Ctr. Advising & Career Exploration S2006 $73,096 $111,389
3 Director, Client Support Services S2006 $73,096 $111,389
3 Director, Counseling and Wellness S2006 $73,096 $111,389
3 Director, Financial Aid S2006 $73,096 $111,389
3 Director, Learning Center S2006 $73,096 $111,389
3 Director, Office of Grants & Funded Research S2006 $73,096 $111,389
3 Director, Operational Logistics and Events Management S2006 $73,096 $111,389
3 Director, Residence Life S2006 $73,096 $111,389
3 Director, Student Activities/Leadership Development S2006 $73,096 $111,389
3 Director, Student Center Operation & Services S2006 $73,096 $111,389
3 Director, Technical Services S2006 $73,096 $111,389
3 Registrar S2006 $73,096 $111,389
3 Senior Associate Athletics Director S2006 $73,096 $111,389
3 Associate Accountant AR026 $71,988 $92,585
3 Payroll Officer 2 AR025 $68,607 $88,427
3 Associate Counselor (10 month) A1003 $69,476 $93,001
3 Associate Librarian A1003 $69,476 $93,001
3 Administrative Assistant to President MC035 $67,088 $90,766
3 Associate Director, Accounting S2005 $66,684 $103,720
3 Associate Director, Athletics for Compliance S2005 $66,684 $103,720
3 Associate Director, Athletics for External Services S2005 $66,684 $103,720
3 Associate Director, Ctr for Advising & Career Exploration S2005 $66,684 $103,720
3 Associate Director, International Education S2005 $66,684 $103,720
3 Associate Director, Library Services S2005 $66,684 $103,720
3 Bursar S2005 $66,684 $103,720
3 Campus Architect S2005 $66,684 $103,720
3 Coordinator, Capital Projects & Facilities Planning S2005 $66,684 $103,720
3 Coordinator, Student Disability Services (RC) S2005 $66,684 $103,720
3 Data Network Manager S2005 $66,684 $103,720
3 Director, Academic Center for Student Athletes S2005 $66,684 $103,720
3 Director, Advancement Services S2005 $66,684 $103,720
3 Director, Auxillary Services (IT) S2005 $66,684 $103,720
3 Director, Continuing Education S2005 $66,684 $103,720
3 Director, Engineering S2005 $66,684 $103,720
3 Director, Environmental Health & Safety S2005 $66,684 $103,720
3 Director, Institute for Municipal and Regional Policy (IMRP) S2005 $66,684 $103,720
3 Director, Pre-Collegiate and Access Services S2005 $66,684 $103,720
3 Director, U.S. - China Center S2005 $66,684 $103,720
3 Enterprise Resource Planning Manager S2005 $66,684 $103,720
3 Facilities Operations Manager S2005 $66,684 $103,720
3 Instructional Technology Manager S2005 $66,684 $103,720
3 Manager, Support Services S2005 $66,684 $103,720
3 Manager of University Internet Services S2005 $66,684 $103,720
3 Media Relations Officer S2005 $66,684 $103,720
3 Network Security Manager S2005 $66,684 $103,720
3 Project Manager, IT S2005 $66,684 $103,720
3 System Manager S2005 $66,684 $103,720
3 University Judicial Director S2005 $66,684 $103,720
3 Associate in Diversity and Equity MC034 $61,185 $82,780
3 Associate in Human Resources MC034 $61,185 $82,780
3 Advanced Practice Registered Nurse (APRN) S2004 $58,080 $92,709
3 Assistant Dean, Graduate Studies S2004 $58,080 $92,709
3 Assistant Dean, School of Arts & Sciences S2004 $58,080 $92,709
3 Assistant Dean, School of Business S2004 $58,080 $92,709
3 Assistant Dean, School of Ed. & Professional Studies S2004 $58,080 $92,709
3 Assistant Director, Accounting S2004 $58,080 $92,709
3 Assistant Director, Athletics for Admin and Student Svcs S2004 $58,080 $92,709
3 Assistant Director, Athletics for Comm & Media Svcs S2004 $58,080 $92,709
3 Assistant Director, Facility Support Services S2004 $58,080 $92,709
3 Assistant Manager for Internet Services S2004 $58,080 $92,709
3 Associate Bursar S2004 $58,080 $92,709
3 Associate Director, Business Services S2004 $58,080 $92,709
3 Associate Director, CIE & Coordinator of IELP S2004 $58,080 $92,709
3 Associate Director, CIE/ Intl Student and Scholar Svcs S2004 $58,080 $92,709
3 Associate Director, Center for Social Research S2004 $58,080 $92,709



OCCUPATIONAL CATEGORY STUDY
2013-2014

EEO Category Job Title Pay Plan
Minimum 

Salary
Maximum 

Salary
3 Associate Director, Communication & Marketing S2004 $58,080 $92,709
3 Associate Director, Counseling and Wellness S2004 $58,080 $92,709
3 Associate Director, Alumni Affairs S2004 $58,080 $92,709
3 Associate Director, Cont. Ed. & Community Engagement S2004 $58,080 $92,709
3 Associate Director, Financial Aid S2004 $58,080 $92,709
3 Associate Director, Graduate Office S2004 $58,080 $92,709
3 Associate Director, Health Services S2004 $58,080 $92,709
3 Associate Director,  Int'l Student & Scholar Svcs Coord. S2004 $58,080 $92,709
3 Associate Director, Pre-Collegiate and Access Services S2004 $58,080 $92,709
3 Associate Director, Recruitment & Admissions S2004 $58,080 $92,709
3 Associate Director, Residence Life S2004 $58,080 $92,709
3 Associate Director, Student Activities/Leadership Dev. S2004 $58,080 $92,709
3 Associate Director, Student Center S2004 $58,080 $92,709
3 Associate Registrar S2004 $58,080 $92,709
3 Associate Registrar for CAPP S2004 $58,080 $92,709
3 Business & Facility Manager (ITBD) S2004 $58,080 $92,709
3 Capital Budget Administrator S2004 $58,080 $92,709
3 Contract Compliance Specialist S2004 $58,080 $92,709
3 Coordinator, Substance Abuse Program S2004 $58,080 $92,709
3 Coordinator, University Construction Facilities Management S2004 $58,080 $92,709
3 Coordinator, Women's Center S2004 $58,080 $92,709
3 Customer Support Center Supervisor S2004 $58,080 $92,709
3 Data Network Specialist S2004 $58,080 $92,709
3 Database Administrator S2004 $58,080 $92,709
3 Director, Office of Student Teaching and Field Experiences S2004 $58,080 $92,709
3 Director, University Learning Center S2004 $58,080 $92,709
3 Facilities Contract Administrator S2004 $58,080 $92,709
3 Grants Administration Manager S2004 $58,080 $92,709
3 Institutional Research Specialist S2004 $58,080 $92,709
3 Instructional Design & Technology Resource Center Supervisor S2004 $58,080 $92,709
3 Instructional Technology Systems Administrator S2004 $58,080 $92,709
3 Media Technology Manager S2004 $58,080 $92,709
3 Network Security Specialist S2004 $58,080 $92,709
3 Operations Coordinator S2004 $58,080 $92,709
3 Programmer Specialist S2004 $58,080 $92,709
3 Project Coordinator S2004 $58,080 $92,709
3 Purchasing Manager S2004 $58,080 $92,709
3 Server Administrator S2004 $58,080 $92,709
3 Technical Support Specialist S2004 $58,080 $92,709
3 Veterans Affairs Coordinator S2004 $58,080 $92,709
3 Voice Systems Specialist S2004 $58,080 $92,709
3 Assistant Counselor A3002 $56,243 $75,436
3 Assistant Librarian A1002 $56,243 $75,436
3 Assistant in Human Resources MC033 $55,859 $75,573
3 CSU Administrative Assistant MC033 $55,859 $75,573
3 Video Engineering Specialist ES022 $53,033 $73,197
3 Assistant in Human Resources I MC032 $51,108 $69,146
3 Academic Advising Specialist S2003 $49,476 $81,699
3 Academic Support Specialist S2003 $49,476 $81,699
3 Access and Security Coordinator (Facilities) S2003 $49,476 $81,699
3 Accounting and Budget Specialist (athletics) S2003 $49,476 $81,699
3 Advancement Services Specialist S2003 $49,476 $81,699
3 Advising and Career Exploration Specialist S2003 $49,476 $81,699
3 Assistant Bursar S2003 $49,476 $81,699
3 Assistant Compliance Coordinator S2003 $49,476 $81,699
3 Assistant Director, Adminssions S2003 $49,476 $81,699
3 Assistant Director, Bursar S2003 $49,476 $81,699
3 Assistant Director, Center for Social Research S2003 $49,476 $81,699
3 Assistant Director, Facilities Management S2003 $49,476 $81,699
3 Assistant Director, Financial Aid S2003 $49,476 $81,699
3 Assistant Director, Office of Student Conduct S2003 $49,476 $81,699
3 Assistant Director, Local, Regional & State Affairs S2003 $49,476 $81,699
3 Assistant Director, Office of Grants & Funded Research S2003 $49,476 $81,699
3 Assistant Director, Recruitment & Admissions S2003 $49,476 $81,699
3 Assistant Director, Registrar S2003 $49,476 $81,699
3 Assistant Director, Residence Life S2003 $49,476 $81,699



OCCUPATIONAL CATEGORY STUDY
2013-2014

EEO Category Job Title Pay Plan
Minimum 

Salary
Maximum 

Salary
3 Assistant Director, Student Activities/Leadership Dev. S2003 $49,476 $81,699
3 Assistant Director, Student Center S2003 $49,476 $81,699
3 Assistant Director, Marketing and Communications S2003 $49,476 $81,699
3 Assistant Director/Coordinator, CASD Grant Program S2003 $49,476 $81,699
3 Assistant Director/Coord. Central Access & Student Dev. S2003 $49,476 $81,699
3 Assistant Registrar S2003 $49,476 $81,699
3 Assistant to the Bursar S2003 $49,476 $81,699
3 Budget & Accounting Assistant, Athletics S2003 $49,476 $81,699
3 Budget & Accounting Assistant, Budget S2003 $49,476 $81,699
3 Budget & Accounting Assistant, Facilities Mgmt S2003 $49,476 $81,699
3 Budget Assistant S2003 $49,476 $81,699
3 Business Development Coordinator S2003 $49,476 $81,699
3 Business Development Specialist (ITBD & CSBDC) S2003 $49,476 $81,699
3 Campus One Card System Specialist S2003 $49,476 $81,699
3 College Health Nurse S2003 $49,476 $81,699
3 Conference Center Manager S2003 $49,476 $81,699
3 ConnCAP Site Coordinator S2003 $49,476 $81,699
3 Customer Support Center Lead S2003 $49,476 $81,699
3 Desktop Support Technician S2003 $49,476 $81,699
3 Digital Media Production Coordinator S2003 $49,476 $81,699
3 Environmental Health & Safety Coordinator S2003 $49,476 $81,699
3 Graphic Design Coordinator S2003 $49,476 $81,699
3 IT Specialist/Conference Center Assistant Manager S2003 $49,476 $81,699
3 Instructional Media Coordinator S2003 $49,476 $81,699
3 International Education Coordinator S2003 $49,476 $81,699
3 Major Gifts Associate S2003 $49,476 $81,699
3 Planner/Analyst S2003 $49,476 $81,699
3 Policy & Research Specialist S2003 $49,476 $81,699
3 Program Administrator (IMRP) S2003 $49,476 $81,699
3 Project Coordinator S2003 $49,476 $81,699
3 Property Inventory Control Coordinator S2003 $49,476 $81,699
3 Recreation Specialist S2003 $49,476 $81,699
3 Research Specialist, IMRP S2003 $49,476 $81,699
3 Science Technical Specialist S2003 $49,476 $81,699
3 Software Support/Training Specialist S2003 $49,476 $81,699
3 Team Advisor (Academic Center for Student Athletes) S2003 $49,476 $81,699
3 Accounting and Budget Assistant (IMRP) S2002 $40,871 $70,688
3 Administrative Coordinator S2002 $40,871 $70,688
3 Administrative Support Coordinator S2002 $40,871 $70,688
3 Advising Assistant S2002 $40,871 $70,688
3 Assistant to Director/Area Coordinator S2002 $40,871 $70,688
3 Assistant to Director/Residence Hall Director S2002 $40,871 $70,688
3 Assistant in Payroll/Accts Payable S2002 $40,871 $70,688
3 Business Development Assistant S2002 $40,871 $70,688
3 Customer Support Center Assistant S2002 $40,871 $70,688
3 Degree Auditor S2002 $40,871 $70,688
3 Desktop Support Assistant S2002 $40,871 $70,688
3 Disadvantaged Business Enterprise (DBE) Administrator S2002 $40,871 $70,688
3 Equipment Manager S2002 $40,871 $70,688
3 Financial Aid Counselor S2002 $40,871 $70,688
3 Media Technician S2002 $40,871 $70,688
3 Procurement Specialist S2002 $40,871 $70,688
3 Program Administrator (China Center) S2002 $40,871 $70,688
3 Program Assistant, IMRP S2002 $40,871 $70,688
3 Project Assistant S2002 $40,871 $70,688
3 Project Specialist S2002 $40,871 $70,688
3 Property Control Assistant S2002 $40,871 $70,688
3 Support Assistant (Server or Systems) S2002 $40,871 $70,688
3 TRIO Project Assistant S2002 $40,871 $70,688
3 Wellness Program Administrator S2002 $40,871 $70,688
3 Athletic Communication Trainee S2001 $32,267 $59,678
3 Computer Support Assistant S2001 $32,267 $59,678
3 Professional Development Specialist S2001 $32,267 $59,678

4 Administrative Assistant CL019 $50,838 $65,788
Category 4:  Clerical/Secretarial



OCCUPATIONAL CATEGORY STUDY
2013-2014

EEO Category Job Title Pay Plan
Minimum 

Salary
Maximum 

Salary
4 Unit Supervisor CL018 $48,487 $62,931
4 Purchasing Assistant CL017 $47,577 $62,003
4 Administrative Operations Assistant MC031 $46,789 $63,303
4 Processing Technician CL016 $44,038 $57,588
4 Secretary 2 CL016 $44,038 $57,588
4 Payroll Clerk CL016 $44,038 $57,588
4 Telecommunications Dispatcher CL015 $42,039 $55,131
4 Secretary 1 CL014 $40,233 $52,793
4 Office Assistant CL013 $38,552 $50,582
4 Financial Clerk CL012 $36,637 $46,654
4 Clerk Typist CL010 $34,565 $43,693

5 Lead University Research Technician TC022 $56,166 $73,454
5 Library Technician AR020 $55,273 $70,024
5 Assistant Accountant AR019 $52,593 $66,923
5 Fiscal Administrative Assistant AR019 $52,593 $66,923
5 University Research Technician 2 TC019 $49,708 $63,909
5 Planetarium Technician TC018 $47,436 $61,166
5 Library Technical Assistant AR016 $45,466 $58,487
5 University Research Technician 1 TC017 $45,212 $58,530

6 Plant Facilities Engineer 2 TC032 $90,010 $117,683
6 QCW (Elecl) TC018 $47,436 $61,166
6 QCW (HVACR) TC018 $47,436 $61,166
6 QCW (Pln&Stmfr) TC018 $47,436 $61,166
6 QCW (Carpy) TC017 $45,212 $58,530
6 QCW (Lock) TC017 $45,212 $58,530

7 Building Maintenance Supervisor TC025 $68,782 $89,649
7 MaintSupv2 (Plmn&Stmfr) TC024 $65,642 $85,711
7 MaintSupv2 (Genl) (40hrs/wk) TC022 $59,910 $78,350
7 MaintSupv1 (Elecl) TC022 $59,910 $78,350
7 MaintSupv1 (Lock) TC020 $52,182 $66,822
7 Lead Power Plnt Oper Enrgy Ctr TC021 $58,346 $74,481
7 Power Plant Operator Enrgy Ctr (40 hrs/wk) (RC) TC019 $53,022 $68,170
7 Power Plant Operator Enrgy Ctr (40 hrs/wk) TC018 $50,598 $65,245
7 Building Superintendent 1 TC018 $50,598 $65,245
7 Duplicating Services Supervisor 1 TC016 $43,135 $56,013
7 Mail Services Supervisor 1 TC016 $43,135 $56,013
7 Material Storage Supervisor 1 TC016 $43,135 $56,013
7 General Trades Worker TC015 $41,180 $53,645
7 Duplicating Technician 2 TC014 $39,358 $51,400
7 Lead Mail Handler TC014 $39,358 $51,400
7 Skilled Maintainer TC014 $39,358 $51,400
7 Supervising Custodian TC014 $39,358 $51,400
7 Storekeeper TC012 $35,739 $45,480
7 Lead Custodian TC011 $34,731 $43,981
7 Mail Handler TC011 $34,731 $43,981
7 Custodian TC009 $32,850 $41,050
7 Maintainer TC009 $32,850 $41,050
7 Storekeeper Assistant TC009 $32,850 $41,050

7 Police Lieutenant PS019 $70,386 $93,398
7 Fire Leiutenant PS015 $58,134 $77,727
7 Police Sergeant PS013 $54,026 $70,560
7 Detective PS012 $51,489 $67,460
7 Police Officer PS011 $48,996 $64,469
7 Protective Services Trainee PS005 $36,811

Category 7:  Service/Maintenance (excluding Protective Services)

Category 7:  Service/Maintenance - Protective Services

Category 5:  Technical/Paraprofessional

Category 6:  Skilled Crafts



WORKFORCE ANALYSIS 
Section 46a-68-38 

The race and sex composition of the full time workforce is included in the required format.  A separate 
analysis has been calculated for part-time and disabled employees, as well as age groups in five year 
increments. 

The Workforce Analysis inventories the following: 

1. Total facility workforce by occupational category. 

2. Total facility workforce by position(s) within each occupational category. 

3. Facility workforce in each labor market area by position within each occupational category. 

4. Facility workforce in each labor market area by position within each occupational category. 

5. The age grouping, in five-year groupings, of the university’s full-time workforce by occupational 
category. 

6. The number of physically disabled employees. 

Note:  After consultation with the CHRO reviewer on March 6, 2013, the University has removed all 
coaching positions out of the faculty titles and created a separate EEO category (coaching) and a 
separate analysis was conducted in all numerical sections of the plan.   

When new faculty hires have not completed their terminal degrees, they are hired at the instructor level 
until they obtain the degree required; therefore, after consultation with the CHRO reviewer on March 6, 
2013 the instructor category has been consolidated into the Assistant Professor category.   

In the 2013 AA Plan review this section was found to be in compliance with the AA Regulations.  After 
consultation and receipt of technical assistance on June 6, 2014, regarding section 46a-68-40, utilization 
analysis, the category of protective services has been modified solely based on EEO category designation 
and not numerical analysis.  The category of protective services has been taken out of the EEO 7 
category and separated into its own category.    

 



Form #38A
FULL-TIME WORKFORCE
SUMMARY/OCCUPATIONAL CATEGORY

WORKFORCE ANALYSIS DATE:   February 28, 2014

CATEGORY OR CLASS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

Executive/Management 35 21 14 17 12 3 0 1 2 0 0

60.0% 40.0% 48.6% 34.3% 8.6% 0.0% 2.9% 5.7% 0.0% 0.0%

Faculty 442 258 184 199 145 16 12 15 11 28 16

58.4% 41.6% 45.0% 32.8% 3.6% 2.7% 3.4% 2.5% 6.3% 3.6%

Professional/Non-Faculty 226 99 127 77 97 10 12 8 14 4 4

43.8% 56.2% 34.1% 42.9% 4.4% 5.3% 3.5% 6.2% 1.8% 1.8%

Clerical/Secretarial 95 10 85 3 62 3 10 3 12 1 1

10.5% 89.5% 3.2% 65.3% 3.2% 10.5% 3.2% 12.6% 1.1% 1.1%

Technical/ParaProfessional 18 7 11 4 7 0 1 3 0 0 3

38.9% 61.1% 22.2% 38.9% 0.0% 5.6% 16.7% 0.0% 0.0% 16.7%

Skilled Crafts 12 11 1 11 1 0 0 0 0 0 0

91.7% 8.3% 91.7% 8.3% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%

Service/Maintenance 74 61 13 47 9 5 0 9 4 0 0

82.4% 17.6% 63.5% 12.2% 6.8% 0.0% 12.2% 5.4% 0.0% 0.0%

Protective Services 22 20 2 10 1 4 1 6 0 0 0

90.9% 9.1% 45.5% 4.5% 18.2% 4.5% 27.3% 0.0% 0.0% 0.0%

TOTALS 924 487 437 368 334 41 36 45 43 33 24
100.0% 52.7% 47.3% 39.8% 36.1% 4.4% 3.9% 4.9% 4.7% 3.6% 2.6%



Form #38A
FULL-TIME WORKFORCE
SUMMARY:     National and Statewide LMA

WORKFORCE ANALYSIS DATE:   February 28, 2014

CATEGORY OR CLASS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

Executive/Management 35 21 14 17 12 3 0 1 2 0 0

Faculty 442 258 184 199 145 16 12 15 11 28 16

Professional/Non-Faculty 226 99 127 77 97 10 12 8 14 4 4

Clerical/Secretarial 0 0 0 0 0 0 0 0 0 0 0

Technical/ParaProfessional 0 0 0 0 0 0 0 0 0 0 0

Skilled Crafts 0 0 0 0 0 0 0 0 0 0 0

Service/Maintenance 0 0 0 0 0 0 0 0 0 0 0

Protective Services 0 0 0 0 0 0 0 0 0 0 0

TOTALS 703 378 325 293 254 29 24 24 27 32 20
100.0% 53.8% 46.2% 41.7% 36.1% 4.1% 3.4% 3.4% 3.8% 4.6% 2.8%



EEO1- Executive/Administrative
Position/Occupational Category 
Labor Market Area:  National and Statewide

DATE:   February 28, 2014
WORKFORCE ANALYSIS

CATEGORY OR CLASS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

Executive/Adm. 24 15 9 12 8 2 0 1 1 0 0

Adm VIII 2 2 0 2 0 0 0 0 0 0 0

Adm VII 9 4 5 3 4 1 0 0 1 0 0

GRAND TOTALS 35 21 14 17 12 3 0 1 2 0 0
100.0% 60.0% 40.0% 48.6% 34.3% 8.6% 0.0% 2.9% 5.7% 0.0% 0.0%



EEO1 - EXECUTIVE/ADMINISTRATIVE 
Position/Occupational Category 1
Labor Market Area:  National and Statewide

WORKFORCE ANALYSIS DATE:   February 28, 2014

CATEGORY OR CLASS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

Assoc to VP, Instit. Advancement 1 1 0 1 0 0 0 0 0 0 0
Assoc VP Academic Affairs 2 2 0 1 0 1 0 0 0 0 0
Assoc VP/AA & Dean, Grad Stud 1 0 1 0 1 0 0 0 0 0 0
Assoc VP, Marketing & Comm. 1 1 0 1 0 0 0 0 0 0 0
Chief Administrative Officer 1 1 0 0 0 1 0 0 0 0 0
Chief Diversity Officer 1 0 1 0 0 0 0 0 1 0 0
Chief Financial Officer 1 0 1 0 1 0 0 0 0 0 0
Chief Human Resources Officer 1 1 0 1 0 0 0 0 0 0 0
Chief Information Officer 1 1 0 0 0 0 0 1 0 0 0
Dean, School of A&S 1 0 1 0 1 0 0 0 0 0 0
Dean, School of Business 1 1 0 1 0 0 0 0 0 0 0
Dean, School of Ed & Prof. Studies 1 1 0 1 0 0 0 0 0 0 0
Dean, School of Engineering & Technology 1 1 0 1 0 0 0 0 0 0 0
Director, Institutional Research 1 0 1 0 1 0 0 0 0 0 0
Director, Public Safety 0 0 0 0 0 0 0 0 0 0 0
Assoc VP ITBD 1 1 0 1 0 0 0 0 0 0 0
Executive Director, CPP&SR 1 1 0 1 0 0 0 0 0 0 0
Human Resources Administrator 2 0 2 0 2 0 0 0 0 0 0
President 1 1 0 1 0 0 0 0 0 0 0
Provost & Vice President 1 1 0 1 0 0 0 0 0 0 0
Special Assistant to the President 1 0 1 0 1 0 0 0 0 0 0
Vice President Instit. Advancement 1 1 0 1 0 0 0 0 0 0 0
Vice President Student Affairs 1 0 1 0 1 0 0 0 0 0 0
SUB-TOTALS 24 15 9 12 8 2 0 1 1 0 0

100.0% 62.5% 37.5% 50.0% 33.3% 8.3% 0.0% 4.2% 4.2% 0.0% 0.0%



EEO1 - EXECUTIVE/ADMINISTRATIVE
Position/Occupational Category Adm VII & Admin VIII
Labor Market Area:  National and Statewide

DATE:   February 28, 2014
WORKFORCE ANALYSIS

CATEGORY OR CLASS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

Administrator VII
Asst. Chief Admin Ofcr/Director 1 1 0 1 0 0 0 0 0 0 0
Associate Dean, Arts & Sciences 1 1 0 1 0 0 0 0 0 0 0
Associate Dean, Business 0 0 0 0 0 0 0 0 0 0 0
Associate Dean, Education 1 0 1 0 1 0 0 0 0 0 0
Associate Dean, Engr. & Tech. 1 0 1 0 1 0 0 0 0 0 0
Controller 1 0 1 0 1 0 0 0 0 0 0
Director, Acad. Artic. & Partnerships 1 0 1 0 0 0 0 0 1 0 0
Director, Recruitment & Admissions 1 1 0 0 0 1 0 0 0 0 0
Director, Center for International Ed. 0 0 0 0 0 0 0 0 0 0 0
Director, Institutional Advancement 1 0 1 0 1 0 0 0 0 0 0
Director, Library Services 1 1 0 1 0 0 0 0 0 0 0
Admin VII Total 9 4 5 3 4 1 0 0 1 0 0

Administrator VIII
Physician 1 1 0 1 0 0 0 0 0 0 0
Director, Athletics 1 1 0 1 0 0 0 0 0 0 0
Admin VIII Total 2 2 0 2 0 0 0 0 0 0 0

SUB-TOTALS 11 6 5 5 4 1 0 0 1 0 0
100.0% 54.5% 45.5% 45.5% 36.4% 9.1% 0.0% 0.0% 9.1% 0.0% 0.0%



EEO2 - FACULTY 
Labor Market Area:  National and Statewide

WORKFORCE ANALYSIS DATE:   February 28, 2014

CATEGORY OR CLASS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

PROFESSOR 187 115 72 88 56 7 5 10 4 10 7

ASSOCIATE PROFESSOR 136 76 60 57 52 4 2 3 2 12 4

ASSISTANT PROFESSOR 87 45 42 34 28 4 4 1 5 6 5

INSTRUCTOR 0 0 0 0 0 0 0 0 0 0 0

COACHING STAFF 32 22 10 20 9 1 1 1 0 0 0

TOTALS 442 258 184 199 145 16 12 15 11 28 16
100.0% 58.4% 41.6% 45.0% 32.8% 3.6% 2.7% 3.4% 2.5% 6.3% 3.6%



EEO2 - FACULTY COACHING
Labor Market Area:  National & Statewide

DATE:   February 28, 2014
WORKFORCE ANALYSIS

CATEGORY OR CLASS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

COACHING
SU Coach A 10 7 3 5 2 1 1 1 0 0 0
SU Coach 1 5 3 2 3 2 0 0 0 0 0 0
SU Coach 2 3 1 2 1 2 0 0 0 0 0 0
SU Coach 3 3 3 0 3 0 0 0 0 0 0 0
SU Coach 4 7 5 2 5 2 0 0 0 0 0 0
SU Athletic Trainer 3 3 0 3 0 0 0 0 0 0 0
SU Head Athletic Trainer 1 0 1 0 1 0 0 0 0 0 0

COACHING TOTALS 32 22 10 20 9 1 1 1 0 0 0
100.0% 68.8% 31.3% 62.5% 28.1% 3.1% 3.1% 3.1% 0.0% 0.0% 0.0%



EEO3 - PROFESSIONAL/NON-FACULTY 
Labor Market Area:  National and Statewide

DATE:   February 28, 2014
WORKFORCE ANALYSIS

CATEGORY OR CLASS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

Administrator I 1 1 0 1 0 0 0 0 0 0 0
Administrator II 31 17 14 12 8 4 2 0 2 1 2
Administrator III 62 14 48 12 39 1 4 1 4 0 1
Administrator IV 56 29 27 20 20 2 3 4 3 3 1
Administrator V 28 18 10 17 8 1 1 0 1 0 0
Administrator VI 17 13 4 10 3 1 0 2 1 0 0
MISCELLANEOUS 31 7 24 5 19 1 2 1 3 0 0

GRAND TOTAL 226 99 127 77 97 10 12 8 14 4 4
100.0% 43.8% 56.2% 34.1% 42.9% 4.4% 5.3% 3.5% 6.2% 1.8% 1.8%



EEO3 - PROFESSIONAL/NON-FACULTY 
Labor Market Area:  National and Statewide

WORKFORCE ANALYSIS DATE:   February 28, 2014

CATEGORY OR CLASS

GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

Administrator I
Athletics Communications Trainee 1 1 0 1 0 0 0 0 0 0 0
Administrator I Sub-Total 1 1 0 1 0 0 0 0 0 0 0

MISCELLANEOUS
Administrative Asst. to the President 1 0 1 0 1 0 0 0 0 0 0
Assistant in Human Resources 1 1 0 1 0 1 0 0 0 0 0 0
Assistant Librarian 5 1 4 1 4 0 0 0 0 0 0
Assistant Counselor 1 0 1 0 0 0 0 0 1 0 0
Associate Counselor 3 1 2 0 2 1 0 0 0 0 0
Associate in Diversity & Equity 1 1 0 1 0 0 0 0 0 0 0
Associate in Human Resources 3 0 3 0 2 0 0 0 1 0 0
Associate Librarian 4 2 2 1 2 0 0 1 0 0 0
CSU Administrative Assistant 6 0 6 0 3 0 2 0 1 0 0
Librarian 4 1 3 1 3 0 0 0 0 0 0
Payroll Officer 2 1 0 1 0 1 0 0 0 0 0 0
Video Engineering Specialist 1 1 0 1 0 0 0 0 0 0 0
Miscellaneous Sub-Total 31 7 24 5 19 1 2 1 3 0 0
Administrator I & Misc. TOTAL 32 8 24 6 19 1 2 1 3 0 0

100.0% 25.0% 75.0% 18.8% 59.4% 3.1% 6.3% 3.1% 9.4% 0.0% 0.0%



EEO3 - PROFESSIONAL/NON-FACULTY 
Labor Market Area:  National & Statewide

DATE:   February 28, 2014
WORKFORCE ANALYSIS

CATEGORY OR CLASS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

Administrator II
Accountant and Budget Assistant (IMRP) 1 1 0 0 0 1 0 0 0 0 0
Administrative Coordinator 2 1 1 1 1 0 0 0 0 0 0
Administrative Support Coordinator 1 0 1 0 1 0 0 0 0 0 0
Asst in Payroll/Accts Payable 2 0 2 0 1 0 0 0 0 0 1
Asst to Director/Area Coordinator 2 1 1 0 0 0 0 0 1 1 0
Asst to Director/Residence Hall Director 5 3 2 3 2 0 0 0 0 0 0
Athletic Equipment Manager 1 1 0 1 0 0 0 0 0 0 0
Customer Support Center Assistant 3 3 0 3 0 0 0 0 0 0 0
Degree Auditor 3 1 2 1 0 0 1 0 1 0 0
Desktop Support Assistant 1 0 1 0 1 0 0 0 0 0 0
Financial Aid Counselor 1 1 0 1 0 0 0 0 0 0 0
Media Technician 1 1 0 1 0 0 0 0 0 0 0
Procurement Specialist 1 1 0 0 0 1 0 0 0 0 0
Program Administrator (China Center) 1 0 1 0 0 0 0 0 0 0 1
Project Assistant, School of Ed. 1 0 1 0 1 0 0 0 0 0 0
Property Control Assistant, Facilities Mgt. 1 1 0 1 0 0 0 0 0 0 0
Property Control Assistant, IT User Support Serv. 1 1 0 0 0 1 0 0 0 0 0
Server Support Assistant 1 1 0 0 0 1 0 0 0 0 0
Systems Support Assistant 1 0 1 0 1 0 0 0 0 0 0
TRIO Project Assistant 1 0 1 0 0 0 1 0 0 0 0

TOTALS 31 17 14 12 8 4 2 0 2 1 2
100.0% 54.8% 45.2% 38.7% 25.8% 12.9% 6.5% 0.0% 6.5% 3.2% 6.5%



EEO3 - PROFESSIONAL/NON-FACULTY 
Labor Market Area:  National and Statewide

WORKFORCE ANALYSIS
DATE:   February 28, 2014

CATEGORY OR CLASS

GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

Administrator III
Academic Adivising Specialist 1 0 1 0 1 0 0 0 0 0 0
Academic Support Specialist 1 0 1 0 1 0 0 0 0 0 0
Access & Security Coordinator 1 1 0 1 0 0 0 0 0 0 0
Accounting and Budget Specialist (athletics) 1 0 1 0 1 0 0 0 0 0 0
Advancement Services Specialist 1 0 1 0 1 0 0 0 0 0 0
Advising & Career Expl. Specialist 9 2 7 1 5 1 1 0 1 0 0
Assistant Bursar 1 0 1 0 1 0 0 0 0 0 0
Assistant to the Bursar 1 0 1 0 0 0 1 0 0 0 0
Assistant Director Admissions 1 0 1 0 0 0 1 0 0 0 0
Assistant Director Financial Aid 2 0 2 0 1 0 0 0 1 0 0
Assistant Director Judicial Program 1 0 1 0 1 0 0 0 0 0 0
Assistant Director Residence Life 1 0 1 0 0 0 0 0 1 0 0
Assistant Director Recruitment and Admissions 5 2 3 1 3 0 0 1 0 0 0
Assistant Director Student Act & Leadership 1 0 1 0 1 0 0 0 0 0 0
Assistant Director Student Center 2 0 2 0 2 0 0 0 0 0 0
Assistant Director Registrar 1 0 1 0 1 0 0 0 0 0 0
Assistant Director Facilities Management 1 1 0 1 0 0 0 0 0 0 0
Assistant Registrar 1 0 1 0 1 0 0 0 0 0 0
Asst. Dir/Coord, CASD Grant Program 1 0 1 0 1 0 0 0 0 0 0
Budget & Accounting Assistant, Budget 1 0 1 0 1 0 0 0 0 0 0
Budget & Accounting Assistant, Facilities Management 1 0 1 0 1 0 0 0 0 0 0
Budget Assistant 1 0 1 0 1 0 0 0 0 0 0
Business Development Coordinator 1 0 1 0 1 0 0 0 0 0 0
Campus One Card System Specialist 1 1 0 1 0 0 0 0 0 0 0
College Health Nurse 1 0 1 0 1 0 0 0 0 0 0
Conference Center Manager 1 0 1 0 1 0 0 0 0 0 0
ConnCAP Site Coordinator 1 0 1 0 0 0 0 0 1 0 0
Customer Support Center Lead 1 0 1 0 1 0 0 0 0 0 0
Desktop Support Technician 1 1 0 1 0 0 0 0 0 0 0
Digital Media Production Coordinator 1 1 0 1 0 0 0 0 0 0 0
Environmental Health & Safety Coordinator 1 1 0 1 0 0 0 0 0 0 0
Graphic Design Coordinator 1 0 1 0 1 0 0 0 0 0 0
Instructional Media Coord. 1 0 1 0 1 0 0 0 0 0 0
International Education Coord. 1 0 1 0 1 0 0 0 0 0 0
Major Gifts Associate 3 0 3 0 3 0 0 0 0 0 0
Planner/Analyst 1 0 1 0 0 0 0 0 0 0 1
Policy and Research Specialists 2 2 0 2 0 0 0 0 0 0 0
Program Administrator (IMRP) 1 1 0 1 0 0 0 0 0 0 0
Property & Inventory Control Coord. 1 0 1 0 0 0 1 0 0 0 0
Recreation Specialist 2 1 1 1 1 0 0 0 0 0 0
Research Specialist, IMRP 1 0 1 0 1 0 0 0 0 0 0
Science Technical Specialist 2 0 2 0 2 0 0 0 0 0 0
Team Advisor 1 0 1 0 1 0 0 0 0 0 0
TOTALS 62 14 48 12 39 1 4 1 4 0 1

100.0% 22.6% 77.4% 19.4% 62.9% 1.6% 6.5% 1.6% 6.5% 0.0% 1.6%



EEO3 - PROFESSIONAL/NON-FACULTY 
Labor Market Area:  National and Statewide

WORKFORCE ANALYSIS
DATE:   February 28, 2014

CATEGORY OR CLASS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

Administrator IV
Advanced Practice Registered Nurse 1 0 1 0 1 0 0 0 0 0 0
Assoc Dir, Business Services 1 0 1 0 1 0 0 0 0 0 0
Assoc Dir, Center for Social Research 1 0 1 0 1 0 0 0 0 0 0
Assoc Dir, CIE/Coordinator of IELP 1 0 1 0 1 0 0 0 0 0 0
Assoc Dir, CIE/International Student and Scholar Services 1 0 1 0 0 0 1 0 0 0 0
Assoc Dir, Alumni Affairs 1 0 1 0 1 0 0 0 0 0 0
Assoc Dir, Financial Aid 1 1 0 1 0 0 0 0 0 0 0
Assoc Dir, Graduate Studies 1 0 1 0 0 0 1 0 0 0 0
Assoc Dir, Health Services 1 0 1 0 0 0 0 0 1 0 0
Assoc Dir, Pre-Coll/Access 1 1 0 0 0 0 0 1 0 0 0
Assoc Dir, Recruit & Admissions 1 1 0 0 0 1 0 0 0 0 0
Assoc Dir, Residence Life 1 1 0 1 0 0 0 0 0 0 0
Assoc Dir, Student Activities Leadership Development 1 0 1 0 1 0 0 0 0 0 0
Assoc Dir, Student Center 1 0 1 0 1 0 0 0 0 0 0
Associate Bursar 1 0 1 0 1 0 0 0 0 0 0
Associate Registrar 2 1 1 1 0 0 0 0 1 0 0
Associate Registrar for CAPP 1 0 1 0 1 0 0 0 0 0 0
Asst Dean, School of Arts & Sciences 1 0 1 0 1 0 0 0 0 0 0
Asst Dean, School of Business 1 0 1 0 1 0 0 0 0 0 0
Asst Dean, School of Education 1 0 1 0 1 0 0 0 0 0 0
Asst Dir, Facil Supp Svcs 1 1 0 1 0 0 0 0 0 0 0
Asst Dir/Athl/Admin & Student Services 1 0 1 0 1 0 0 0 0 0 0
Asst Dir/Athl/Comm & Media Services 1 1 0 1 0 0 0 0 0 0 0
Asst. Mgr Internet Services 1 1 0 1 0 0 0 0 0 0 0
Business & Facility Manager 1 1 0 1 0 0 0 0 0 0 0
Capital Budget Administrator 1 0 1 0 1 0 0 0 0 0 0
Contract Compliance Specialist 1 1 0 1 0 0 0 0 0 0 0
Coord, Subtance Abuse Program 1 1 0 1 0 0 0 0 0 0 0
Coord, University Construction & Facilities Mgmt 1 1 0 0 0 0 0 1 0 0 0
Coord, Women's Center 1 0 1 0 0 0 1 0 0 0 0
Customer Support Center Supervisor 1 0 1 0 0 0 0 0 1 0 0
Data Network Specialist 1 1 0 0 0 1 0 0 0 0 0
Facilities Contract Administrator 1 1 0 1 0 0 0 0 0 0 0
Grants Administration Manager 1 0 1 0 1 0 0 0 0 0 0
Institutional Res Specialist 1 0 1 0 1 0 0 0 0 0 0
InstrDesign & TechResearch Center Supervisor 1 1 0 0 0 0 0 1 0 0 0
Instructional Tech Sys Admin 2 1 1 1 1 0 0 0 0 0 0
Media Technology Manager 1 1 0 1 0 0 0 0 0 0 0
Operations Coordinator 1 0 1 0 1 0 0 0 0 0 0
Programmer Specialist 5 3 2 1 1 0 0 0 0 2 1
Project Coordinator 1 1 0 1 0 0 0 0 0 0 0
Purchasing Manager 1 1 0 1 0 0 0 0 0 0 0
Server Administrator 5 5 0 4 0 0 0 0 0 1 0
Technical Support Specialist 1 1 0 1 0 0 0 0 0 0 0
Veterans Affairs Coordinator 1 1 0 0 0 0 0 1 0 0 0
Voice Systems Specialist 1 0 1 0 1 0 0 0 0 0 0
TOTALS 56 29 27 20 20 2 3 4 3 3 1

100.0% 51.8% 48.2% 35.7% 35.7% 3.6% 5.4% 7.1% 5.4% 5.4% 1.8%



EEO3 - PROFESSIONAL/NON-FACULTY 
Labor Market Area:  National and Statewide

WORKFORCE ANALYSIS
DATE:   February 28, 2014

CATEGORY OR CLASS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

Administrator V
Assoc Dir, Accounting 1 1 0 1 0 0 0 0 0 0 0
Assoc Dir, Athletics for Compliance 1 0 1 0 1 0 0 0 0 0 0
Assoc Dir, Athletics/External Services 1 1 0 1 0 0 0 0 0 0 0
Assoc Dir, Ctr Advising & Career Exploration 1 0 1 0 1 0 0 0 0 0 0
Assoc Dir, International Ed 1 0 1 0 1 0 0 0 0 0 0
Bursar 1 0 1 0 1 0 0 0 0 0 0
Campus Architect 1 1 0 1 0 0 0 0 0 0 0
Coordinator Capital Projects & Fac. Plng. 1 1 0 1 0 0 0 0 0 0 0
Coordinator Student Disability Services 1 0 1 0 0 0 1 0 0 0 0
Data Network Manager 1 1 0 1 0 0 0 0 0 0 0
Dir, Acad Ctr Student Athletes 1 1 0 1 0 0 0 0 0 0 0
Dir, Advancement Services 1 1 0 1 0 0 0 0 0 0 0
Dir, Auxillary Services (IT) 1 1 0 1 0 0 0 0 0 0 0
Dir, Continuing Ed. and Comm Engagement 1 0 1 0 1 0 0 0 0 0 0
Dir, Engineering 1 1 0 1 0 0 0 0 0 0 0
Dir, Evironmental Health and Safety 1 1 0 1 0 0 0 0 0 0 0
Dir, IMRP 1 1 0 1 0 0 0 0 0 0 0
Dir, Pre-Collegiate/Access Svcs 1 0 1 0 0 0 0 0 1 0 0
Enterprise Res Planning Mgr 1 0 1 0 1 0 0 0 0 0 0
Facilities Operations Manager 1 1 0 1 0 0 0 0 0 0 0
Instructional Technology Manager 1 0 1 0 1 0 0 0 0 0 0
Manager, Support Services 1 1 0 1 0 0 0 0 0 0 0
Manager of University Internet Services 1 1 0 1 0 0 0 0 0 0 0
Media Relations Officer 1 0 1 0 1 0 0 0 0 0 0
Network Security Manager 1 1 0 1 0 0 0 0 0 0 0
Project Manager, IT Administrative Tech. 1 1 0 1 0 0 0 0 0 0 0
System Manager 1 1 0 1 0 0 0 0 0 0 0
University Judicial Director 1 1 0 0 0 1 0 0 0 0 0

TOTALS 28 18 10 17 8 1 1 0 1 0 0
100.0% 64.3% 35.7% 60.7% 28.6% 3.6% 3.6% 0.0% 3.6% 0.0% 0.0%



EEO3 - PROFESSIONAL/NON-FACULTY 
Labor Market Area:  National and Statewide 

WORKFORCE ANALYSIS DATE:   February 28, 2014

CATEGORY OR CLASS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

Administrator VI
Asst. Dean II, Student Affairs 1 1 0 0 0 0 0 1 0 0 0
Computer Facilities Manager 1 1 0 1 0 0 0 0 0 0 0
Director, Accounting Adminstrative 1 1 0 1 0 0 0 0 0 0 0
Director, Admin Technical Svcs 1 1 0 1 0 0 0 0 0 0 0
Director, Business Services 1 0 1 0 1 0 0 0 0 0 0
Director, Client Services 1 0 1 0 1 0 0 0 0 0 0
Director, Ctr Advising & Career Exploration 1 1 0 1 0 0 0 0 0 0 0
Director, Financial Aid 1 1 0 1 0 0 0 0 0 0 0
Director, Grants & Funded Research 1 1 0 1 0 0 0 0 0 0 0
Director, Learning Center 1 0 1 0 1 0 0 0 0 0 0
Director, Op. Logistics & Event Mgt 1 1 0 1 0 0 0 0 0 0 0
Director, Residence Life 1 0 1 0 0 0 0 0 1 0 0
Director, Stdnt Act Lead Develop 1 1 0 1 0 0 0 0 0 0 0
Director, Student Center 1 1 0 0 0 0 0 1 0 0 0
Director, Technical Services 1 1 0 1 0 0 0 0 0 0 0
Registrar 1 1 0 1 0 0 0 0 0 0 0
Senior Associate Athletics Director 1 1 0 0 0 1 0 0 0 0 0
TOTALS 17 13 4 10 3 1 0 2 1 0 0

100.0% 76.5% 23.5% 58.8% 17.6% 5.9% 0.0% 11.8% 5.9% 0.0% 0.0%



Form #38A
FULL-TIME WORKFORCE
SUMMARY:     Hartford LMA

WORKFORCE ANALYSIS DATE:   February 28, 2014

CATEGORY OR CLASS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

Executive/Management 0 0 0 0 0 0 0 0 0 0 0

Faculty 0 0 0 0 0 0 0 0 0 0 0

Professional/Non-Faculty 0 0 0 0 0 0 0 0 0 0 0

Clerical/Secretarial 95 10 85 3 62 3 10 3 12 1 1

Technical/ParaProfessional 18 7 11 4 7 0 1 3 0 0 3

Skilled Crafts 12 11 1 11 1 0 0 0 0 0 0

Service/Maintenance 74 61 13 47 9 5 0 9 4 0 0

Protective Services 22 20 2 10 1 4 1 6 0 0 0

TOTALS 221 109 112 75 80 12 12 21 16 1 4
100.0% 49.3% 50.7% 33.9% 36.2% 5.4% 5.4% 9.5% 7.2% 0.5% 1.8%



EEO4 - SECRETARIAL/CLERICAL
Labor Market Area:  Hartford County 

WORKFORCE ANALYSIS DATE:   February 28, 2014

CATEGORY OR CLASS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

Clerk Typist 1 1 0 0 0 0 0 1 0 0 0
Financial Clerk 1 0 1 0 0 0 1 0 0 0 0
Office Assistant 11 2 9 0 4 1 3 1 2 0 0
Payroll Clerk 2 1 1 0 1 0 0 1 0 0 0
Processing Technician 4 0 4 0 2 0 1 0 1 0 0
Secretary 1 7 1 6 0 4 1 0 0 2 0 0
Telecom Dispatcher 6 3 3 1 3 1 0 0 0 1 0
Unit Supervisor 2 0 2 0 2 0 0 0 0 0 0
Sub-Total* 34 8 26 1 16 3 5 3 5 1 0

Administrative Assistant 21 1 20 1 17 0 2 0 1 0 0
Secretary 2 40 1 39 1 29 0 3 0 6 0 1

TOTALS 95 10 85 3 62 3 10 3 12 1 1
100.0% 10.5% 89.5% 3.2% 65.3% 3.2% 10.5% 3.2% 12.6% 1.1% 1.1%

*Secretary/clerical, all titles except 
Admin Assistant and Secretary 2
Note:  EEO4 minus Adm.Asst. & 
Sec2 = 34 8 26 1 16 3 5 3 5 1 0

100.0% 23.5% 76.5% 2.9% 47.1% 8.8% 14.7% 8.8% 14.7% 2.9% 0.0%



EEO5 - TECHNICAL PARAPROFESSIONAL
Labor Market Area:  Hartford County 

WORKFORCE ANALYSIS DATE:   February 28, 2014

CATEGORY OR CLASS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

Assistant Accountant 1 0 1 0 0 0 1 0 0 0 0
Fiscal Administrative Assistant 3 0 3 0 2 0 0 0 0 0 1
Lead Univ Research Tech 1 1 0 1 0 0 0 0 0 0 0
Library Technical Assistant 1 1 0 0 0 0 0 1 0 0 0
Library Technician 9 2 7 1 5 0 0 1 0 0 2
Planetarium Technician 1 1 0 1 0 0 0 0 0 0 0
Univ Research Tech 2 2 2 0 1 0 0 0 1 0 0 0

TOTALS 18 7 11 4 7 0 1 3 0 0 3
100.0% 38.9% 61.1% 22.2% 38.9% 0.0% 5.6% 16.7% 0.0% 0.0% 16.7%



EEO7 - PROTECTIVE SERVICE
Labor Market Area:  Statewide

WORKFORCE ANALYSIS DATE:   February 28, 2014

CATEGORY OR CLASS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

Detective 1 1 0 0 0 1 0 0 0 0 0
Police Lieutenant 2 2 0 2 0 0 0 0 0 0 0
Police Officer 14 13 1 5 0 3 1 5 0 0 0
PS Trainee 1 0 1 0 1 0 0 0 0 0 0
Police Sergeant 3 3 0 2 0 0 0 1 0 0 0
Fire Lieutenant 1 1 0 1 0 0 0 0 0 0 0

TOTALS 22 20 2 10 1 4 1 6 0 0 0
100.0% 90.9% 9.1% 45.5% 4.5% 18.2% 4.5% 27.3% 0.0% 0.0% 0.0%



EE06 - SKILLED CRAFTS
Labor Market Area:  Hartford County 

WORKFORCE ANALYSIS DATE:   February 28, 2014

CATEGORY OR CLASS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

Plant Facilities Engineer 2 1 1 0 1 0 0 0 0 0 0 0
QCW (Carpy) 5 4 1 4 1 0 0 0 0 0 0
QCW (Elecl) 3 3 0 3 0 0 0 0 0 0 0
QCW (HVACR) 1 1 0 1 0 0 0 0 0 0 0
QCW (Lock) 1 1 0 1 0 0 0 0 0 0 0
QCW (Plmn &Stmfr) 1 1 0 1 0 0 0 0 0 0 0

TOTALS 12 11 1 11 1 0 0 0 0 0 0
100.0% 91.7% 8.3% 91.7% 8.3% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%



EEO7 - SERVICE/MAINTENANCE
All Categories except Protective Services
Labor Market Area:  Hartford County

WORKFORCE ANALYSIS DATE:   February 28, 2014

CATEGORY OR CLASS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

Building Maintenance Supv 1 1 0 1 0 0 0 0 0 0 0
Custodian 33 21 12 13 8 3 0 5 4 0 0
Duplicating Technician 2 1 1 0 1 0 0 0 0 0 0 0
General Trades Worker 5 5 0 3 0 1 0 1 0 0 0
Lead Custodian 3 3 0 2 0 0 0 1 0 0 0
Lead Mail Handler 1 0 1 0 1 0 0 0 0 0 0
Lead Power Plant Op. Energy Ctr. 2 2 0 2 0 0 0 0 0 0 0
Mail Handler 2 2 0 2 0 0 0 0 0 0 0
Mail Services Supv 1 1 1 0 1 0 0 0 0 0 0 0
Maint Supv 1 (Lock) 1 1 0 1 0 0 0 0 0 0 0
Maint Supv 2 (Genl) 1 1 0 1 0 0 0 0 0 0 0
Maint Supv 2 (Plmn&Stmfr) 1 1 0 1 0 0 0 0 0 0 0
Power Plant Op. Energy Ctr. (RC) 9 9 0 9 0 0 0 0 0 0 0
Skilled Maintainer 4 4 0 2 0 1 0 1 0 0 0
Storekeeper 7 7 0 7 0 0 0 0 0 0 0
Storekeeper Assistant 1 1 0 0 0 0 0 1 0 0 0
Supervising Custodian 1 1 0 1 0 0 0 0 0 0 0
TOTALS 74 61 13 47 9 5 0 9 4 0 0

100.0% 82.4% 17.6% 63.5% 12.2% 6.8% 0.0% 12.2% 5.4% 0.0% 0.0%

Note:  EEO7 minus custodians = 41 40 1 34 1 2 0 4 0 0 0
100.0% 97.6% 2.4% 82.9% 2.4% 4.9% 0.0% 9.8% 0.0% 0.0% 0.0%



PART-TIME
Labor Market Area:  Local and Statewide

WORKFORCE ANALYSIS DATE:   February 28, 2014

CATEGORY OR CLASS GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

UNKNOW
N MALE

UNKNOW
N FEMALE

FACULTY
Lecturer 365 175 190 114 137 5 14 4 3 5 4 47 32
Graduate Assistant 61 20 41 11 24 0 2 0 4 2 3 7 8
SU Assistant Prof. Special Appts 37 14 23 13 17 1 2 0 1 0 3 0 0
TOTAL 463 209 254 138 178 6 18 4 8 7 10 54 40

Coaching/Athletics
PT Coaches 14 10 4 8 2 1 0 0 0 0 0 1 2
TOTAL 14 10 4 8 2 1 0 0 0 0 0 1 2

PROFESSIONAL/NON-FACULTY
Associate Accountant 1 0 1 0 1 0 0 0 0 0 0 0 0
Cooperative Education Intern 6 4 2 2 0 0 1 2 1 0 0 0 0
Graduate Intern 19 8 11 3 6 1 1 0 1 1 0 3 3
SU Admin 3 2 0 2 0 1 0 0 0 1 0 0 0 0
SU Admin 4 1 0 1 0 1 0 0 0 0 0 0 0 0
SU Assistant 84 40 44 24 31 4 3 6 5 2 2 4 3
SU Counselor PT 2 0 2 0 1 0 0 0 0 0 0 0 1
SU Librarian 5 1 4 0 3 0 0 0 0 0 0 1 1
SU Retiree 1 1 0 1 0 0 0 0 0 0 0 0 0
TOTAL 121 54 67 30 44 5 5 8 8 3 2 8 8

CLERICAL/SECRETARIAL
Clerk Typist 1 0 1 0 1 0 0 0 0 0 0 0 0
Collection Agent 1 0 1 0 1 0 0 0 0 0 0 0 0
Office Assistant 2 1 1 1 1 0 0 0 0 0 0 0 0
Secretary 1 3 0 3 0 2 0 0 0 1 0 0 0 0
Secretary 2 2 0 2 0 1 0 0 0 1 0 0 0 0
University Helper 1 0 1 0 1 0 0 0 0 0 0 0 0
TOTAL 10 1 9 1 7 0 0 0 2 0 0 0 0

STUDENT WORKER POSITIONS 860 398 462 258 268 65 90 43 64 23 26 9 14

GRAND TOTAL 1468 672 796 435 499 77 113 55 82 33 38 72 64
100.0% 45.8% 54.2% 29.6% 34.0% 5.2% 7.7% 3.7% 5.6% 2.2% 2.6% 4.9% 4.4%



JOB CATEGORY 16-19 20-24 25-29 30-34 35-39 40-44 45-49 50-54 55-59 60-64 65-69 70+ TOTAL

EXECUTIVE/ADMINISTRATIVE 0 0 0 0 0 2 6 8 8 6 5 0 35

FACULTY 0 0 1 23 28 54 51 64 63 73 40 14 411

ATHLETICS/COACHING 0 0 4 3 5 6 3 5 3 0 1 0 31

PROFESSIONAL/NON-FACULTY 0 0 14 19 22 23 40 32 39 26 10 1 226

CLERICAL/SECRETARIAL 0 0 1 4 5 11 12 25 18 14 4 1 95

TECHNICAL/PARAPROFESSIONAL 0 0 0 1 0 3 0 1 4 5 4 0 18

SKILLED CRAFTS 0 0 0 0 0 1 2 4 4 1 0 0 12

SERVICE/MAINTENANCE 0 0 3 3 2 6 11 15 18 11 2 3 74

PROTECTIVE SERVICES 0 0 0 0 1 3 10 6 2 0 0 0 22

TOTALS 0 0 24 53 63 109 135 160 159 136 66 19 924
0.0% 0.0% 2.7% 5.9% 7.0% 12.0% 14.9% 17.7% 17.6% 15.0% 7.3% 2.1% 100%

FT Employee Age Report as of 2/28/14 Age Grouping of Full-time Workforce by Occupational Category



0

Faculty
Professional Non-Faculty
Clerical/Secretarial
Technical Paraprofessional
Skilled Craft
Service Maintenance

3
1
0
0
0

Executive Administrative 0

VIII. Workforce Analysis
PERSONS WITH DISABILITIES

IN FULL-TIME WORKFORCE BY OCCUPATIONAL CATEGORY
2013-2014



AVAILABILITY ANALYSIS 
Section 46a-68-39 

As a preparatory step in determining whether protected classes are fully and fairly utilized in the 
workforce, Central Connecticut State University conducted an analysis by occupational category to 
determine the availability base of protected group members for employment.  The purpose of the 
analysis was: 

(1) To examine the job content of each office position and position classification within an 
occupational category.  

(2) To identify a relevant labor market area. 
(3) To match each office position and position classification within an occupational category, or, 

where appropriate, a position classification with the most nearly parallel job title contained in 
the data source consulted. 

In calculating availability the following information and data sources were consulted and utilized: 

(1) Employment figures – 2000 Connecticut Occupational Statistics EEO Data. 
(2) Unemployment figures – December 2013, Connecticut Department of Labor Data for Affirmative 

Action Plans. 
(3) Digest of Educational Statistics  – Fall 2011(all faculty ranks) and 2011-12 (degrees conferred) 
(4) US Dept. Ed. National Center for Education Statistics, IPEDS, July 2012 
(5) Race and sex composition of employees in promotable and/or transferable positions. 

Note:  After consultation with the CHRO reviewer on March 6, 2013, the University has removed all 
coaching titles out of the faculty category and created a separate EEO category (coaching) and a 
separate analysis was conducted in all numerical sections of the plan.   

When new faculty hires have not completed their terminal degrees, they are hired at the instructor level 
until they obtain the degree required; therefore, after consultation with the CHRO reviewer on March 6, 
2013 the instructor category has been consolidated into the Assistant Professor category.   

In the 2013 AA Plan review this section was found to be in compliance with the AA Regulations.  After 
consultation and receipt of technical assistance on June 6, 2014, regarding section 46a-68-40, utilization 
analysis, the category of protective services has been modified solely based on EEO category designation 
and not numerical analysis.  The category of protective services has been taken out of the EEO 7 
category and separated into its own category.    



EEO 1 - Executive/Administrative
All Titles

RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF

39.4 5 2.0 60.6 5 3.0 32.4 5 1.6 46.8 5 2.3 3.8 5 0.2 8.2 5 0.4 2.1 5 0.1 3.9 5 0.2 1.1 5 0.1 1.7 5 0.1

56.2 5 2.8 43.8 5 2.2 43.5 5 2.2 30.9 5 1.5 4.1 5 0.2 5.8 5 0.3 3.8 5 0.2 3.7 5 0.2 4.7 5 0.2 3.3 5 0.2

62.9 10 6.3 37.1 10 3.7 49.6 10 5.0 28.9 10 2.9 3.9 10 0.4 2.6 10 0.3 5.2 10 0.5 2.6 10 0.3 4.3 10 0.4 3 10 0.3

45.8 80 36.6 54.2 80 43.4 37.9 80 30.3 42.6 80 34.1 3.7 80 3.0 6.0 80 4.8 2.2 80 1.8 3.3 80 2.6 1.9 80 1.5 2.3 80 1.8

47.7 52.3 39.1 40.8 3.8 5.8 2.6 3.3 2.2 2.4

Educ Admin
Title
Total
Percentage

SOC CODE 11.00
Title 
Total
Percentage

Prof Non-Fac V&VI
Profesor
Total
Percentage

Executive
Title
Total
Percentage

FACTOR:

Employment data in 
the Applicable Labor 
Market Area

Unemployment in 
Applicable Labor 
Market Area

Promotable 
Transferable

OTHER SOURCE

CENTRAL CONNECTICUT STATE UNIVERSITY
AVAILABILITY ANALYSIS

OCCUPATIONAL CATEGORY: 
JOB TITLE: 

REPORTING DATE: 
LABOR MARKET AREA: 

02/28/14
Statewide/National

OTHER MALE OTHER FEMALEWHITE FEMALEWHITE MALETOTAL FEMALETOTAL MALE HISPANIC FEMALE  HISPANIC MALEBLACK FEMALEBLACK MALE

273975 421725 225340 325700 26575 57165 14305 27050 7755 11810
0 0 0 0 0 0 0 0 0 0

273975 421725 225340 325700 26575 57165 14305 27050 7755 11810
39.4% 60.6% 32.4% 46.8% 3.8% 8.2% 2.1% 3.9% 1.1% 1.7%

2237 1741 1732 1230 164 231 153 149 188 131
0 0 0 0 0 0 0 0 0 0

2237 1741 1732 1230 164 231 153 149 188 131
56.2% 43.8% 43.5% 30.9% 4.1% 5.8% 3.8% 3.7% 4.7% 3.3%

31 14 27 11 2 1 2 2 0 0
115 72 88 56 7 5 10 4 10 7
146 86 115 67 9 6 12 6 10 7

62.9% 37.1% 49.6% 28.9% 3.9% 2.6% 5.2% 2.6% 4.3% 3.0%

106004 125486 87761 98623 8572 13923 5198 7618 4473 5322
0 0 0 0 0 0 0 0 0 0

106004 125486 87761 98623 8572 13923 5198 7618 4473 5322
45.8% 54.2% 37.9% 42.6% 3.7% 6.0%

695700
0

2.2% 3.3% 1.9% 2.3%

US Dept. Ed. National Center for Education Statistics, IPEDS, July 2012: Executive

Promotable/Transferable Pool -  02/28/2014

232
100.0%

Employment Data - Census 2000, EEO Data Tool, US Total, Education Administrators (119030)

5.Client Pop. Figures

6.Educ/Tech Tng  Figures

7. Other Source (Specify)

8. Other Source (Specify)

FINAL AVAILABILITY BASE PERCENTAGE

US Dept. of Ed IPEDS Data July 2011-Table 287: Executive

695700
100.0%

FACTOR

1. Employment data in the applicable LMA

2. Unemployment in Applicable LMA

3.Promotable/Transferable Percentage

4.Pop. in the LMA

Unemployment Data - Characteristics of Job Seekers, December 2013

SOURCE CONSULTED:

Census 2000 EEO Data Tool, US Total, Education Administrators 
(119030)

CT Labor Department “Characteristics of Job Seekers Registered with 
the CT State Job Service” December 2013, Statewide figures line SOC 
11.0 Management Occupations

CCSU Workforce Analysis by Job Classification: Professional Non-
Faculty Ranks V & VI and Professor.

BASIS OF SELECTION: GEOGRAPHICAL AREA/JOB TITLE:
The hiring area is Nationwide for this job category. Education 
administrators  chosen as titles at the University EEO 1 level are highly 
competitive and are often recruited Nationally from similar 
positions/functions.

Department hiring area is statewide/national for this job category; 
however, statewide unemployment data is utilized. A small 
percentage of positions may be filled through the unemployed.

Precise figures for computing racial and sexual composition of persons 
in promotable positions.  Almost all positions are filled by hires in this 
job title.   Some promotions do occur typically from the level of 
Administrator V and VI; Professors added due to number of academic 
dean searches. 
The hiring area is Nationwide for this job category. Education 
administrators  chosen as titles at the University EEO 1 level are highly 
competitive and are often recruited Nationally from similar 
positions/functions.

REASONS FOR WEIGHTING THE FACTOR:
5% value weight as Executive/Administrative positions at CCSU require 
advanced degrees and relevant/current experience.  Most hires are 
recruited primarily through national searches.  The value weight has 
been lowered because of the outdated census data.  

5% value weight.  Unemployment figures account for a small 
percentage of hires into this category

10% value weight.  Most positions in this category are filled though 
hires.  However, an occasional promotion does occur from the level of 
Administrator V & VI and Professors.

80% Value weight as Executive/Administrative positions at CCSU 
require advanced degrees and relevant/current experience.  Most hires 
are recruited primarily through national searches and are often 
currently employed at the University level. 

231490
100.0%

3978
0

3978
100.0%

45
187

231490
0



EEO 2  - Faculty
Assistant Professor

RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF

51.7 5 2.6 48.3 5 2.4 41.1 5 2.1 39.0 5 2.0 2.7 5 0.1 2.5 5 0.1 2.4 5 0.1 2.5 5 0.1 5.4 5 0.3 4.2 5 0.2

38.7 5 1.9 61.3 5 3.1 16 5 0.8 27.6 5 1.4 8.6 5 0.4 18.4 5 0.9 8 5 0.4 11 5 0.6 6.1 5 0.3 4.3 5 0.2

0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0

49.7 30 14.9 50.3 30 15.1 37.3 30 11.2 37.9 30 11.4 2.8 30 0.8 4.2 30 1.3 2.4 30 0.7 2.4 30 0.7 7.2 30 2.2 5.9 30 1.8

47.0 60 28.2 53.0 60 31.8 35.9 60 21.5 37.5 60 22.5 2.8 60 1.7 5.1 60 3.1 2.8 60 1.7 3.4 60 2.0 5.5 60 3.3 7.1 60 4.3

47.6 52.4 35.6 37.3 3.0 5.4 2.9 3.4 6.1 6.5

SOC 251000
Total
Percentage

SOC 25.10
Total
Percentage

Title
Total
Percentage

Assistant Professors
Total
Percentage

National Data
Total
Percentage

FACTOR:
Employment data in 
the Applicable Labor 
Market Area

Unemployment in 
Applicable Labor 
Market Area

Promotable/ 
Transferable

Digest of Educational 
Statistics 

Digest of Educational 
Statistics 

Digest of Ed. Statistics, Table 264, Fall 2011:  Assistant Professor

4.2% 2.4% 2.4% 7.2% 5.9%

 5% value weight as assistant professor positions at CCSU require 
advanced degrees and relevant/current experience.  Most hires are 
recruited primarily through national searches.

5% value weight.  Unemployment figures account for a small % of hires 
into this category. Most hires are recruited primarily through national 
searches. This is a decrease from 2013.  

0% value weight as there is no available promotable pool.

30% value weight.  Assistant professor positions at CCSU require 
advanced degrees and relevant/current experience.  Most hires are 
recruited primarily through national searches.

The hiring area is nationwide for this job category. Most positions are 
filled by candidates who currently possess their terminal degrees; most 
often a PHD in a related field.

60% value weight.  Assistant professor positions at CCSU require 
advanced degrees and relevant/current experience.  Most hires are 
recruited primarily through national searches.

The hiring area is nationwide for this job category. Persons currently 
employed at the assistant professor level are a common recruitment 
pool.

REASONS FOR WEIGHTING THE FACTOR:

100.0% 49.7% 50.3% 37.3% 37.9% 2.8%
156959 77958 79001 58531 59483 4458 6536

11277 9246
Digest of Ed. Statistics, Table 264, Fall 2011:  Assistant Professor

156959 77958 79001 58531 59483 4458 6536 3692 3736

149031
100.0%

163
163

100.0%

0

149031

SOURCE CONSULTED:

Census 2000 EEO Data Tool, CT Total, Post Secondary Teachers 
(251000)

CT Labor Department “Characteristics of Job Seekers Registered with 
the CT State Job Service” December 2013, Statewide figures line SOC 
25.10 Post Secondary Teachers

There is no longer a promotable pool for this category as instructor 
positions are now a part of this category

BASIS OF SELECTION: GEOGRAPHICAL AREA/JOB TITLE:
The hiring area is nationwide for this job category. However, a small 
percentage may be recruited from within the state of Connecticut 
employment pool from other universities. 

Department hiring area is statewide/national for this job category; 
however, statewide unemployment data is utilized.  However, a small 
percentage of positions are filled through the unemployed who 
possess terminal degrees.

N/A

Digest of Educational Statistics Table 324.20: Doctoral degrees 
conferred. 2011-12 data

16020
100.0%

FACTOR

1. Employment data in the applicable LMA

2. Unemployment in Applicable LMA

3.Promotable/Transferable Percentage

4.Pop. in the LMA

Unemployment Data - Characteristics of Job Seekers, Post Secondary Teachers SOC 25.10 December 2013

Employment Data - Census 2000 EEO Data Tool, Statewide Data, Connecticut Post Secondary Teachers (SOC 25-1000)

5.Client Pop. Figures

6.Educ/Tech Tng  Figures

7. Other Source (Specify)

8. Other Source (Specify)

FINAL AVAILABILITY BASE PERCENTAGE

16020
385

2.8% 3.4% 5.5% 7.1%

Digest of Ed. Statistics, Table 324.20 Doctoral Degrees

Promotable/Transferable Pool -  02/28/2014

0
0

4215 5000 8210 10596
47.0% 53.0% 35.9% 37.5% 2.8% 5.1%
69977 79054 53444 55826 4108 7632

0 0

3692 3736 11277 9246

69977 79054 53444 55826 4108 7632 4215 5000

0 0 0 0

8210 10596

0 00 0 0 0 0 0
0 0 0 0 0 0

0 0 0 0

8.0% 11.0% 6.1% 4.3%

0 0 0 0 0 0

13 18 10 7
38.7% 61.3% 16.0% 27.6% 8.6% 18.4%

63 100 26 45 14 30
13 18 10 7

2.4% 2.5% 5.4% 4.2%

63 100 26 45 14 30

405 869 677
51.7% 48.3% 41.1% 39.0% 2.7% 2.5%
8284 7736 6590 6255 440 399

385 405 869 6778284 7736 6590 6255 440 399

OTHER MALE OTHER FEMALEWHITE FEMALEWHITE MALETOTAL FEMALETOTAL MALE HISPANIC FEMALE  HISPANIC MALEBLACK FEMALEBLACK MALE

CENTRAL CONNECTICUT STATE UNIVERSITY
AVAILABILITY ANALYSIS

OCCUPATIONAL CATEGORY: 
JOB TITLE: 

REPORTING DATE: 
LABOR MARKET AREA: 

02/28/14
Statewide/National



EEO 2 - Faculty
Associate Professor

RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF

51.7 5 2.6 48.3 5 2.4 41.1 5 2.1 39.0 5 2.0 2.7 5 0.1 2.5 5 0.1 2.4 5 0.1 2.5 5 0.1 5.4 5 0.3 4.2 5 0.2

38.7 0 0.0 61.3 0 0.0 16 0 0.0 27.6 0 0.0 8.6 0 0.0 18.4 0 0.0 8 0 0.0 11 0 0.0 6.1 0 0.0 4.3 0 0.0

51.7 70 36.2 48.3 70 33.8 39.1 70 27.4 32.2 70 22.5 4.6 70 3.2 4.6 70 3.2 1.1 70 0.8 5.7 70 4.0 6.9 70 4.8 5.7 70 4.0

57.6 25 14.4 42.4 25 10.6 45.9 25 11.5 34.1 25 8.5 2.9 25 0.7 2.9 25 0.7 2.3 25 0.6 1.8 25 0.5 6.4 25 1.6 3.6 25 0.9

53.2 46.8 41.0 33.0 4.0 4.0 1.5 4.6 6.7 5.1

251000
Title
Total
Percentage

SOC 25.10
Title 
Total
Percentage

Assistant Professor
Title
Total
Percentage

Associate Professor

Total
Percentage

FACTOR:
Employment data in 
the Applicable Labor 
Market Area

Unemployment in 
Applicable Labor 
Market Area

Promotable/ 
Transferable

OTHER SOURCE

149215
100.0%

163
0

163
100.0%

87
0

149215
0

The hiring area is Nationwide for this job category. Persons currently 
employed at the associate professor level are a common recruitment 
pool.

REASONS FOR WEIGHTING THE FACTOR:
5% value weight as associate professor positions at CCSU require 
advanced degrees and relevant/current experience.  Most hires are 
recruited primarily through national searches.
0% value weight.  Positions are filled at this level from those who are 
currently employed.  The unemployed are not a viable recruitment 
pool.

70% value weight.  Value weight is higher for promotions due to the 
promotional and tenure process in place at the university. 

25% value weight.  Associate Professor positions at CCSU require 
advanced degrees and relevant/current experience.  Most hires are 
recruited primarily through national searches.

SOURCE CONSULTED:
Census 2000 EEO Data Tool, CT Total, Post Secondary Teachers 
(251000)

CT Labor Department “Characteristics of Job Seekers Registered with 
the CT State Job Service” December 2013, Statewide figures line SOC 
25.10 Post Secondary Teachers

2014 CCSU Workforce Analysis by Job Classification: Assistant 
Professor Rank

BASIS OF SELECTION: GEOGRAPHICAL AREA/JOB TITLE:
The hiring area is nationwide for this job category. However, a small 
percentage may be recruited from within the state of Connecticut 
employment pool from other universities. 
Department hiring area is national for this job category; normally the 
hiring at the level of associate professor requires permanent 
attainment of an associate professor position prior to CCSU 
appointment. The unemployment data is not utilized.
Precise figures for computing racial and sexual composition of persons 
in promotable positions.  About half of these positions are filled by 
promotion from the Assistant Professor level annually via collective 
bargaining and the promotional and tenure process.

Digest of Ed. Statistics, Table 264, Fall 2011:  Associate Professor

16020
100.0%

FACTOR

1. Employment data in the applicable LMA

2. Unemployment in Applicable LMA

3.Promotable/Transferable Percentage

4.Pop. in the LMA

Unemployment Data - Characteristics of Job Seekers December 2013

Employment Data - Census 2000 EEO Data Tool, Statewide Data, Connecticut, Post-secondary Teacher (SOC 25-1000)

5.Client Pop. Figures

6.Educ/Tech Tng  Figures

7. Other Source (Specify)

8. Other Source (Specify)

FINAL AVAILABILITY BASE PERCENTAGE

16020
0

2.3% 1.8% 6.4% 3.6%

Digest of Ed. Statistics, Table 264, Fall 2011:  Associate Professor

Promotable/Transferable Pool - 02/28/2014

87
100.0%

3437 2706 9618 5388
57.6% 42.4% 45.9% 34.1% 2.9% 2.9%

0 0 0 0
85875 63340 68447 50924 4373 4322

3437 2706 9618 5388
0 0 0 0 0 0

1.1% 5.7% 6.9% 5.7%

85875 63340 68447 50924 4373 4322

1 5 6 5
51.7% 48.3% 39.1% 32.2% 4.6% 4.6%

0 0 0 0
45 42 34 28 4 4

1 5 6 5
0 0 0 0 0 0

8.0% 11.0% 6.1% 4.3%

45 42 34 28 4 4

13 18 10 7
38.7% 61.3% 16.0% 27.6% 8.6% 18.4%

0
63 100 26 45 14 30

13 18 10 7
0 0

2.4% 2.5% 5.4% 4.2%

63 100 26 45 14 30

385 405 869 677
51.7% 48.3% 41.1% 39.0% 2.7% 2.5%

0 0 0 0
8284 7736 6590 6255 440 399

385 405 869 677
0 0 0 0 0 0

8284 7736 6590 6255 440 399

OTHER MALE OTHER FEMALEWHITE FEMALEWHITE MALETOTAL FEMALETOTAL MALE HISPANIC FEMALE  HISPANIC MALEBLACK FEMALEBLACK MALE

CENTRAL CONNECTICUT STATE UNIVERSITY
AVAILABILITY ANALYSIS

OCCUPATIONAL CATEGORY: 
JOB TITLE: 

REPORTING DATE: 
LABOR MARKET AREA: 

02/28/14
Statewide/National



EEO 2 - Faculty 
Professor

RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF

51.7 10 5.2 48.3 10 4.8 41.1 10 4.1 39.0 10 3.9 2.7 10 0.3 2.5 10 0.3 2.4 10 0.2 2.5 10 0.3 5.4 10 0.5 4.2 10 0.4

38.7 0 0.0 61.3 0 0.0 16.0 0 0.0 27.6 0 0.0 8.6 0 0.0 18.4 0 0.0 8 0 0.0 11.0 0 0.0 6.1 0 0.0 4.3 0 0.0

55.9 80 44.7 44.1 80 35.3 41.9 80 33.5 38.2 80 30.6 2.9 80 2.3 1.5 80 1.2 2.2 80 1.8 1.5 80 1.2 8.8 80 7.0 2.9 80 2.3

70.8 10 7.1 29.2 10 2.9 59.8 10 6.0 25.0 10 2.5 2.2 10 0.2 1.4 10 0.1 2.0 10 0.2 0.9 10 0.1 6.7 10 0.7 1.9 10 0.2

57.0 43.0 43.6 37.0 2.8 1.6 2.2 1.6 8.2 2.9

SOC 251000
Title
Total
Percentage

Title
Title 
Total
Percentage

Associate Professor
Title
Total
Percentage

Professors

Total
Percentage

FACTOR:

Employment data in the 
Applicable Labor Market 
Area

Unemployment in Applicable 
Labor Market Area

Promotable/ Transferable

OTHER SOURCE

177266
100.0%

163
0

163
100.0%

136
0

177266
0

The Hiring area is Nationwide for this job category. Persons currently employed at the 
professor level are a common recruitment pool.

REASONS FOR WEIGHTING THE FACTOR:

10% value weight as professor positions at CCSU require advanced degrees and 
relevant/current experience.  Most hires are recruited primarily through national searches.  
A small value weight is given as most positions are filled via promotion.

0% value weight.  Positions are filled at this level from those who are currently employed at 
a lower faculty level.    The unemployed is not a viable recruitment source.

80% value weight.  Value weight is higher for promotions due to promotional and tenure 
processes in place at the university. 

10% value weight.  Professor positions at CCSU require advanced degrees and significant 
relevant/current experience.  A small value weight is given as most positions are filled via 
promotion. Occasionally a hire may occur through national searches.

SOURCE CONSULTED:

Census 2000 EEO Data Tool, CT Total, Post Secondary Teachers (251000)

CT Labor Department “Characteristics of Job Seekers Registered with the CT State Job 
Service” December 2013, Statewide figures line SOC 25.10 Post Secondary Teachers

2014 CCSU Workforce Analysis by Job Classification: Associate Professor

BASIS OF SELECTION: GEOGRAPHICAL AREA/JOB TITLE:

The hiring area is Nationwide for this job category. However, a small percentage may be 
recruited from within the state of Connecticut employment pool from other universities, 
specifically other state universities. 

Department hiring area is national for this job category; given the fact that hiring at the 
level of professor requires permanent attainment of a associate professor position prior to 
appointment, the unemployment data is not utilized.

Precise figures for computing racial and sexual composition of persons in promotable 
positions.  The majority of these positions are filled by promotion annually via collective 
bargaining and the promotional and tenure process.

Digest of Ed. Statistics, Table 264, Fall 2011:  Professor

16020
100.0%

FACTOR

1. Employment data in the applicable LMA

2. Unemployment in Applicable LMA

3.Promotable/Transferable Percentage

4.Pop. in the LMA

Unemployment Data - Characteristics of Job Seekers, December 2013

Employment Data - Census 2000 EEO Data Tool, Statewide Data, Connecticut, Post Secondary Teachers (SOC 251000)

5.Client Pop. Figures

6.Educ/Tech Tng  Figures

7. Other Source (Specify)

8. Other Source (Specify)

FINAL AVAILABILITY BASE PERCENTAGE

16020
0

2.0% 0.9% 6.7% 1.9%

Digest of Ed. Statistics, Table 264, Fall 2011:  Professor

Promotable/Transferable Pool - 02/28/2014

136
100.0%

3499 1681 11941 3294
70.8% 29.2% 59.8% 25.0% 2.2% 1.4%

125463 51803 106039 44295 3984 2533

3499 1681 11941 3294
0 0

2.2% 1.5% 8.8% 2.9%

125463 51803 106039 44295 3984 2533

3 2 12 4
55.9% 44.1% 41.9% 38.2% 2.9% 1.5%

0 0 0 0
76 60 57 52 4 2

3 2 12 4
0 0 0 0 0 0

8.0% 11.0% 6.1% 4.3%

76 60 57 52 4 2

13 18 10 7
38.7% 61.3% 16.0% 27.6% 8.6% 18.4%

0
63 100 26 45 14 30
0 0

2.5% 5.4% 4.2%

63 100 7

405 869 677
51.7% 48.3% 41.1% 39.0% 2.7% 2.5% 2.4%

0 0 0
8284 7736 6590 6255 440 399 385

0 0 0 0 0 0
8284 7736

13 18 1026 45 14 30

0

OTHER MALE OTHER FEMALEWHITE FEMALEWHITE MALETOTAL FEMALETOTAL MALE HISPANIC FEMALE  HISPANIC MALEBLACK FEMALEBLACK MALE

385 405 869 6776590 6255 440 399

CENTRAL CONNECTICUT STATE UNIVERSITY
AVAILABILITY ANALYSIS

OCCUPATIONAL CATEGORY: 
JOB TITLE: 

REPORTING DATE: 
LABOR MARKET AREA: 

02/28/14
Statewide/National



EEO 2  - Faculty
Coaching

RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF

69.1 5 3.5 30.9 5 1.5 58.3 5 2.9 29.9 5 1.5 5.3 5 0.3 0.2 5 0.0 3.1 5 0.2 0.4 5 0.0 2.5 5 0.1 0.4 5 0.0

60.4 5 3.0 39.6 5 2.0 32.1 5 1.6 15.1 5 0.8 13.2 5 0.7 9.4 5 0.5 5.7 5 0.3 11.3 5 0.6 9.4 5 0.5 3.8 5 0.2

0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0

75 90 67.5 25 90 22.5 55.5 90 50.0 18.7 90 16.8 15.9 90 14.3 4.9 90 4.4 1.6 90 1.4 0.5 90 0.5 2.1 90 1.9 0.8 90 0.7

74.0 26.0 54.5 19.1 15.3 4.9 1.9 1.1 2.5 0.9

272020
272099
Total
Percentage

SOC (27.20)
Title 
Total
Percentage

Title
Title
Total
Percentage

Coaching
Title
Total
Percentage

FACTOR:

Employment data in the 
Applicable Labor Market 
Area

Unemployment in 
Applicable Labor Market 
Area

Promotable/ 
Transferable

NCAA - Division 1 - 
Coaching

CENTRAL CONNECTICUT STATE UNIVERSITY
AVAILABILITY ANALYSIS

OCCUPATIONAL CATEGORY: 
JOB TITLE: 

REPORTING DATE: 
LABOR MARKET AREA: 

02/28/14
Statewide/National(NCAA)

OTHER MALE OTHER FEMALEWHITE FEMALEWHITE MALETOTAL FEMALETOTAL MALE HISPANIC FEMALE  HISPANIC MALEBLACK FEMALEBLACK MALE

2235 948 1915 920 155 4 85 14 80 10
124 108 75 100 25 4 20 0 4 4

2359 1056 1990 1020 180 8 105 14 84 14
69.1% 30.9% 58.3% 29.9% 5.3% 0.2% 3.1% 0.4% 2.5% 0.4%

32 21 17 8 7 5 3 6 5 2
0 0 0 0 0 0 0 0 0 0

32 21 17 8 7 5 3 6 5 2
60.4% 39.6% 32.1% 15.1% 13.2% 9.4% 5.7% 11.3% 9.4% 3.8%

0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0

13888 4621 10272 3464 2947 912 289 101 380 144
0 0

13888 4621 10272 3464 2947 912 289 101 380 144
75.0% 25.0% 55.5% 18.7% 15.9% 4.9%

3183
232

1.6% 0.5% 2.1% 0.8%

NCAA Data -All head coaches and assistant coaches in related sports 2012-2013 data

Promotable/Transferable Pool -  02/28/2014

0
0

Employment Data - Connecticut Occupational Statistics, 2000 Athletes, Coaches, Umps & Related Workers 272020; Ent. & Perf Sports & Rel. Workers (272099)

5.Client Pop. Figures

6.Educ/Tech Tng  Figures

7. Other Source (Specify)

8. Other Source (Specify)

FINAL AVAILABILITY BASE PERCENTAGE

NCAA Division 1 - Race and Demographics Search (Head Coaches and 
Assistant Coaches in Related Sports)

3415
100.0%

FACTOR

1. Employment data in the applicable LMA

2. Unemployment in Applicable LMA

3.Promotable/Transferable Percentage

4.Pop. in the LMA

Unemployment Data - Characteristics of Job Seekers, December 2013

SOURCE CONSULTED:
Census 2000 EEO Data Tool, CT Total, Athletes, Coaches, Umps & 
Related Workers (272020); Ent. & Perf Sports & Rel. Workers (272099).

CT Labor Department “Characteristics of Job Seekers Registered with 
the CT State Job Service” December 2013, Statewide figures line SOC 
27.20 Entertainers & Performers, Sports & Related Workers.

N/A

BASIS OF SELECTION: GEOGRAPHICAL AREA/JOB TITLE:
The hiring area is typically nationwide for this job category; however, 
positions are filled from local recruitment efforts within the state.  
Division 1 coaching related positions are highly competitive and 
require prior experience.
University hiring area is statewide/national for this job category; 
however, statewide unemployment data is utilized.  Unemployment 
figures are used, however a small percentage of positions are filled 
through the unemployed.
Promotions would be filled within the category due to number of 
positions within the category resulting in all titles being evaluated 
together.
Recruitment for Division 1 positions comes from those with experience 
in Division 1 sports and sports related fields. 

REASONS FOR WEIGHTING THE FACTOR:
5% value weight as Division 1 coaching related positions at CCSU 
require relevant/current experience.  A lower value weight is give as 
most hires are recruited primarily through national searches.

5% value weight.  Unemployment figures account for a small % of hires 
into this category

0%

90% value weight as most positions filled in the University's coaching 
ranks are filled by those who are currently coaching Division 1 sports. 

18509
100.0%

53
0

53
100.0%

0
0

18509
0



EEO 3 - Professional Non-Faculty
All Titles

RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF

41.8 30 12.5 58.2 30 17.5 37.2 30 11.2 50.9 30 15.3 2.7 30 0.8 4.0 30 1.2 1.2 30 0.4 2.0 30 0.6 0.8 30 0.2 1.3 30 0.4

24.6 10 2.5 75.4 10 7.5 10.3 10 1.0 26.6 10 2.7 6 10 0.6 20.8 10 2.1 6.6 10 0.7 20.1 10 2.0 1.8 10 0.2 7.9 10 0.8

0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0

47.1 60 28.3 52.9 60 31.7 37.8 60 22.7 40.8 60 24.5 3.2 60 1.9 5.3 60 3.2 2.4 60 1.4 3.0 60 1.8 3.8 60 2.3 3.8 60 2.3

43.3 56.7 34.9 42.5 3.3 6.5 2.5 4.4 2.7 3.5

Educ Admin SOC.  119030
Title
Total
Percentage

SOC 25.90
Title 
Total
Percentage

Title
Title
Total
Percentage
US Dept. Ed. National Center for Education Statistics, IPEDS, July 2012: Professional Staff (Non-Faculty) 
Professional Non-Faculty

Total
Percentage

FACTOR:

Employment data in 
the Applicable Labor 
Market Area

Unemployment in 
Applicable Labor 
Market Area

Promotable/ 
Transferable

OTHER SOURCE - 
IPEDS 2012

100.0%

621
0

621
100.0%

0
0

2618313
0

The hiring area is statewide/nationwide for this job category. 
Professional non-faculty and related positions are highly competitive 
and are often recruited nationwide from other universities and from 
similar positions/functions.

REASONS FOR WEIGHTING THE FACTOR:
30% value weight as professional non-faculty positions at CCSU often 
require advanced degrees and relevant/current (college level) 
experience.  Most hires occur from those currently employed.  Slgiht 
decrease in 2014 to reflect that most positions are filled by those 
currenlty employed in college/university settings.

10% value weight.  Unemployment figures account for a smaller 
percentage of hires into this category.  Reduced in 2014 to 10% as the 
majority of positions are filled by those currently employed, and most 
likely those employed in he college/university setting.

0% value weight.  Nearly all positions are filled via hiring of outside 
persons currently performing related functions.

60% value weight as professional non-faculty positions at CCSU often 
require advanced degrees and relevant/current experience.  Most 
hires occur from those currently employed and most often with 
university/college experience. Increased in 2014 based on most 
positions requiring expreince in a college setting. 

SOURCE CONSULTED:
Census 2000 EEO Data Tool, US Total, Education Administrators 
(119030)

CT Labor Department “Characteristics of Job Seekers Registered with 
the CT State Job Service” December 2013, Statewide figures line SOC 
25.90: Other Education, Training and Library Occupations.

CCSU Workforce Analysis by Job Classification: Due to the level of 
skills, degree requirements and previous experience in related 
positions or field; opportunities for promotions do not exist.

BASIS OF SELECTION: GEOGRAPHICAL AREA/JOB TITLE:
The hiring area is statewide for this job category. Professional non-
faculty and related positions are highly competitive and are often 
recruited statewide from other universities or state agencies, and/or 
nationally from similar positions/functions.

Department hiring area is statewide/national for this job category; 
however, statewide unemployment data is utilized.  Unemployment 
figures are used, as some vacancies are filled by the unemployed with 
relevant skills/experience.

Since nearly 100% of these positions are filled through hires, no 
promotional group has been identified. 

US Dept. Ed. National Center for Education Statistics, IPEDS, July 2012: 
Professional Staff (Non-Faculty)

9937
100.0%

FACTOR

1. Employment data in the applicable LMA

2. Unemployment in Applicable LMA

3.Promotable/Transferable Percentage

4.Pop. in the LMA

Unemployment Data - Characteristics of Job Seekers, December 2013 Other Education, Training & Library Occs 

Employment Data - 2000 COS, Vol. 2--Statewide Connecticut, Pgs. 2-3, line: Education Administrators (119030)

5.Client Pop. Figures

6.Educ/Tech Tng  Figures

7. Other Source (Specify)

8. Other Source (Specify)

FINAL AVAILABILITY BASE PERCENTAGE

9937
0

2.4% 3.0% 3.8% 3.8%

Promotable/Transferable Pool - 02/28/2014

0
0

2618313 62069 77952 98438 98570
47.1% 52.9% 37.8% 40.8% 3.2% 5.3%

1233693 1384620 988566 1069310 84620 138788

62069 77952 98438 98570
0 0

0 0 0 0

1233693 1384620 988566 1069310 84620 138788

0 0 0 0
0 0 0 0 0 0

0 0 0 0
0 0 0 0 0 0

0 0 0 0
0 0 0 0 0 0

6.6% 20.1% 1.8% 7.9%

0 0 0 0 0 0

41 125 11 49
24.6% 75.4% 10.3% 26.6% 6.0% 20.8%

0 0 0 0
153 468 64 165 37 129

41 125 11 49
0 0 0 0 0 0

1.2% 2.0% 0.8% 1.3%

153 468 64 165 37 129

120 195 78 129
41.8% 58.2% 37.2% 50.9% 2.7% 4.0%

0 0 0 0
4158 5779 3695 5060 265 395

120 195 78 129
0 0 0 0 0 0

4158 5779 3695 5060 265 395

OTHER MALE OTHER FEMALEWHITE FEMALEWHITE MALETOTAL FEMALETOTAL MALE HISPANIC FEMALE  HISPANIC MALEBLACK FEMALEBLACK MALE

CENTRAL CONNECTICUT STATE UNIVERSITY
AVAILABILITY ANALYSIS

OCCUPATIONAL CATEGORY: 
JOB TITLE: 

REPORTING DATE: 
LABOR MARKET AREA: 

02/28/14
Statewide/National



EEO 4 - Clerical
Administrative Assistant

RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF

3.5 75 2.6 96.5 75 72.4 2.7 75 2.0 79.1 75 59.3 0.4 75 0.3 10.3 75 7.7 0.3 75 0.2 5.4 75 4.1 0.1 75 0.1 1.7 75 1.3

6.8 5 0.3 93.2 5 4.7 3.5 5 0.2 52.5 5 2.6 1.2 5 0.1 20.8 5 1.0 1.2 5 0.1 13.1 5 0.7 0.9 5 0.0 6.8 5 0.3

2.5 20 0.5 97.5 20 19.5 2.5 20 0.5 72.5 20 14.5 0 20 0.0 7.5 20 1.5 0 20 0.0 15 20 3.0 0 20 0.0 2.5 20 0.5

0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0

3.4 96.6 2.7 76.4 0.4 10.2 0.3 7.8 0.1 2.1

SOC 436010
Title
Total
Percentage

SOC 43.60
Title 
Total
Percentage

Secretary 2
Title
Total
Percentage

Title
Title
Total
Percentage

FACTOR:

Employment data in 
the Applicable Labor 
Market Area

Unemployment in 
Applicable Labor 
Market Area

Promotable/Transfera
ble

OTHER SOURCE

0
0

427
0

427
100.0%

40
0

0
0

REASONS FOR WEIGHTING THE FACTOR:

75% value weight as administrative assistants require a great deal of 
clerical skills and experience and most often come from those who are 
currently employed at the title or with qualifying experience.  

5% value weight.  Unemployment figures account for a small % of hires 
into this category

20% value weight.  Most positions in this category are filled though 
hires.  However, an occasional promotion does occur from the level of 
Secretary 2.

SOURCE CONSULTED:

Census 2000 EEO Data Tool, Hartford County LMA Total, Secretaries 
and Administrative Assistants (436010)

CT Labor Department “Characteristics of Job Seekers Registered with 
the CT State Job Service” December 2013, Hartford County LMA figures 
line SOC 43.60 Secretaries and Administrative Assistants

CCSU Workforce Analysis by Job Classification: Secretary 2

BASIS OF SELECTION: GEOGRAPHICAL AREA/JOB TITLE:
The hiring area is Hartford County for this job category as most clerical 
rank positions are filled in closer proximity to the University. 
Administrative Assistants, due to state examination requirements, are 
often hired from other state agencies who are already employed as 
administrate assistants or on the state certification list - but presently 
employed at a lower clerical rank. 

Department hiring area is Hartford County for this job category;  
Unemployment figures are used; however, a small percentage of 
positions are filled through the unemployed.

Precise figures for computing racial and sexual composition of persons 
in promotable positions.  Almost all positions are filled by Hires in this 
job title.   Some promotions do occur; typically from the level of 
Secretary 2.

13190
100.0%

FACTOR

1. Employment data in the applicable LMA

2. Unemployment in Applicable LMA

3.Promotable/Transferable Percentage

4.Pop. in the LMA

Unemployment Data - Characteristics of Job Seekers, December 2013

Employment Data - 2000 COS, Vol. 2, Pgs. 40-41 Hartford County Line: Secretaries and Administrative Assistants (436010)

5.Client Pop. Figures

6.Educ/Tech Tng  Figures

7. Other Source (Specify)

8. Other Source (Specify)

FINAL AVAILABILITY BASE PERCENTAGE

13190
0

0 0 0 0

OTHER SOURCE

Promotable/Transferable Pool - 02/28/2014

40
100.0%

0 0 0 0
0 0 0 0 0 0
0 0 0 0 0 0

0 0 0 0
0 0

0 15.0% 0 2.5%

0 0 0 0 0 0

0 6 0 1
2.5% 97.5% 2.5% 72.5% 0 7.5%

0 0 0 0
1 39 1 29 0 3

0 6 0 1
0 0 0 0 0 0

1.2% 13.1% 0.9% 6.8%

1 39 1 29 0 3

5 56 4 29
6.8% 93.2% 3.5% 52.5% 1.2% 20.8%

0 0 0 0
29 398 15 224 5 89

5 56 4 29
0 0 0 0 0 0

0.3% 5.4% 0.1% 1.7%

29 398 15 224 5 89

35 715 15 225
3.5% 96.5% 2.7% 79.1% 0.4% 10.3%

0 0 0 0
460 12730 360 10430 50 1360

35 715 15 225
0 0 0 0 0 0

460 12730 360 10430 50 1360

OTHER MALE OTHER FEMALEWHITE FEMALEWHITE MALETOTAL FEMALETOTAL MALE HISPANIC FEMALE  HISPANIC MALEBLACK FEMALEBLACK MALE

CENTRAL CONNECTICUT STATE UNIVERSITY
AVAILABILITY ANALYSIS

OCCUPATIONAL CATEGORY: 
JOB TITLE: 

REPORTING DATE: 
LABOR MARKET AREA: 

02/28/14
Hartford County



EEO 4 - Clerical
Secretary 2

RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF

3.5 80 2.8 96.5 80 77.2 2.7 80 2.2 79.1 80 63.3 0.4 80 0.3 10.3 80 8.2 0.3 80 0.2 5.4 80 4.3 0.1 80 0.1 1.7 80 1.4

6.8 10 0.7 93.2 10 9.3 3.5 10 0.4 52.5 10 5.3 1.2 10 0.1 20.8 10 2.1 1.2 10 0.1 13.1 10 1.3 0.9 10 0.1 6.8 10 0.7

9.1 10 0.9 90.9 10 9.1 0 10 0.0 54.5 10 5.5 9.1 10 0.9 9.1 10 0.9 0 10 0.0 27.3 10 2.7 0 10 0.0 0 10 0.0

0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0

4.4 95.6 2.6 74.1 1.3 11.2 0.3 8.3 0.2 2.1

SOC 436010
Title
Total
Percentage

SOC 43.60
Title 
Total
Percentage

Secretary 1
Processing Technician
Total
Percentage

Title
Title
Total
Percentage

FACTOR:

Employment data in 
the Applicable Labor 
Market Area

Unemployment in 
Applicable Labor 
Market Area

Promotable/Transfera
ble

OTHER SOURCE

0
0

427
0

427
100.0%

7
4

0
0

REASONS FOR WEIGHTING THE FACTOR:

80% value weight as secretary 2's require a great deal of clerical skills 
and experience and most often come from those who are currently 
employed at the title or with qualifying experience.  

10% value weight.  Unemployment figures account for a smaller % of 
hires into this category

10% value weight.  Most positions in this category are filled though 
hires.  However, an occasional promotion does occur from the level of 
Secretary 1 & Processing Technicians.

SOURCE CONSULTED:

Census 2000 EEO Data Tool, Hartford County LMA Total, Secretaries 
and Administrative Assistants (436010)

CT Labor Department “Characteristics of Job Seekers Registered with 
the CT State Job Service” December 2013, Hartford LMA figures line 
SOC43.60 Secretaries and Administrative Assistants

CCSU Workforce Analysis by Job Classification: Secretary 1 & 
Processing Technicians

BASIS OF SELECTION: GEOGRAPHICAL AREA/JOB TITLE:
The hiring area is Hartford County for this job category as most clerical 
rank positions are filled in closer proximity to the university. Secretary 
2 positions, due to state examination requirements, are often hired 
from other state agencies who are already employed as secretary 2 or 
on the state certification list - but presently employed at a lower 
clerical rank. 
Department hiring area is Hartford County for this job category;  
Unemployment figures are used, however a smaller percentage of 
positions are filled through the unemployed.
Precise figures for computing racial and sexual composition of persons 
in promotable positions.  Almost all positions are filled by hires in this 
job title.   Some promotions do occur typically from the level of 
Secretary 1 & Processing Technicians.

13190
100.0%

FACTOR

1. Employment data in the applicable LMA

2. Unemployment in Applicable LMA

3.Promotable/Transferable Percentage

4.Pop. in the LMA

Unemployment Data - Characteristics of Job Seekers, Hartford County Line: SOC 43.60 December 2013

Employment Data - 2000 COS, Vol. 2, Pgs. 40-41, Hartford County Line: Secretaries and Administrative Assistants (436010)

5.Client Pop. Figures

6.Educ/Tech Tng  Figures

7. Other Source (Specify)

8. Other Source (Specify)

FINAL AVAILABILITY BASE PERCENTAGE

13190
0

0 0 0 0

OTHER SOURCE

Promotable/Transferable Pool - 02/28/2014

11
100.0%

0 0 0 0
0 0 0 0 0 0
0 0 0 0 0 0

0 0 0 0
0 0

0 27.3% 0 0

0 0 0 0 0 0

0 3 0 0
9.1% 90.9% 0 54.5% 9.1% 9.1%

0 1 0 0
1 10 0 6 1 1

0 2 0 0
0 4 0 2 0 1

1.2% 13.1% 0.9% 6.8%

1 6 0 4 1 0

5 56 4 29
6.8% 93.2% 3.5% 52.5% 1.2% 20.8%

0 0 0 0
29 398 15 224 5 89

5 56 4 29
0 0 0 0 0 0

0.3% 5.4% 0.1% 1.7%

29 398 15 224 5 89

35 715 15 225
3.5% 96.5% 2.7% 79.1% 0.4% 10.3%

0 0 0 0
460 12730 360 10430 50 1360

35 715 15 225
0 0 0 0 0 0

460 12730 360 10430 50 1360

OTHER MALE OTHER FEMALEWHITE FEMALEWHITE MALETOTAL FEMALETOTAL MALE HISPANIC FEMALE  HISPANIC MALEBLACK FEMALEBLACK MALE

CENTRAL CONNECTICUT STATE UNIVERSITY
AVAILABILITY ANALYSIS

OCCUPATIONAL CATEGORY: 
JOB TITLE: 

REPORTING DATE: 
LABOR MARKET AREA: 

02/28/14
Hartford County



EEO 4 - Clerical
All Titles except Sec 2 and Admin Asst

RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF

24.9 60 14.9 75.1 60 45.1 17.9 60 10.7 52.7 60 31.6 3.8 60 2.3 12.5 60 7.5 2.1 60 1.3 7.2 60 4.3 1.1 60 0.7 2.6 60 1.6

26.4 40 10.6 73.6 40 29.4 11.3 40 4.5 31.5 40 12.6 5.9 40 2.4 22.2 40 8.9 6.3 40 2.5 10.7 40 4.3 2.9 40 1.2 9.2 40 3.7

0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0

0 0 0.0 0 0 0.0 0 0 0.0 0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0

25.5 74.5 15.2 44.2 4.7 16.4 3.8 8.6 1.9 5.3

SOC 439000
Title
Total
Percentage

SOC 43.90
Title 
Total
Percentage

Title
Title
Total
Percentage

Title
Title
Total
Percentage

FACTOR:

Employment data in 
the Applicable Labor 
Market Area

Unemployment in 
Applicable Labor 
Market Area

Promotable/ 
Transferable
OTHER SOURCE

0
0

934
0

934
100.0%

0
0

0
0

REASONS FOR WEIGHTING THE FACTOR:

60% value weight as clerical positions require a great deal of clerical 
skills and experience and most often come from those who are 
currently employed at the title or with qualifying experience.  
Modified in 2014 from 75% to 60% to reflect recruitment from the 
unemployed.

40% value weight.  Unemployment figures account for a slightly 
smaller % of hires into this category.  Modified in 2014 from 25% to 
40% to reflect recruitment market for these positions given the current 
economic climate.

N/A

SOURCE CONSULTED:

Census 2000 EEO Data Tool, Hartford County LMA, Other Office and 
Admin, Support Workers (439000)

CT Labor Department “Characteristics of Job Seekers Registered with 
the CT State Job Service” December 2013, Htfd County LMA figures line 
SOC 43.90 Other Office and Admin, Support Workers.

There are no promotable positions into this category

BASIS OF SELECTION: GEOGRAPHICAL AREA/JOB TITLE:

The hiring area is Hartford County for this job category as most clerical 
rank positions are filled in closer proximity to the University. Some 
clerical titles require state examination certification which often 
requires work history and are often currently employed.  Some hires 
come from those in the same title form other state agencies. 

Department hiring area is Hartford County for this job category;  
Unemployment figures are used, however a slightly smaller 
percentage of positions are filled through the unemployed.

N/A

15691
100.0%

FACTOR

1. Employment data in the applicable LMA

2. Unemployment in Applicable LMA

3.Promotable/Transferable Percentage

4.Pop. in the LMA

Unemployment Data - Characteristics of Job Seekers, December 2013

Employment Data - 2000 COS, Vol. 2, Pgs. 40-41, Hartford County LMA:  Other Office and Admin, Support Workers (439000)

5.Client Pop. Figures

6.Educ/Tech Tng  Figures

7. Other Source (Specify)

8. Other Source (Specify)

FINAL AVAILABILITY BASE PERCENTAGE

15691
0

0 0 0 0

OTHER SOURCE

Promotable/Transferable Pool - 02/28/2014

0
0

0 0 0 0
0 0 0 0 0 0
0 0 0 0 0 0

0 0 0 0
0 0

0 0 0 0

0 0 0 0 0 0

0 0 0 0
0 0 0 0 0 0

0 0 0 0
0 0 0 0 0 0

0 0 0 0
0 0 0 0 0 0

6.3% 10.7% 2.9% 9.2%

0 0 0 0 0 0

59 100 27 86
26.4% 73.6% 11.3% 31.5% 5.9% 22.2%

0 0 0 0
247 687 106 294 55 207

59 100 27 86
0 0 0 0 0 0

2.1% 7.2% 1.1% 2.6%

247 687 106 294 55 207

336 1134 173 414
24.9% 75.1% 17.9% 52.7% 3.8% 12.5%

0 0 0 0
3908 11783 2804 8275 595 1960

336 1134 173 414
0 0 0 0 0 0

3908 11783 2804 8275 595 1960

OTHER MALE OTHER FEMALEWHITE FEMALEWHITE MALETOTAL FEMALETOTAL MALE HISPANIC FEMALE  HISPANIC MALEBLACK FEMALEBLACK MALE

CENTRAL CONNECTICUT STATE UNIVERSITY
AVAILABILITY ANALYSIS

OCCUPATIONAL CATEGORY: 
JOB TITLE: 

REPORTING DATE: 
LABOR MARKET AREA: 

02/28/14
Hartford County



EEO 5 - Technical/Paraprofessional
All Titles

RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF

25.1 80 20.1 74.9 80 59.9 18.0 80 14.4 52.8 80 42.2 3.9 80 3.1 12.3 80 9.8 2.2 80 1.8 7.1 80 5.7 1.1 80 0.9 2.6 80 2.1

41.8 20 8.4 58.2 20 11.6 26.1 20 5.2 27.2 20 5.4 6.3 20 1.3 12.4 20 2.5 6.3 20 1.3 11.3 20 2.3 3.0 20 0.6 7.4 20 1.5

0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0

0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0

28.5 71.5 19.6 47.6 4.4 12.3 3.1 8.0 1.5 3.6

SOC 254031 
SOC 43900
Total
Percentage

SOC 13.20
SOC 25.90
Total
Percentage

Title
Title
Total
Percentage

Title
Title
Total
Percentage

FACTOR:
Employment data in 
the Applicable Labor 
Market Area

Unemployment in 
Applicable Labor 
Market Area

Promotable/ 
Transferable
OTHER SOURCE

0
0

230
134
364

100.0%

0
0

0
0

REASONS FOR WEIGHTING THE FACTOR:
80% value weight as paraprofessional positions often require a 
specialty skill, most often acquired through work experience.  Most of 
these positions are filled by those presently employed. 

20% value weight.  Unemployment figures account for a small % of 
hires into this category

N/A

SOURCE CONSULTED:

Census 2000 EEO Data Tool, Hartford County LMA, Library Technicians 
(254031) and Other Office and Admin Support Workers (439000)

CT Labor Department “Characteristics of Job Seekers Registered with 
the CT State Job Service” December 2013, Hartford County, figures line 
SOC 13.20 Financial Specialists and SOC 25.90  Other Education, 
Training, & Library Occupations.

There is no promotable/transferable pool identified

BASIS OF SELECTION: GEOGRAPHICAL AREA/JOB TITLE:

The hiring area is Hartford County for this job category as positions at 
this level are often recruited from areas closer to the university. 

Department hiring area is Hartford County for this job category as 
positions at this level are often recruited locally.  Unemployment 
figures are used, however a smaller percentage of positions are filled 
through the unemployed.

N/A

15871
100.0%

FACTOR

1. Employment data in the applicable LMA

2. Unemployment in Applicable LMA

3.Promotable/Transferable Percentage

4.Pop. in the LMA

Unemployment Data - Characteristics of Job Seekers, Hartford County Line, December 2013

Employment Data - 2000 COS, Vol. 2, Pgs. 32-33 & 40-41, Hartford County Line: Library Technicians (254031) & Other Office and Admin. Support Workers (439000)

5.Client Pop. Figures

6.Educ/Tech Tng  Figures

7. Other Source (Specify)

8. Other Source (Specify)

FINAL AVAILABILITY BASE PERCENTAGE

180
15691

0 0 0 0

OTHER SOURCE

Promotable/Transferable Pool - 02/28/2014

0
0

0 0 0 0
0 0 0 0 0 0
0 0 0 0 0 0

0 0 0 0
0 0

0 0 0 0

0 0 0 0 0 0

0 0 0 0
0 0 0 0 0 0

0 0 0 0
0 0 0 0 0 0

0 0 0 0
0 0 0 0 0 0

6.3% 11.3% 3.0% 7.4%

0 0 0 0 0 0

23 41 11 27
41.8% 58.2% 26.1% 27.2% 6.3% 12.4%

16 27 2 9
152 212 95 99 23 45

7 14 9 18
41 93 13 31 10 26

2.2% 7.1% 1.1% 2.6%

111 119 82 68 13 19

346 1134 173 414
25.1% 74.9% 18.0% 52.8% 3.9% 12.3%

336 1134 173 414
3988 11883 2849 8375 620 1960

10 0 0 0
3908 11783 2804 8275 595 1960

80 100 45 100 25 0

OTHER MALE OTHER FEMALEWHITE FEMALEWHITE MALETOTAL FEMALETOTAL MALE HISPANIC FEMALE  HISPANIC MALEBLACK FEMALEBLACK MALE

CENTRAL CONNECTICUT STATE UNIVERSITY
AVAILABILITY ANALYSIS

OCCUPATIONAL CATEGORY: 
JOB TITLE: 

REPORTING DATE: 
LABOR MARKET AREA: 

02/28/14
Hartford County



Protective Service
All Titles

RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF

87.3 80 69.8 12.7 80 10.2 72.6 80 58.1 8.8 80 7.0 8.4 80 6.7 1.3 80 1.0 5.1 80 4.1 2.1 80 1.7 1.1 80 0.9 0.5 80 0.4

72.1 20 14.4 27.9 20 5.6 28.9 20 5.8 6.5 20 1.3 24.4 20 4.9 12.9 20 2.6 10.4 20 2.1 8.0 20 1.6 8.5 20 1.7 0.5 20 0.1

0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0

0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0

84.2 15.8 63.9 8.3 11.6 3.6 6.2 3.3 2.6 0.5

331000
333050
333021
Total
Percentage

SOC 33.00 
Title
Total
Percentage

Title
Total
Percentage

Title
Title
Total
Percentage

FACTOR:

Employment data in 
the Applicable Labor 
Market Area

Unemployment in 
Applicable Labor 
Market Area

Promotable/ 
Transferable
OTHER SOURCE

CENTRAL CONNECTICUT STATE UNIVERSITY
AVAILABILITY ANALYSIS

OCCUPATIONAL CATEGORY: 
JOB TITLE: 

REPORTING DATE: 
LABOR MARKET AREA: 

02/28/14
Hartford County

OTHER MALE OTHER FEMALEWHITE FEMALEWHITE MALETOTAL FEMALETOTAL MALE HISPANIC FEMALE  HISPANIC MALEBLACK FEMALEBLACK MALE

964 127 765 115 150 4 35 4 14 4
1399 210 1195 115 85 30 105 55 14 10

2475 361 2060 250 239 38 144 59 32 14
87.3% 12.7% 72.6% 8.8% 8.4% 1.3% 2.1% 1.1% 0.5%

145 56 58 13 49 26 21 16 17 1
0 0 0 0 0 0 0 0 0 0

145 56 58 13 49 26 21
72.1% 27.9% 28.9% 6.5% 24.4% 12.9%

0

8.0% 8.5% 0.5%
16 17 1

10.4%

0 00 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0

0 0 0 0 0 0 0 0 0 0
0 0
0 0 0 0 0 0

0 0
0

0 0 0 0 0 0

1091
1609

5.1%

0

OTHER SOURCE

Promotable/Transferable Pool - 02/28/2014

0
0

0 0

Employment Data -  Connecticut Occupational Statistics, 2000, Vol. 2, Pgs. 36-37, Hartford County Line: First-Line Super./Mgr., Prot. Svc Wrkr (331000), Police Officer (333050) & Detectives & Criminal Invest. (333021)

5.Client Pop. Figures

6.Educ/Tech Tng  Figures

7. Other Source (Specify)

8. Other Source (Specify)

FINAL AVAILABILITY BASE PERCENTAGE

FACTOR

1. Employment data in the applicable LMA

2. Unemployment in Applicable LMA

3.Promotable/Transferable Percentage

4.Pop. in the LMA

The hiring area is Hartford County for this job category. These 
positions are most often recruited locally.   The titles chosen closely 
reflect the duties and functions of custodians at CCSU. 

The hiring area is Hartford County for this job category. These 
positions are most often recruited locally.   The titles chosen closely 
reflect the duties and functions of custodians at CCSU. 

N/A

2836
100.0%

Unemployment Data - Characteristics of Job Seekers, Hartford County, December 2013

0
0

REASONS FOR WEIGHTING THE FACTOR:

80% value weight as protective service positions at CCSU require 
relevant and current experience.  Most positions are filled by those 
already employed, and most often with local police departments.

20% value weight as protective service positions at CCSU require 
relevant and current experience.  Most positions are filled by those 
already employed, and most often with local police departments.

N/A

SOURCE CONSULTED:

Census 2000 EEO Data Tool, Hartford County Line: First-Line 
Super./Mgr., Prot. Svc Wrkr (331000), Police Officer (333050) & 
Detectives & Criminal Invest. (333021)

CT Labor Department “Characteristics of Job Seekers Registered with 
the CT State Job Service” December 2013, Hartford LMA figures line 
SOC 33.00 Protective Service Occupations.

There are no promotable positions into this category.

BASIS OF SELECTION: GEOGRAPHICAL AREA/JOB TITLE:

4

0
0

201
0

201
100.0%

0

0

0

4 4 0 4 0136 112 24 100 20



EEO 6 - Skilled Crafts
All Titles

RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF

97.6 75 73.2 2.4 75 1.8 78.6 75 59.0 1.8 75 1.4 7.5 75 5.6 0.2 75 0.2 8.9 75 6.7 0.3 75 0.2 2.7 75 2.0 0.1 75 0.1

97.7 20 19.5 2.3 20 0.5 59.7 20 11.9 0.5 20 0.1 11.5 20 2.3 0.1 20 0.0 21.2 20 4.2 1.1 20 0.2 5.3 20 1.1 0.5 20 0.1

100.0 5 5.0 0.0 5 0.0 60.0 5 3.0 0.0 5 0.0 20.0 5 1.0 0.0 5 0.0 20.0 5 1.0 0.0 5 0.0 0.0 5 0.0 0.0 5 0.0

0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0

97.7 2.3 73.9 1.5 8.9 0.2 11.9 0.4 3.1 0.2

SOC 472000

Total
Percentage

SOC 47.20
SOC 
Total
Percentage

General Trades Workers
Title
Total
Percentage

Title
Title
Total
Percentage

FACTOR:
Employment data in 
the Applicable Labor 
Market Area

Unemployment in 
Applicable Labor 
Market Area

Promotable/ 
Transferable

OTHER SOURCE

0
0

791
0

791
100.0%

5
0

0
0

REASONS FOR WEIGHTING THE FACTOR:
75% value weight as skilled craft positions at CCSU require relevant 
and applied experience and specific skills.  Most positions are filled by 
those already employed.

20% value weight as skilled craft positions at CCSU often required 
relevant experience and specific skills.  However, most are filled by 
those presently employed. 

5% value weight.  Most positions in this category are filled though 
hires.  However, an occasional promotion can occur from general 
trades workers.

SOURCE CONSULTED:

Census 2000 EEO Data Tool, Hartford County LMA, Construction 
Trades Workers (472000)

CT Labor Department “Characteristics of Job Seekers Registered with 
the CT State Job Service” December 2013, Hartford LMA figures line 
SOC 47.20 Construction Trades Workers. 

CCSU Workforce Analysis by Job Classification: General trades workers

BASIS OF SELECTION: GEOGRAPHICAL AREA/JOB TITLE:
The hiring area is Hartford County for this job category.Skilled laborers 
are most often recruited locally.   The titles chosen closely  reflect the 
duties and functions of skilled craft workers at CCSU. 

The hiring area is Hartford County for this job category. These 
positions are most often recruited locally.   The titles chosen closely  
reflect the duties and functions of skilled craft workers at CCSU. 

Precise figures for computing racial and sexual composition of persons 
in promotable positions.  Almost all positions are filled by hires in this 
job title.   Some promotions do occur from general trades workers

14415
100.0%

FACTOR

1. Employment data in the applicable LMA

2. Unemployment in Applicable LMA

3.Promotable/Transferable Percentage

4.Pop. in the LMA

Unemployment Data - Characteristics of Job Seekers, Hartford County Line December 2013

Employment Data - 2000 COS, Vol. 2, Pgs. 41-42, Hartford County Line:  Construction Trades Workers

5.Client Pop. Figures

6.Educ/Tech Tng  Figures

7. Other Source (Specify)

8. Other Source (Specify)

FINAL AVAILABILITY BASE PERCENTAGE

14415
0

0 0 0 0

OTHER SOURCE

Promotable/Transferable Pool - 02/28/2014

5
100.0%

0 0 0 0
0 0 0 0 0 0
0 0 0 0 0 0

0 0 0 0
0 0

20.0% 0 0 0

0 0 0 0 0 0

1 0 0 0
100.0% 0 60.0% 0 20.0% 0

0 0 0 0
5 0 3 0 1 0

1 0 0 0
0 0 0 0 0 0

21.2% 1.1% 5.3% 0.5%

5 0 3 0 1 0

168 9 42 4
97.7% 2.3% 59.7% 0.5% 11.5% 0.1%

0 0 0 0
773 18 472 4 91 1

168 9 42 4
0 0 0 0 0 0

8.9% 0.3% 2.7% 0.1%

773 18 472 4 91 1

1281 39 391 18
97.6% 2.4% 78.6% 1.8% 7.5% 0.2%

0 0 0 0
14076 339 11330 257 1074 25

1281 39 391 18
0 0 0 0 0 0

14076 339 11330 257 1074 25

OTHER MALE OTHER FEMALEWHITE FEMALEWHITE MALETOTAL FEMALETOTAL MALE HISPANIC FEMALE  HISPANIC MALEBLACK FEMALEBLACK MALE

CENTRAL CONNECTICUT STATE UNIVERSITY
AVAILABILITY ANALYSIS

OCCUPATIONAL CATEGORY: 
JOB TITLE: 

REPORTING DATE: 
LABOR MARKET AREA: 

02/28/14
Hartford County



EEO 7 - Service Maintenance
Custodian

RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF

78.5 80 62.8 21.5 80 17.2 46.1 80 36.9 10.5 80 8.4 11.7 80 9.4 3.5 80 2.8 17.7 80 14.2 6.7 80 5.4 3.0 80 2.4 0.7 80 0.6

48.3 20 9.7 51.7 20 10.3 12.0 20 2.4 11.6 20 2.3 10.3 20 2.1 8.2 20 1.6 22.3 20 4.5 28.4 20 5.7 3.8 20 0.8 3.4 20 0.7

0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0

0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0

72.5 27.5 39.3 10.7 11.5 4.4 18.7 11.1 3.2 1.3

SOC 37201X
Title
Total
Percentage

SOC 37.20
Title
Total
Percentage

Title
Title
Total
Percentage

Title
Title
Total
Percentage

FACTOR:
Employment data in 
the Applicable Labor 
Market Area

Unemployment in 
Applicable Labor 
Market Area

Promotable/ 
Transferable
OTHER SOURCE

CENTRAL CONNECTICUT STATE UNIVERSITY
AVAILABILITY ANALYSIS

OCCUPATIONAL CATEGORY: 
JOB TITLE: 

REPORTING DATE: 
LABOR MARKET AREA: 

02/28/14
Hartford County

OTHER MALE OTHER FEMALEWHITE FEMALEWHITE MALETOTAL FEMALETOTAL MALE HISPANIC FEMALE  HISPANIC MALEBLACK FEMALEBLACK MALE

4778 1310 2805 640 715 215 1075 410 183 45
0 0 0 0 0 0 0 0 0 0

4778 1310 2805 640 715 215 1075 410 183 45
78.5% 21.5% 46.1% 10.5% 11.7% 3.5% 17.7% 6.7% 3.0% 0.7%

141 151 35 34 30 24 65 83 11 10
0 0 0 0 0 0 0 0 0 0

141 151 35 34 30 24 65 83 11 10
48.3% 51.7% 12.0% 11.6% 10.3% 8.2% 22.3% 28.4% 3.8% 3.4%

0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0

0 0 0 0 0 0 0 0 0 0
0 0
0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0

6088
0

0 0 0 0

OTHER SOURCE

Promotable/Transferable Pool - 02/28/2014

0
0

Employment Data - Connecticut Occupational Statistics, 2000, Vol. 2, Pgs. 38-39, Hartford County Line: Janitors and Building Cleaners (37201x)

5.Client Pop. Figures

6.Educ/Tech Tng  Figures

7. Other Source (Specify)

8. Other Source (Specify)

FINAL AVAILABILITY BASE PERCENTAGE

6088
100.0%

FACTOR

1. Employment data in the applicable LMA

2. Unemployment in Applicable LMA

3.Promotable/Transferable Percentage

4.Pop. in the LMA

Unemployment Data - Characteristics of Job Seekers, Hartford County, December 2013

SOURCE CONSULTED:

Census 2000 EEO Data Tool, Hartford County LMA, Janitors and 
Building Cleaners (37201x)

CT Labor Department “Characteristics of Job Seekers Registered with 
the CT State Job Service” December 2013, Hartford LMA figures line 
SOC 37.20  Building Cleaning and Pest Control Workers.

There are no promotable positions into this category.

BASIS OF SELECTION: GEOGRAPHICAL AREA/JOB TITLE:
The hiring area is Hartford County for this job category. These 
positions are most often recruited locally.   The titles chosen closely 
reflect the duties and functions of custodians at CCSU. 

The hiring area is Hartford County for this job category. These 
positions are most often recruited locally.   The titles chosen closely 
reflect the duties and functions of custodians at CCSU. 

N/A

REASONS FOR WEIGHTING THE FACTOR:
80% value weight as custodian positions at CCSU require relevant 
(often school environment) experience.  Most positions are filled by 
those already employed.

20% value weight as custodian positions at CCSU require relevant 
(often school environment) experience.  Lower value weight as 
positions are often filled by those already employed.

N/A

0
0

292
0

292
100.0%

0
0

0
0



EEO 7 - Service Maintenance
All Titles except Custodians

RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF RS VW WF

96.5 60 57.9 3.5 60 2.1 77.3 60 46.4 2.6 60 1.6 7.6 60 4.6 0.3 60 0.2 8.9 60 5.3 0.5 60 0.3 2.6 60 1.6 0.1 60 0.1

96.9 20 19.4 3.1 20 0.6 58.7 20 11.7 0.6 20 0.1 11.5 20 2.3 0.4 20 0.1 21.4 20 4.3 1.6 20 0.3 5.3 20 1.1 0.5 20 0.1

63.6 20 12.7 36.4 20 7.3 39.4 20 7.9 24.2 20 4.8 9.1 20 1.8 0.0 20 0.0 15.2 20 3.0 12.1 20 2.4 0.0 20 0.0 0.0 20 0.0

0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0 0.0 0 0.0

90.0 10.0 66.0 6.5 8.7 0.3 12.6 3.0 2.7 0.2

SOC 371000
SOC 472000
Total
Percentage

SOC 37.10 (HTFD)
SOC 47.20 (HTFD)
Total
Percentage

Custodians
Title
Total
Percentage

Title
Title
Total
Percentage

FACTOR:

Employment data in 
the Applicable Labor 
Market Area

Unemployment in 
Applicable Labor 
Market Area

Promotable/ 
Transferable

OTHER SOURCE

CENTRAL CONNECTICUT STATE UNIVERSITY
AVAILABILITY ANALYSIS

OCCUPATIONAL CATEGORY: 
JOB TITLE: 

REPORTING DATE: 
LABOR MARKET AREA: 

02/28/14
Hartford County

OTHER MALE OTHER FEMALEWHITE FEMALEWHITE MALETOTAL FEMALETOTAL MALE HISPANIC FEMALE  HISPANIC MALEBLACK FEMALEBLACK MALE

683 200 500 135 94 25 85 40 4 0
14076 339 11330 257 1074 25 1281 39 391 18
14759 539 11830 392 1168 50 1366 79 395 18
96.5% 3.5% 77.3% 2.6% 7.6% 0.3% 8.9% 0.5% 2.6% 0.1%

16 7 6 1 3 2 6 4 1 0
773 18 472 4 91 1 168 9 42 4
789 25 478 5 94 3 174 13 43 4

96.9% 3.1% 58.7% 0.6% 11.5% 0.4% 21.4% 1.6% 5.3% 0.5%

21 12 13 8 3 0 5 4 0 0
0 0 0 0 0 0 0 0 0 0

21 12 13 8 3 0 5 4 0 0
63.6% 36.4% 39.4% 24.2% 9.1% 0 15.2% 12.1% 0 0

0 0 0 0 0 0 0 0 0 0
0 0
0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0

883
14415

0 0 0 0

OTHER SOURCE

Promotable/Transferable Pool - 02/28/2014

33
100.0%

Employment Data - 2000 COS, Vol. 2, Pgs. 36-37, Hartford County Line:  Super, Bldg. and Grounds, Cleaning and Maintenance Worker (371000); Construction Trade Workers (472000)

5.Client Pop. Figures

6.Educ/Tech Tng  Figures

7. Other Source (Specify)

8. Other Source (Specify)

FINAL AVAILABILITY BASE PERCENTAGE

15298
100.0%

FACTOR

1. Employment data in the applicable LMA

2. Unemployment in Applicable LMA

3.Promotable/Transferable Percentage

4.Pop. in the LMA

Unemployment Data - Characteristics of Job Seekers, Hartford County, December 2013

SOURCE CONSULTED:

Census 2000 EEO Data Tool, Hartford County LMA,  Super, Bldg. and 
Grounds, Cleaning and Maintenance Worker (371000); Construction 
Trade Workers (472000)

CT Labor Department “Characteristics of Job Seekers Registered with 
the CT State Job Service” December 2013, Hartford LMA figures line 
SOC 37.10 Supervisors of Bldg./Grounds Cleaning & SOC 47.20 
Maintenance Workers & Construction Trades Workers

CCSU Workforce Analysis by Job Classification:Custodian

BASIS OF SELECTION: GEOGRAPHICAL AREA/JOB TITLE:

The hiring area is Hartford County for this job category. These 
positions are most often recruited locally.   The titles chosen closely 
reflect the duties and functions for service maintenance titles at CCSU. 

The hiring area is Hartford County for this job category. These 
positions are most often recruited locally.   The titles chosen closely 
reflect the duties and functions for service maintenance titles at CCSU. 

Precise figures for computing racial and sexual composition of persons 
in promotable positions.  Almost all positions are filled by Hires in this 
job title.   Some promotions do occur; typically from the level of 
custodian

REASONS FOR WEIGHTING THE FACTOR:

60% value weight as these positions at CCSU require relevant (often 
school environment) experience.  Most positions are filled by those 
already employed.

20% value weight as these positions at CCSU require relevant (often 
school environment) experience.  Lower value weight as positions are 
often filled by those already employed.

20% value weight.  Most positions in this category are filled though 
hires.  However, an occasional promotion does occur from the level of 
custodian

0
0

23
791
814

100.0%

33
0

0
0



































































UTILIZATION ANALYSIS 
Section 46a-68-40 

In order to determine if protected groups are fully and fairly utilized in the University’s workforce, the 
number of protected class persons in the workforce of the University must be compared to the 
availability of such persons for employment.  Comparisons between the University’s workforce and the 
availability bases calculated in the preceding section have been conducted by occupational category and 
significant position classifications for each relevant labor market. 

“Utilization Analysis” is a comparison between the race/sex composition of the 
workforce, by occupational category or job title, and the availability base of such 
persons in the relevant labor market area.  This analysis compares the University’s 
internal distribution of minorities and females to their incidence in the external labor 
market to determine whether the University is at parity. 

“Parity” is a condition where the percentage of the representation of a protected class 
in the workforce equals the percentage of such persons in the availability base. 

“Underutilization” is a condition where the percentage of representation of a 
protected class in the workforce is less than the percentage of such persons in the 
availability base for that class. 

The University has conducted the utilization analysis for each labor market area on Form 40A1 provided 
by the "Regulations Concerning Affirmative Action by State Government."  Line E of each form yields a 
conclusion that protected class persons are over utilized, underutilized or at parity, when compared to 
the availability base of such persons for employment. 

Note:  After consultation with the CHRO reviewer on March 6, 2013, the University has removed all 
coaching titles out of the faculty category and created a separate EEO category (coaching) and a 
separate analysis was conducted in all numerical sections of the plan.   

When new faculty hires have not completed their terminal degrees, they are hired at the instructor level 
until they obtain the degree required; therefore, after consultation with the CHRO reviewer on March 6, 
2013 the instructor category has been consolidated into the Assistant Professor category.   

In the 2013 AA Plan review this section was found to be in compliance with the AA Regulations.  After 
consultation and receipt of technical assistance on June 6, 2014, regarding section 46a-68-40, utilization 
analysis, the category of protective services has been modified solely based on EEO category designation 
and not numerical analysis.  The category of protective services has been taken out of the EEO 7 
category and separated into its own category.    



RECRUITING AREA: Statewide/National PROJECTED TURNOVER (12 MOS.):
CATEGORY OR CLASS: EEO1 - Executive Administrative PROJECTED HIRES (12 MOS.):
REGION/FACILITY IN AREA: Statewide/National PROJECTED PROMOTIONS (12 MOS.):
DATA RESOURCE: See Availability Data DATA CURRENT TO: 
FORM 40A1

GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPAN 
MALE

HISPAN 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

100.0% 60.0% 40.0% 48.6% 34.3% 8.6% 0.0% 2.9% 5.7% 0.0% 0.0% A

100.0 47.7 52.3 39.1 40.8 3.8 5.8 2.6 3.3 2.2 2.4 B

35 21 14 17 12 3 0 1 2 0 0 C

16.7 18.3 13.7 14.3 1.3 2.0 0.9 1.2 0.8 0.8 D

4.3 -4.3 3.3 -2.3 1.7 -2.0 0.1 0.8 -0.8 -0.8 E

3.5 -3.5 2.7 -1.5 1.6 -1.9 0.1 0.8 -0.8 -0.9 F

Short 5 1 4 0 1 0 2 0 0 1 1 G

Long 0 0 0 0 0 0 0 0 0 0 0 H

Short 3 2 1 2 1 0 0 0 0 0 0 I

Long 0 0 0 0 0 0 0 0 0 0 0 J

Short 100.0% 0.0% 0.0% 0.0% K

Long L

Short 6 1 5 0 2 0 2 0 0 1 1 M

Long 0 0 0 0 0 0 0 0 0 0 0 N

Total 1 0 1 0 1 0 0 0 0 0 0 O

UM 0 0 0 0 0 0 0 0 0 0 0 P

Total 1 0 1 0 1 0 0 0 0 0 0 Q

UM 0 0 0 0 0 0 0 0 0 0 0 R

Total 100.0% S

UM T

Total 0 0 0 0 0 0 0 0 0 0 0 U

UM 0 0 0 0 0 0 0 0 0 0 0 V

Achiev. %          
Rate         
Goals

Current         
Filing's         
Goals

Previous          
Filing's         
Goals

Current          
Filing's         
Hires

  WORKFORCE %

  WORKFORCE PARITY %

NOTE:

3
3
0

2/28/2014

  PREVIOUS UTILIZATION*

HIRING                                                                                     
GOALS                 

  WORKFORCE NOS.

  WORKFORCE PARITY NOS.

CENTRAL CONNECTICUT STATE UNIVERSITY

PROMO.                                                                                     
GOALS                     
INCL.               

UPWARD               
MOBILITY           

Previous          
Filing's         
Goals

Current         
Filing's         
Promos

Achiev. %          
Rate         
Goals

Current         
Filing's         
Goals

  NET UTILIZATION (+/-)



RECRUITING AREA: Statewide/National PROJECTED TURNOVER (12 MOS.):
CATEGORY OR CLASS: EEO 2 - Faculty - Assistant Professor PROJECTED HIRES (12 MOS.):
REGION/FACILITY IN AREA: Statewide/National PROJECTED PROMOTIONS (12 MOS.):
DATA RESOURCE: See Availability Data DATA CURRENT TO: 
FORM 40A1

GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPAN 
MALE

HISPAN 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

100.0% 51.7% 48.3% 39.1% 32.2% 4.6% 4.6% 1.1% 5.7% 6.9% 5.7% A

100.0 47.6 52.4 35.6 37.3 3.0 5.4 2.9 3.4 6.1 6.5 B

87 45 42 34 28 4 4 1 5 6 5 C

41.4 45.6 31.0 32.5 2.6 4.7 2.5 3.0 5.3 5.7 D

3.6 -3.6 3.0 -4.5 1.4 -0.7 -1.5 2.0 0.7 -0.7 E

3.9 -3.9 5.5 -2.0 -0.8 -1.1 -1.4 0.1 0.4 -1.1 F

Short 6 2 4 0 2 1 1 1 0 0 1 G

Long 0 0 0 0 0 0 0 0 0 0 0 H

Short 24 12 12 8 7 2 1 0 3 2 1 I

Long 0 0 0 0 0 0 0 0 0 0 0 J

Short 100.0% 100.0% 100.0% 0.0% 100.0% K

Long L

Short 9 2 7 0 5 0 1 2 0 0 1 M

Long 0 0 0 0 0 0 0 0 0 0 0 N

Total 0 0 0 0 0 0 0 0 0 0 0 O

UM 0 0 0 0 0 0 0 0 0 0 0 P

Total 0 0 0 0 0 0 0 0 0 0 0 Q

UM 0 0 0 0 0 0 0 0 0 0 0 R

Total S

UM T

Total 0 0 0 0 0 0 0 0 0 0 0 U

UM 0 0 0 0 0 0 0 0 0 0 0 V

CENTRAL CONNECTICUT STATE UNIVERSITY

PROMO.                                                                                     
GOALS                     
INCL.               

UPWARD               
MOBILITY           

Previous          
Filing's         
Goals

Current         
Filing's         
Promos

Achiev. %          
Rate         
Goals

Current         
Filing's         
Goals

  NET UTILIZATION (+/-)

NOTE:

20
20
0

2/28/2014

  PREVIOUS UTILIZATION

HIRING                                                                                     
GOALS                 

  WORKFORCE NOS.

  WORKFORCE PARITY NOS.

Achiev. %          
Rate         
Goals

Current         
Filing's         
Goals

Previous          
Filing's         
Goals

Current          
Filing's         
Hires

  WORKFORCE %

  WORKFORCE PARITY %



RECRUITING AREA: Statewide/National PROJECTED TURNOVER (12 MOS.):
CATEGORY OR CLASS: EEO 2 - Faculty - Associate Professor PROJECTED HIRES (12 MOS.):
REGION/FACILITY IN AREA: Statewide/National PROJECTED PROMOTIONS (12 MOS.):
DATA RESOURCE: See Availability Data DATA CURRENT TO: 
FORM 40A1

GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPAN 
MALE

HISPAN 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

100.0% 55.9% 44.1% 41.9% 38.2% 2.9% 1.5% 2.2% 1.5% 8.8% 2.9% A

100.0 53.2 46.8 41.0 33.0 4.0 4.0 1.5 4.6 6.7 5.1 B

136 76 60 57 52 4 2 3 2 12 4 C

72.4 63.6 55.8 44.9 5.4 5.4 2.0 6.3 9.1 6.9 D

3.6 -3.6 1.2 7.1 -1.4 -3.4 1.0 -4.3 2.9 -2.9 E

5.7 -5.8 -0.3 4.0 -1.1 -3.0 1.9 -4.4 5.1 -2.4 F

Short 4 0 4 0 0 0 1 0 2 0 1 G

Long 0 0 0 0 0 0 0 0 0 0 0 H

Short 7 5 2 3 1 0 0 1 0 1 1 I

Long 0 0 0 0 0 0 0 0 0 0 0 J

Short 0.0% 0.0% 100.0% K

Long L

Short 5 0 5 0 0 0 2 0 2 0 1 M

Long 0 0 0 0 0 0 0 0 0 0 0 N

Total 6 1 5 0 0 1 2 0 2 0 1 O

UM 0 0 0 0 0 0 0 0 0 0 0 P

Total 18 8 10 6 7 1 1 0 2 1 0 Q

UM 0 0 0 0 0 0 0 0 0 0 0 R

Total 100.0% 50.0% 100.0% 0.0% S

UM T

Total 6 1 5 0 0 1 1 0 2 0 2 U

UM 0 0 0 0 0 0 0 0 0 0 0 V

Achiev. %          
Rate         
Goals

Current         
Filing's         
Goals

Previous          
Filing's         
Goals

HIRING                                                                                     
GOALS                 

  WORKFORCE NOS.

  WORKFORCE PARITY NOS.

CENTRAL CONNECTICUT STATE UNIVERSITY

PROMO.                                                                                     
GOALS                     
INCL.               

UPWARD               
MOBILITY           

Previous          
Filing's         
Goals

Current         
Filing's         
Promos

Achiev. %          
Rate         
Goals

Current         
Filing's         
Goals

  NET UTILIZATION (+/-)

Current          
Filing's         
Hires

  WORKFORCE %

  WORKFORCE PARITY %

NOTE: 

15
3

12
2/28/2014

  PREVIOUS UTILIZATION 



RECRUITING AREA: Statewide/National PROJECTED TURNOVER (12 MOS.):
CATEGORY OR CLASS: EEO 2 - Faculty - Professor PROJECTED HIRES (12 MOS.):
REGION/FACILITY IN AREA: Statewide/National PROJECTED PROMOTIONS (12 MOS.):
DATA RESOURCE: See Availability Data DATA CURRENT TO: 
FORM 40A1

GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPAN 
MALE

HISPAN 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

100.0% 61.5% 38.5% 47.1% 29.9% 3.7% 2.7% 5.3% 2.1% 5.3% 3.7% A

100.0 57.0 43.0 43.6 37.0 2.8 1.6 2.2 1.6 8.2 2.9 B

187 115 72 88 56 7 5 10 4 10 7 C

106.6 80.4 81.5 69.2 5.2 3.0 4.1 3.0 15.3 5.4 D

8.4 -8.4 6.5 -13.2 1.8 2.0 5.9 1.0 -5.3 1.6 E

5.1 -5.1 8.3 -11.6 3.5 0.8 2.4 3.2 -8.9 2.3 F

Short 2 1 1 0 1 0 0 0 0 1 0 G

Long 0 0 0 0 0 0 0 0 0 0 0 H

Short 0 0 0 0 0 0 0 0 0 0 0 I

Long 0 0 0 0 0 0 0 0 0 0 0 J

Short 0.0% 0.0% K

Long L

Short 3 1 2 0 2 0 0 0 0 1 0 M

Long 0 0 0 0 0 0 0 0 0 0 0 N

Total  19 8 11 0 11 0 0 0 0 8 0 O

UM 0 0 0 0 0 0 0 0 0 0 0 P

Total 10 6 4 3 3 0 1 2 0 1 0 Q

UM 0 0 0 0 0 0 0 0 0 0 0 R

Total 27.3% 12.5% S

UM T

Total 15 4 11 0 11 0 0 0 0 4 0 U

UM 0 0 0 0 0 0 0 0 0 0 0 V

HIRING                                                                                     
GOALS                 

  WORKFORCE NOS.

  WORKFORCE PARITY NOS.

CENTRAL CONNECTICUT STATE UNIVERSITY

PROMO.                                                                                     
GOALS                     
INCL.               

UPWARD               
MOBILITY           

Previous          
Filing's         
Goals

Current         
Filing's         
Promos

Achiev. %          
Rate         
Goals

Current         
Filing's         
Goals

  NET UTILIZATION (+/-)

Current          
Filing's         
Hires

  WORKFORCE %

  WORKFORCE PARITY %

NOTE:

12
1

11
2/28/2014

  PREVIOUS UTILIZATION

Achiev. %          
Rate         
Goals

Current         
Filing's         
Goals

Previous          
Filing's         
Goals



RECRUITING AREA: Statewide/National PROJECTED TURNOVER (12 MOS.):
CATEGORY OR CLASS: EEO 2 - Faculty - Coaching PROJECTED HIRES (12 MOS.):
REGION/FACILITY IN AREA: Statewide/National PROJECTED PROMOTIONS (12 MOS.):
DATA RESOURCE: See Availability Data DATA CURRENT TO: 
FORM 40A1

GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPAN 
MALE

HISPAN 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

100.0% 68.8% 31.3% 62.5% 28.1% 3.1% 3.1% 3.1% 0.0% 0.0% 0.0% A

100.0 74.0 26.0 54.5 19.1 15.3 4.9 1.9 1.1 2.5 0.9 B

32 22 10 20 9 1 1 1 0 0 0 C

23.7 8.3 17.4 6.1 4.9 1.6 0.6 0.4 0.8 0.3 D

-1.7 1.7 2.6 2.9 -3.9 -0.6 0.4 -0.4 -0.8 -0.3 E

-0.5 0.5 2.3 2.2 -1.7 -1.4 -0.5 -0.2 -0.7 -0.2 F

Short 5 4 1 0 0 2 1 1 0 1 0 G

Long 0 0 0 0 0 0 0 0 0 0 0 H

Short 12 8 4 7 3 0 1 1 0 0 0 I

Long 0 0 0 0 0 0 0 0 0 0 0 J

Short 0.0% 100.0% 100.0% 0.0% K

Long L

Short 7 5 2 0 0 4 1 0 1 1 0 M

Long 0 0 0 0 0 0 0 0 0 0 0 N

Total 0 0 0 0 0 0 0 0 0 0 0 O

UM 0 0 0 0 0 0 0 0 0 0 0 P

Total 0 0 0 0 0 0 0 0 0 0 0 Q

UM 0 0 0 0 0 0 0 0 0 0 0 R

Total S

UM T

Total 0 0 0 0 0 0 0 0 0 0 0 U

UM 0 0 0 0 0 0 0 0 0 0 0 V

Current          
Filing's         
Hires

  WORKFORCE %

  WORKFORCE PARITY %

NOTE: HF Collective Goal Established

5
5
0

2/28/2014

  PREVIOUS UTILIZATION

HIRING                                                                                     
GOALS                 

  WORKFORCE NOS.

  WORKFORCE PARITY NOS.

CENTRAL CONNECTICUT STATE UNIVERSITY

PROMO.                                                                                     
GOALS                     
INCL.               

UPWARD               
MOBILITY           

Previous          
Filing's         
Goals

Current         
Filing's         
Promos

Achiev. %          
Rate         
Goals

Current         
Filing's         
Goals

  NET UTILIZATION (+/-)

Achiev. %          
Rate         
Goals

Current         
Filing's         
Goals

Previous          
Filing's         
Goals



RECRUITING AREA: Statewide/National PROJECTED TURNOVER (12 MOS.):
CATEGORY OR CLASS: EEO 3 - Professional Non-faculty PROJECTED HIRES (12 MOS.):
REGION/FACILITY IN AREA: Statewide/National PROJECTED PROMOTIONS (12 MOS.):
DATA RESOURCE: See Availability Data DATA CURRENT TO: 
FORM 40A1

GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPAN 
MALE

HISPAN 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

100.0% 43.8% 56.2% 34.1% 42.9% 4.4% 5.3% 3.5% 6.2% 1.8% 1.8% A

100.0 43.3 56.7 34.9 42.5 3.3 6.5 2.5 4.4 2.7 3.5 B

226 99 127 77 97 10 12 8 14 4 4 C

97.9 128.1 78.9 96.1 7.5 14.7 5.7 9.9 6.1 7.9 D

1.1 -1.1 -1.9 0.9 2.5 -2.7 2.3 4.1 -2.1 -3.9 E

11.4 -11.4 8.5 -4.2 1.3 -2.8 2.5 1.4 -1.3 -5.6 F

Short 11 1 10 0 4 0 3 0 0 1 3 G

Long 3 0 3 0 0 0 0 0 0 0 3 H

Short 17 5 12 4 8 1 0 0 3 0 1 I

Long 0 0 0 0 0 0 0 0 0 0 0 J

Short 100.0% 0.0% 0.0% 33.3% K

Long 0.0% L

Short 9 4 5 2 0 0 3 0 0 2 2 M

Long 2 0 2 0 0 0 0 0 0 0 2 N

Total 0 0 0 0 0 0 0 0 0 0 0 O

UM 0 0 0 0 0 0 0 0 0 0 0 P

Total 1 0 1 0 1 0 0 0 0 0 0 Q

UM 0 0 0 0 0 0 0 0 0 0 0 R

Total S

UM T

Total 0 0 0 0 0 0 0 0 0 0 0 U

UM 0 0 0 0 0 0 0 0 0 0 0 V

CENTRAL CONNECTICUT STATE UNIVERSITY

PROMO.                                                                                     
GOALS                     
INCL.               

UPWARD               
MOBILITY           

Previous          
Filing's         
Goals

Current         
Filing's         
Promos

Achiev. %          
Rate         
Goals

Current         
Filing's         
Goals

  NET UTILIZATION (+/-)

NOTE:

10
15
0

2/28/2014

  PREVIOUS UTILIZATION

HIRING                                                                                     
GOALS                 

  WORKFORCE NOS.

  WORKFORCE PARITY NOS.

Achiev. %          
Rate         
Goals

Current         
Filing's         
Goals

Previous          
Filing's         
Goals

Current          
Filing's         
Hires

  WORKFORCE %

  WORKFORCE PARITY %



RECRUITING AREA: Hartford County PROJECTED TURNOVER (12 MOS.):
CATEGORY OR CLASS: EEO 4 - Clerical - Administrative Assistant PROJECTED HIRES (12 MOS.):
REGION/FACILITY IN AREA: Hartford County PROJECTED PROMOTIONS (12 MOS.):
DATA RESOURCE: See Availability Data DATA CURRENT TO: 
FORM 40A1

GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPAN 
MALE

HISPAN 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

100.0% 4.8% 95.2% 4.8% 81.0% 0.0% 9.5% 0.0% 4.8% 0.0% 0.0% A

100.0 3.4 96.6 2.7 76.4 0.4 10.2 0.3 7.8 0.1 2.1 B

21 1 20 1 17 0 2 0 1 0 0 C

0.7 20.3 0.6 16.0 0.1 2.1 0.1 1.6 0.0 0.4 D

0.3 -0.3 0.4 1.0 -0.1 -0.1 -0.1 -0.6 0.0 -0.4 E

0.3 -0.3 0.4 2.1 -0.1 -1.3 -0.1 -0.6 0.0 -0.5 F

Short 2 0 2 0 0 0 1 0 0 0 1 G

Long 0 0 0 0 0 0 0 0 0 0 0 H

Short 1 0 1 0 1 0 0 0 0 0 0 I

Long 0 0 0 0 0 0 0 0 0 0 0 J

Short 0.0% 0.0% K

Long L

Short 2 0 2 0 0 0 0 0 1 0 1 M

Long 0 0 0 0 0 0 0 0 0 0 0 N

Total 1 0 1 0 0 0 0 0 1 0 0 O

UM 0 0 0 0 0 0 0 0 0 0 0 P

Total 1 0 1 0 0 0 1 0 0 0 0 Q

UM 0 0 0 0 0 0 0 0 0 0 0 R

Total 0.0% S

UM T

Total 0 0 0 0 0 0 0 0 0 0 0 U

UM 0 0 0 0 0 0 0 0 0 0 0 V

Achiev. %          
Rate         
Goals

Current         
Filing's         
Goals

Previous          
Filing's         
Goals

HIRING                                                                                     
GOALS                 

  WORKFORCE NOS.

  WORKFORCE PARITY NOS.

CENTRAL CONNECTICUT STATE UNIVERSITY

PROMO.                                                                                     
GOALS                     
INCL.               

UPWARD               
MOBILITY           

Previous          
Filing's         
Goals

Current         
Filing's         
Promos

Achiev. %          
Rate         
Goals

Current         
Filing's         
Goals

  NET UTILIZATION (+/-)

Current          
Filing's         
Hires

  WORKFORCE %

  WORKFORCE PARITY %

NOTE:  OF Collective Goal Established

2
2
0

2/28/2014

  PREVIOUS UTILIZATION



RECRUITING AREA: Hartford County PROJECTED TURNOVER (12 MOS.):
CATEGORY OR CLASS: EEO 4 - Clerical - Secretary 2 PROJECTED HIRES (12 MOS.):
REGION/FACILITY IN AREA: Hartford County PROJECTED PROMOTIONS (12 MOS.):
DATA RESOURCE: See Availability Data DATA CURRENT TO: 
FORM 40A1

GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPAN 
MALE

HISPAN 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

100.0% 2.5% 97.5% 2.5% 72.5% 0.0% 7.5% 0.0% 15.0% 0.0% 2.5% A

100.0 4.4 95.6 2.6 74.1 1.3 11.2 0.3 8.3 0.2 2.1 B

40 1 39 1 29 0 3 0 6 0 1 C

1.8 38.2 1.0 29.6 0.5 4.5 0.1 3.3 0.1 0.8 D

-0.8 0.8 0.0 -0.6 -0.5 -1.5 -0.1 2.7 -0.1 0.2 E

-0.9 0.9 -0.1 -1.4 -0.6 0.0 -0.2 2.4 -0.1 -0.1 F

Short 3 2 1 0 1 1 0 1 0 0 0 G

Long 0 0 0 0 0 0 0 0 0 0 0 H

Short 2 0 2 0 1 0 0 0 1 0 0 I

Long 0 0 0 0 0 0 0 0 0 0 0 J

Short 100.0% 0.0% 0.0% K

Long L

Short 4 1 3 0 1 1 2 0 0 0 0 M

Long 0 0 0 0 0 0 0 0 0 0 0 N

Total 0 0 0 0 0 0 0 0 0 0 0 O

UM 0 0 0 0 0 0 0 0 0 0 0 P

Total 0 0 0 0 0 0 0 0 0 0 0 Q

UM 0 0 0 0 0 0 0 0 0 0 0 R

Total S

UM T

Total 0 0 0 0 0 0 0 0 0 0 0 U

UM 0 0 0 0 0 0 0 0 0 0 0 V

HIRING                                                                                     
GOALS                 

  WORKFORCE NOS.

  WORKFORCE PARITY NOS.

CENTRAL CONNECTICUT STATE UNIVERSITY

PROMO.                                                                                     
GOALS                     
INCL.               

UPWARD               
MOBILITY           

Previous          
Filing's         
Goals

Current         
Filing's         
Promos

Achiev. %          
Rate         
Goals

Current         
Filing's         
Goals

  NET UTILIZATION (+/-)

Current          
Filing's         
Hires

  WORKFORCE %

  WORKFORCE PARITY %

NOTE:

3
2
1

2/28/2014

  PREVIOUS UTILIZATION*

Achiev. %          
Rate         
Goals

Current         
Filing's         
Goals

Previous          
Filing's         
Goals



RECRUITING AREA: Hartford County PROJECTED TURNOVER (12 MOS.):
CATEGORY OR CLASS: EEO 4 - Cler - All Titles Except Sec 2 & Admin Asst PROJECTED HIRES (12 MOS.):
REGION/FACILITY IN AREA: Hartford County PROJECTED PROMOTIONS (12 MOS.):
DATA RESOURCE: See Availability Data DATA CURRENT TO: 
FORM 40A1

GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPAN 
MALE

HISPAN 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

100.0% 23.5% 76.5% 2.9% 47.1% 8.8% 14.7% 8.8% 14.7% 2.9% 0.0% A

100.0 25.5 74.5 15.2 44.2 4.7 16.4 3.8 8.6 1.9 5.3 B

34 8 26 1 16 3 5 3 5 1 0 C

8.7 25.3 5.2 15.0 1.6 5.6 1.3 2.9 0.6 1.8 D

-0.7 0.7 -4.2 1.0 1.4 -0.6 1.7 2.1 0.4 -1.8 E

-1.8 1.8 -4.6 1.4 1.2 -0.3 2.1 2.0 -0.5 -1.3 F

Short 5 4 1 3 0 0 0 0 0 1 1 G

Long 2 2 0 2 0 0 0 0 0 0 0 H

Short 1 1 0 0 0 0 0 0 0 1 0 I

Long 0 0 0 0 0 0 0 0 0 0 0 J

Short 0.0% 100.0% 0.0% K

Long 0.0% L

Short 5 2 3 2 0 0 1 0 0 0 2 M

Long 2 2 0 2 0 0 0 0 0 0 0 N

Total 0 0 0 0 0 0 0 0 0 0 0 O

UM 0 0 0 0 0 0 0 0 0 0 0 P

Total 0 0 0 0 0 0 0 0 0 0 0 Q

UM 0 0 0 0 0 0 0 0 0 0 0 R

Total S

UM T

Total 0 0 0 0 0 0 0 0 0 0 0 U

UM 0 0 0 0 0 0 0 0 0 0 0 V

CENTRAL CONNECTICUT STATE UNIVERSITY

PROMO.                                                                                     
GOALS                     
INCL.               

UPWARD               
MOBILITY           

Previous          
Filing's         
Goals

Current         
Filing's         
Promos

Achiev. %          
Rate         
Goals

Current         
Filing's         
Goals

  NET UTILIZATION (+/-)

NOTE: 

2
2
0

2/28/2014

  PREVIOUS UTILIZATION

HIRING                                                                                     
GOALS                 

  WORKFORCE NOS.

  WORKFORCE PARITY NOS.

Achiev. %          
Rate         
Goals

Current         
Filing's         
Goals

Previous          
Filing's         
Goals

Current          
Filing's         
Hires

  WORKFORCE %

  WORKFORCE PARITY %



RECRUITING AREA: Hartford County PROJECTED TURNOVER (12 MOS.):
CATEGORY OR CLASS: EEO 5 - Technical/Paraprofessional PROJECTED HIRES (12 MOS.):
REGION/FACILITY IN AREA: Hartford County PROJECTED PROMOTIONS (12 MOS.):
DATA RESOURCE: See Availability Data DATA CURRENT TO: 
FORM 40A1

GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPAN 
MALE

HISPAN 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

100.0% 38.9% 61.1% 22.2% 38.9% 0.0% 5.6% 16.7% 0.0% 0.0% 16.7% A

100.0 28.5 71.5 19.6 47.6 4.4 12.3 3.1 8.0 1.5 3.6 B

18 7 11 4 7 0 1 3 0 0 3 C

5.1 12.9 3.5 8.6 0.8 2.2 0.6 1.4 0.3 0.6 D

1.9 -1.9 0.5 -1.6 -0.8 -1.2 2.4 -1.4 -0.3 2.4 E

1.7 -1.7 0.5 -1.3 -0.9 -1.3 2.5 -1.4 -0.3 2.3 F

Short 4 1 3 0 1 1 1 0 1 0 0 G

Long 0 0 0 0 0 0 0 0 0 0 0 H

Short 0 0 0 0 0 0 0 0 0 0 0 I

Long 0 0 0 0 0 0 0 0 0 0 0 J

Short 0.0% 0.0% 0.0% 0.0% K

Long L

Short 5 1 4 0 2 1 1 0 1 0 0 M

Long 0 0 0 0 0 0 0 0 0 0 0 N

Total 0 0 0 0 0 0 0 0 0 0 0 O

UM 0 0 0 0 0 0 0 0 0 0 0 P

Total 0 0 0 0 0 0 0 0 0 0 0 Q

UM 0 0 0 0 0 0 0 0 0 0 0 R

Total S

UM T

Total 0 0 0 0 0 0 0 0 0 0 0 U

UM 0 0 0 0 0 0 0 0 0 0 0 V

Achiev. %          
Rate         
Goals

Current         
Filing's         
Goals

Previous          
Filing's         
Goals

HIRING                                                                                     
GOALS                 

  WORKFORCE NOS.

  WORKFORCE PARITY NOS.

CENTRAL CONNECTICUT STATE UNIVERSITY

PROMO.                                                                                     
GOALS                     
INCL.               

UPWARD               
MOBILITY           

Previous          
Filing's         
Goals

Current         
Filing's         
Promos

Achiev. %          
Rate         
Goals

Current         
Filing's         
Goals

  NET UTILIZATION (+/-)

Current          
Filing's         
Hires

  WORKFORCE %

  WORKFORCE PARITY %

NOTE:

2
2
0

2/28/2014

  PREVIOUS UTILIZATION



RECRUITING AREA: Hartford County PROJECTED TURNOVER (12 MOS.):
CATEGORY OR CLASS: Protective Services PROJECTED HIRES (12 MOS.):
REGION/FACILITY IN AREA: Hartford County PROJECTED PROMOTIONS (12 MOS.):
DATA RESOURCE: See Availability Data DATA CURRENT TO: 
FORM 40A1

GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPAN 
MALE

HISPAN 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

100.0% 90.9% 9.1% 45.5% 4.5% 18.2% 4.5% 27.3% 0.0% 0.0% 0.0% A

100.0 84.2 15.8 63.9 8.3 11.6 3.6 6.2 3.3 2.6 0.5 B

22 20 2 10 1 4 1 6 0 0 0 C

18.5 3.5 14.1 1.8 2.6 0.8 1.4 0.7 0.6 0.1 D

1.5 -1.5 -4.1 -0.8 1.4 0.2 4.6 -0.7 -0.6 -0.1 E

2.3 -2.3 -3.7 -1.8 1.9 0.4 3.7 -0.7 0.5 -0.1 F

Short 5 2 3 2 2 0 0 0 1 0 0 G

Long 2 2 0 2 0 0 0 0 0 0 0 H

Short 2 1 1 0 1 0 0 1 0 0 0 I

Long 0 0 0 0 0 0 0 0 0 0 0 J

Short 0.0% 50.0% 0.0% K

Long 0.0% L

Short 5 3 2 2 1 0 0 0 1 1 0 M

Long 2 2 0 2 0 0 0 0 0 0 0 N

Total 0 0 0 0 0 0 0 0 0 0 0 O

UM 0 0 0 0 0 0 0 0 0 0 0 P

Total 0 0 0 0 0 0 0 0 0 0 0 Q

UM 0 0 0 0 0 0 0 0 0 0 0 R

Total S

UM T

Total 0 0 0 0 0 0 0 0 0 0 0 U

UM 0 0 0 0 0 0 0 0 0 0 0 V
NOTE:

2
2
0

2/28/2014

  PREVIOUS UTILIZATION

CENTRAL CONNECTICUT STATE UNIVERSITY

PROMO.                                                                                     
GOALS                     
INCL.               

UPWARD               
MOBILITY           

Previous          
Filing's         
Goals

Current         
Filing's         
Promos

Achiev. %          
Rate         
Goals

Current         
Filing's         
Goals

  NET UTILIZATION (+/-)

Current          
Filing's         
Hires

  WORKFORCE %

  WORKFORCE PARITY %

Achiev. %          
Rate         
Goals

Current         
Filing's         
Goals

Previous          
Filing's         
Goals

HIRING                                                                                     
GOALS                 

  WORKFORCE NOS.

  WORKFORCE PARITY NOS.



RECRUITING AREA: Hartford County PROJECTED TURNOVER (12 MOS.):
CATEGORY OR CLASS: EEO 6 - Skilled Crafts PROJECTED HIRES (12 MOS.):
REGION/FACILITY IN AREA: Hartford County PROJECTED PROMOTIONS (12 MOS.):
DATA RESOURCE: See Availability Data DATA CURRENT TO: 
FORM 40A1

GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPAN 
MALE

HISPAN 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

100.0% 91.7% 8.3% 91.7% 8.3% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% A

100.0 97.7 2.3 73.9 1.5 8.9 0.2 11.9 0.4 3.1 0.2 B

12 11 1 11 1 0 0 0 0 0 0 C

11.7 0.3 8.9 0.2 1.1 0.0 1.4 0.0 0.4 0.0 D

-0.7 0.7 2.1 0.8 -1.1 0.0 -1.4 0.0 -0.4 0.0 E

-0.7 0.7 2.7 0.8 -1.2 0.0 -1.7 -0.1 -0.5 0.0 F

Short 4 4 0 0 0 1 0 2 0 1 0 G

Long 0 0 0 0 0 0 0 0 0 0 0 H

Short 0 0 0 0 0 0 0 0 0 0 0 I

Long 0 0 0 0 0 0 0 0 0 0 0 J

Short 0.0% 0.0% 0.0% K

Long L

Short 2 2 0 0 0 1 0 1 0 0 0 M

Long 0 0 0 0 0 0 0 0 0 0 0 N

Total 0 0 0 0 0 0 0 0 0 0 0 O

UM 0 0 0 0 0 0 0 0 0 0 0 P

Total 0 0 0 0 0 0 0 0 0 0 0 Q

UM 0 0 0 0 0 0 0 0 0 0 0 R

Total S

UM T

Total 0 0 0 0 0 0 0 0 0 0 0 U

UM 0 0 0 0 0 0 0 0 0 0 0 V

HIRING                                                                                     
GOALS                 

  WORKFORCE NOS.

  WORKFORCE PARITY NOS.

CENTRAL CONNECTICUT STATE UNIVERSITY

PROMO.                                                                                     
GOALS                     
INCL.               

UPWARD               
MOBILITY           

Previous          
Filing's         
Goals

Current         
Filing's         
Promos

Achiev. %          
Rate         
Goals

Current         
Filing's         
Goals

  NET UTILIZATION (+/-)

Current          
Filing's         
Hires

  WORKFORCE %

  WORKFORCE PARITY %

NOTE:

1
1
0

2/28/2014

  PREVIOUS UTILIZATION

Achiev. %          
Rate         
Goals

Current         
Filing's         
Goals

Previous          
Filing's         
Goals



RECRUITING AREA: Hartford County PROJECTED TURNOVER (12 MOS.):
CATEGORY OR CLASS: EEO 7 - Svc Maint - Custodian PROJECTED HIRES (12 MOS.):
REGION/FACILITY IN AREA: Hartford County PROJECTED PROMOTIONS (12 MOS.):
DATA RESOURCE: See Availability Data DATA CURRENT TO: 
FORM 40A1

GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPAN 
MALE

HISPAN 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

100.0% 63.6% 36.4% 39.4% 24.2% 9.1% 0.0% 15.2% 12.1% 0.0% 0.0% A

100.0 72.5 27.5 39.3 10.7 11.5 4.4 18.7 11.1 3.2 1.3 B

33 21 12 13 8 3 0 5 4 0 0 C

23.9 9.1 13.0 3.5 3.8 1.5 6.2 3.7 1.1 0.4 D

-2.9 2.9 0.0 4.5 -0.8 -1.5 -1.2 0.3 -1.1 -0.4 E

-4.3 4.3 -0.7 4.6 -0.8 -1.6 -1.8 1.7 -1.1 -0.3 F

Short 7 5 2 1 0 1 2 2 0 1 0 G

Long 0 0 0 0 0 0 0 0 0 0 0 H

Short 3 3 0 1 0 0 0 2 0 0 0 I

Long 0 0 0 0 0 0 0 0 0 0 0 J

Short 100.0% 0.0% 0.0% 100.0% 0.0% K

Long L

Short 5 3 2 0 0 1 2 1 0 1 0 M

Long 0 0 0 0 0 0 0 0 0 0 0 N

Total 0 0 0 0 0 0 0 0 0 0 0 O

UM 0 0 0 0 0 0 0 0 0 0 0 P

Total 0 0 0 0 0 0 0 0 0 0 0 Q

UM 0 0 0 0 0 0 0 0 0 0 0 R

Total S

UM T

Total 0 0 0 0 0 0 0 0 0 0 0 U

UM 0 0 0 0 0 0 0 0 0 0 0 V

Current          
Filing's         
Hires

  WORKFORCE %

  WORKFORCE PARITY %

NOTE:

3
3
0

2/28/2014

  PREVIOUS UTILIZATION

HIRING                                                                                     
GOALS                 

  WORKFORCE NOS.

  WORKFORCE PARITY NOS.

CENTRAL CONNECTICUT STATE UNIVERSITY

PROMO.                                                                                     
GOALS                     
INCL.               

UPWARD               
MOBILITY           

Previous          
Filing's         
Goals

Current         
Filing's         
Promos

Achiev. %          
Rate         
Goals

Current         
Filing's         
Goals

  NET UTILIZATION (+/-)

Achiev. %          
Rate         
Goals

Current         
Filing's         
Goals

Previous          
Filing's         
Goals



RECRUITING AREA: Hartford County PROJECTED TURNOVER (12 MOS.):
CATEGORY OR CLASS: EEO 7 - Svc Maint - All titles except Custudian PROJECTED HIRES (12 MOS.):
REGION/FACILITY IN AREA: Hartford County PROJECTED PROMOTIONS (12 MOS.):
DATA RESOURCE: See Availability Data DATA CURRENT TO: 
FORM 40A1

GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPAN 
MALE

HISPAN 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

100.0% 97.6% 2.4% 82.9% 2.4% 4.9% 0.0% 9.8% 0.0% 0.0% 0.0% A

100.0 90.0 10.0 66.0 6.5 8.7 0.3 12.6 3.0 2.7 0.2 B

41 40 1 34 1 2 0 4 0 0 0 C

36.9 4.1 27.1 2.7 3.6 0.1 5.2 1.2 1.1 0.1 D

3.1 -3.1 6.9 -1.7 -1.6 -0.1 -1.2 -1.2 -1.1 -0.1 E

3.8 -3.8 6.2 -2.0 -0.8 -0.2 -1.1 -1.6 -0.5 -0.1 F

Short 5 3 2 0 1 1 0 1 1 1 0 G

Long 0 0 0 0 0 0 0 0 0 0 0 H

Short 3 3 0 2 0 0 0 1 0 0 0 I

Long 0 0 0 0 0 0 0 0 0 0 0 J

Short 0.0% 0.0% 100.0% 0.0% 0.0% K

Long L

Short 6 4 2 0 1 2 0 1 1 1 0 M

Long 0 0 0 0 0 0 0 0 0 0 0 N

Total 2 0 2 0 1 0 0 0 1 0 0 O

UM 0 0 0 0 0 0 0 0 0 0 0 P

Total 0 0 0 0 0 0 0 0 0 0 0 Q

UM 0 0 0 0 0 0 0 0 0 0 0 R

Total 0.0% 0.0% S

UM T

Total 1 0 1 0 1 0 0 0 0 0 0 U

UM 0 0 0 0 0 0 0 0 0 0 0 V

Current          
Filing's         
Hires

  WORKFORCE %

  WORKFORCE PARITY %

NOTE:

3
3
0

2/28/2014

  PREVIOUS UTILIZATION

HIRING                                                                                     
GOALS                 

  WORKFORCE NOS.

  WORKFORCE PARITY NOS.

CENTRAL CONNECTICUT STATE UNIVERSITY

PROMO.                                                                                     
GOALS                     
INCL.               

UPWARD               
MOBILITY           

Previous          
Filing's         
Goals

Current         
Filing's         
Promos

Achiev. %          
Rate         
Goals

Current         
Filing's         
Goals

  NET UTILIZATION (+/-)

Achiev. %          
Rate         
Goals

Current         
Filing's         
Goals

Previous          
Filing's         
Goals













EMPLOYMENT ANALYSES 
Section 46a-68-42 

EMPLOYMENT ANALYSES, Section 46a-68-42        1 

 

This section of the plan presents a comprehensive review of the employment process for the purpose of 
identifying any employment practices that create or perpetuate underutilization of protected classes. 
Separate statistical reporting of personnel activity has been conducted for each occupational category.  
Forms 42A1, 42A2, 42A3, and 42A4 have been modified, if necessary, to reflect all activity which 
occurred during this reporting period. 
Four aspects of the employment process are examined: 

1. Employment Process Analysis (Form 42A1) 
The following statistical information/explanation has been utilized on Form 42A1: 

(a) Promotions: This data line is utilized to reflect only those promotions which 
occur from one EEO category to another EEO category. 

(b) Promotions Within: Promotions within each EEO category are listed at the 
end of each respective chart. 

(c) Hires:  This data line includes new hires from outside and transfers from 
other state agencies to the University.  

(d) Transfers: Transfers within the University that are not promotions are 
recorded on this data line. 

(e) Coding Corrections: Coding errors are recorded on this line. 
(f) Resignations: Transfers to other state agencies are included on this data line. 

2. Applicant Flow Analysis (Form 42A2) 
This analysis tracks applicants through the hiring or promotional process to determine the point at 
which they are no longer candidates for employment.  The applicant flow was conducted for all EEO 
categories. 
NOTE: As recommended by the Commission on Human Rights and Opportunities (CHRO), the University 
identified applicants on the Applicant Flow Analysis categories as follows: 

Intra-Agency included all applicants who came from within the University; 
Outside Agency included all applicants from other state agencies and universities; 
Other Applicants included all other applicants that were neither from the University or 
Connecticut State employees. 

Since the University conducts national searches for many of its administrative positions and all of its 
faculty positions, the Other Applicant category will contain the majority of the applicants. 

3. Personnel Evaluation Analysis (Form 42A3) 
All performance appraisals which were conducted during this reporting period are recorded on this 
form.   

4. Training Analysis (Form 42A4) 
This analysis was conducted for this filing period.  The results of the total number of employees taking 
training is inclusive in some cases of the same employee taking more than one training program during 
this reporting period. 
Note:   
1. After consultation with the CHRO reviewer on March 6, 2013, the University has removed all 

coaching titles out of the faculty category and created a separate EEO category (coaching) and a 
separate analysis was conducted in all numerical sections of the plan.   



EMPLOYMENT ANALYSIS, Section 46a-68-42  2 
 

Coach A positions in the past were not included due to their temporary nature at that time.  With 
the new coaching category and as these positions become more long term opportunities, these 
positions will be included as part of this job category and all related numerical analyses.   

2. When new faculty hires have not completed their terminal degrees, they are hired at the instructor 
level until they obtain the degree required; therefore, after consultation with the CHRO reviewer on 
March 6, 2013 the instructor category has been consolidated into the Assistant Professor category.   

3. In the 2013 AA Plan review this section was found to be in compliance with the AA Regulations.  
After consultation and receipt of technical assistance on June 6, 2014, regarding section 46a-68-40, 
utilization analysis, the category of protective services has been modified solely based on EEO 
category designation and not numerical analysis.  The category of protective services has been taken 
out of the EEO 7 category and separated into its own category.   



OCCUPATIONAL CATEGORY: EEO 1 - Executive Administrative DATE:
POSITION OR POSITION CLASSIFICATION:  All Titles
LABOR MARKET AREA: Statewide/National

EMPLOYMENT PROCESS ANALYSIS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE   
MALE

WHITE 
FEMALE

BLACK   
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER   
MALE

OTHER 
FEMALE

Workforce Number Current Filing 35 21 14 17 12 3 0 1 2 0 0

Workforce Number Prior Filing 36 21 15 17 13 3 0 1 2 0 0
Net Change(+or-) -1 0 -1 0 -1 0 0 0 0 0 0

HIRES (incl. Pt to Ft) 3 2 1 2 1 0 0 0 0 0 0

PROMO INTO CATEGORY / CLASS 1 0 1 0 1 0 0 0 0 0 0

TRANSFER INTO 0 0 0 0 0 0 0 0 0 0 0

ADJUSTMENT - Coding Corrections 0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0

TOTAL INCREASES 4 2 2 2 2 0 0 0 0 0 0

CONTRACT ENDED 0 0 0 0 0 0 0 0 0 0 0

FULL TIME TO PART TIME 0 0 0 0 0 0 0 0 0 0 0

RESIGNATIONS 1 0 1 0 1 0 0 0 0 0 0

RETIREMENTS 4 2 2 2 2 0 0 0 0 0 0

ADJUSTMENT - Coding Corrections 0 0 0 0 0 0 0 0 0 0 0

0 0 0 0 0 0 0 0 0 0 0

0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0

TOTAL REDUCTIONS 5 2 3 2 3 0 0 0 0 0 0

PROMOS WITHIN 0 0 0 0 0 0 0 0 0 0 0

CENTRAL CONNECTICUT STATE UNIVERSITY
EMPLOYMENT PROCESS ANALYSIS

NOTES: 

2/28/2014



OCCUPATIONAL CATEGORY: EEO 2 - Faculty DATE:
POSITION OR POSITION CLASSIFICATION: Professor
LABOR MARKET AREA: Statewide/National

EMPLOYMENT PROCESS ANALYSIS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE   
MALE

WHITE 
FEMALE

BLACK   
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER   
MALE

OTHER 
FEMALE

Workforce Number Current Filing 187 115 72 88 56 7 5 10 4 10 7

Workforce Number Prior Filing 188 116 72 91 57 8 4 8 4 9 7
Net Change(+or-) -1 -1 0 -3 -1 -1 1 2 0 1 0

HIRES (incl. Pt to Ft) 0 0 0 0 0 0 0 0 0 0 0

PROMO INTO CATEGORY / CLASS 10 6 4 3 3 0 1 2 0 1 0

TRANSFER INTO 0 0 0 0 0 0 0 0 0 0 0

ADJUSTMENT - Coding Corrections 0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0

TOTAL INCREASES 10 6 4 3 3 0 1 2 0 1 0

CONTRACT ENDED 0 0 0 0 0 0 0 0 0 0 0

FULL TIME TO PART TIME 0 0 0 0 0 0 0 0 0 0 0

PROMOTION OUT 1 0 1 0 1 0 0 0 0 0 0

RESIGNATIONS 3 2 1 2 1 0 0 0 0 0 0

RETIREMENTS 7 5 2 4 2 1 0 0 0 0 0

COACHING STAFF CONSOLIDATION 0 0 0 0 0 0 0 0 0 0 0

0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0

TOTAL REDUCTIONS 11 7 4 6 4 1 0 0 0 0 0

PROMOS WITHIN 0 0 0 0 0 0 0 0 0 0 0

CENTRAL CONNECTICUT STATE UNIVERSITY
EMPLOYMENT PROCESS ANALYSIS

NOTES: 

2/28/2014



OCCUPATIONAL CATEGORY: EEO 2 - Faculty DATE:
POSITION OR POSITION CLASSIFICATION: Associate Professor
LABOR MARKET AREA: Statewide/National

EMPLOYMENT PROCESS ANALYSIS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE   
MALE

WHITE 
FEMALE

BLACK   
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER   
MALE

OTHER 
FEMALE

Workforce Number Current Filing 136 76 60 57 52 4 2 3 2 12 4

Workforce Number Prior Filing 125 73 52 53 47 3 2 4 0 13 3
Net Change(+or-) 11 3 8 4 5 1 0 -1 2 -1 1

HIRES (incl. Pt to Ft) 7 5 2 3 1 0 0 1 0 1 1

PROMO INTO CATEGORY / CLASS 18 8 10 6 7 1 1 0 2 1 0

TRANSFER INTO 0 0 0 0 0 0 0 0 0 0 0

ADJUSTMENT - Coding Corrections 0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0

TOTAL INCREASES 25 13 12 9 8 1 1 1 2 2 1

CONTRACT ENDED 0 0 0 0 0 0 0 0 0 0 0

FULL TIME TO PART TIME 0 0 0 0 0 0 0 0 0 0 0

PROMOTION OUT 10 6 4 3 3 0 1 2 0 1 0

RESIGNATIONS 0 0 0 0 0 0 0 0 0 0 0

RETIREMENTS 4 4 0 2 0 0 0 0 0 2 0

COACHING STAFF CONSOLIDATION 0 0 0 0 0 0 0 0 0 0 0

0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0

TOTAL REDUCTIONS 14 10 4 5 3 0 1 2 0 3 0

PROMOS WITHIN 0 0 0 0 0 0 0 0 0 0 0

CENTRAL CONNECTICUT STATE UNIVERSITY
EMPLOYMENT PROCESS ANALYSIS

2/28/2014

NOTES:



OCCUPATIONAL CATEGORY: EEO 2 - Faculty DATE:
POSITION OR POSITION CLASSIFICATION: Assistant Professor
LABOR MARKET AREA: Statewide/National

EMPLOYMENT PROCESS ANALYSIS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE   
MALE

WHITE 
FEMALE

BLACK   
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER   
MALE

OTHER 
FEMALE

Workforce Number Current Filing 87 45 42 34 28 4 4 1 5 6 5

Workforce Number Prior Filing 84 43 41 34 29 3 4 1 4 5 4
Net Change(+or-) 3 2 1 0 -1 1 0 0 1 1 1

HIRES (incl. Pt to Ft) 24 12 12 8 7 2 1 0 3 2 1

PROMO INTO CATEGORY / CLASS 0 0 0 0 0 0 0 0 0 0 0

TRANSFER INTO 0 0 0 0 0 0 0 0 0 0 0

0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0

TOTAL INCREASES 24 12 12 8 7 2 1 0 3 2 1

TERMINATION/NON-RENEWAL 1 1 0 1 0 0 0 0 0 0 0

FULL TIME TO PART TIME 0 0 0 0 0 0 0 0 0 0 0

PROMOTION OUT 18 8 10 6 7 1 1 0 2 1 0

RESIGNATIONS 2 1 1 1 1 0 0 0 0 0 0

RETIREMENTS 0 0 0 0 0 0 0 0 0 0 0

0 0 0 0 0 0 0 0 0 0 0

0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0

TOTAL REDUCTIONS 21 10 11 8 8 1 1 0 2 1 0

PROMOS WITHIN 0 0 0 0 0 0 0 0 0 0 0

CENTRAL CONNECTICUT STATE UNIVERSITY
EMPLOYMENT PROCESS ANALYSIS

NOTES: 

2/28/2014



OCCUPATIONAL CATEGORY: EEO 2 - Faculty DATE:
POSITION OR POSITION CLASSIFICATION: Coaching
LABOR MARKET AREA: Statewide/National (NCAA)

EMPLOYMENT PROCESS ANALYSIS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE   
MALE

WHITE 
FEMALE

BLACK   
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER   
MALE

OTHER 
FEMALE

Workforce Number Current Filing 32 22 10 20 9 1 1 1 0 0 0

Workforce Number Prior Filing 25 18 7 16 7 2 0 0 0 0 0
Net Change(+or-) 7 4 3 4 2 -1 1 1 0 0 0

HIRES (incl. Pt to Ft) 12 8 4 7 3 0 1 1 0 0 0

PROMO INTO CATEGORY / CLASS 0 0 0 0 0 0 0 0 0 0 0

TRANSFER INTO 0 0 0 0 0 0 0 0 0 0 0

ADJUSTMENT 0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0

TOTAL INCREASES 12 8 4 7 3 0 1 1 0 0 0

CONTRACT ENDED/TERMINATIONS 3 3 0 2 0 1 0 0 0 0 0

FULL TIME TO PART TIME 0 0 0 0 0 0 0 0 0 0 0

PROMOTION OUT 0 0 0 0 0 0 0 0 0 0 0

RESIGNATIONS 2 1 1 1 1 0 0 0 0 0 0

RETIREMENTS 0 0 0 0 0 0 0 0 0 0 0

Coaching Staff consolidation 0 0 0 0 0 0 0 0 0 0 0

0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0

TOTAL REDUCTIONS 5 4 1 3 1 1 0 0 0 0 0

PROMOS WITHIN 4 2 2 2 2 0 0 0 0 0 0

CENTRAL CONNECTICUT STATE UNIVERSITY
EMPLOYMENT PROCESS ANALYSIS

NOTES: 

2/28/2014



OCCUPATIONAL CATEGORY: EEO 3 - Professional Non-Faculty DATE:
POSITION OR POSITION CLASSIFICATION:  All Titles
LABOR MARKET AREA: Statewide/National

EMPLOYMENT PROCESS ANALYSIS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE   
MALE

WHITE 
FEMALE

BLACK   
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER   
MALE

OTHER 
FEMALE

Workforce Number Current Filing 226 99 127 77 97 10 12 8 14 4 4

Workforce Number Prior Filing 220 99 121 78 93 9 13 8 12 4 3
Net Change(+or-) 6 0 6 -1 4 1 -1 0 2 0 1

HIRES (incl. Pt to Ft) 17 5 12 4 8 1 0 0 3 0 1

PROMO INTO CATEGORY / CLASS 1 0 1 0 1 0 0 0 0 0 0

TRANSFER INTO 0 0 0 0 0 0 0 0 0 0 0

ADJUSTMENT - Coding Corrections 0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0

TOTAL INCREASES 18 5 13 4 9 1 0 0 3 0 1

CONTRACT ENDED 0 0 0 0 0 0 0 0 0 0 0

FULL TIME TO PART TIME 0 0 0 0 0 0 0 0 0 0 0

RESIGNATIONS 4 1 3 1 1 0 1 0 1 0 0

RETIREMENTS 4 2 2 2 2 0 0 0 0 0 0

TRANSFER OUT of AGENCY 4 2 2 2 2 0 0 0 0 0 0

TERMINATION 0 0 0 0 0 0 0 0 0 0 0

ADJUSTMENT 0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0

TOTAL REDUCTIONS 12 5 7 5 5 0 1 0 1 0 0

PROMOS WITHIN 11 7 4 7 4 0 0 0 0 0 0

CENTRAL CONNECTICUT STATE UNIVERSITY
EMPLOYMENT PROCESS ANALYSIS

NOTES: 

2/28/2014



OCCUPATIONAL CATEGORY: EEO 4 - Clerical DATE:
POSITION OR POSITION CLASSIFICATION:  Administrative Assistant
LABOR MARKET AREA: Hartford County

EMPLOYMENT PROCESS ANALYSIS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE   
MALE

WHITE 
FEMALE

BLACK   
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER   
MALE

OTHER 
FEMALE

Workforce Number Current Filing 21 1 20 1 17 0 2 0 1 0 0

Workforce Number Prior Filing 21 1 20 1 18 0 1 0 1 0 0
Net Change(+or-) 0 0 0 0 -1 0 1 0 0 0 0

HIRES (incl. Pt to Ft) 1 0 1 0 1 0 0 0 0 0 0

PROMO INTO CATEGORY / CLASS 1 0 1 0 0 0 1 0 0 0 0

TRANSFER INTO 0 0 0 0 0 0 0 0 0 0 0

ADJUSTMENT - Coding Corrections 0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0

TOTAL INCREASES 2 0 2 0 1 0 1 0 0 0 0

RESIGNATIONS 0 0 0 0 0 0 0 0 0 0 0

RETIREMENTS 2 0 2 0 2 0 0 0 0 0 0

PROMOTION OUT 0 0 0 0 0 0 0 0 0 0 0

PART TIME TO FULL TIME 0 0 0 0 0 0 0 0 0 0 0

ADJUSTMENT - Coding Corrections 0 0 0 0 0 0 0 0 0 0 0

0 0 0 0 0 0 0 0 0 0 0

0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0

TOTAL REDUCTIONS 2 0 2 0 2 0 0 0 0 0 0

PROMOS WITHIN 0 0 0 0 0 0 0 0 0 0 0

CENTRAL CONNECTICUT STATE UNIVERSITY
EMPLOYMENT PROCESS ANALYSIS

NOTES: 

2/28/2014



OCCUPATIONAL CATEGORY: EEO 4 - Clerical DATE:
POSITION OR POSITION CLASSIFICATION:  Secretary 2
LABOR MARKET AREA: Hartford County

EMPLOYMENT PROCESS ANALYSIS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE   
MALE

WHITE 
FEMALE

BLACK   
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER   
MALE

OTHER 
FEMALE

Workforce Number Current Filing 40 1 39 1 29 0 3 0 6 0 1

Workforce Number Prior Filing 42 1 41 1 29 0 5 0 6 0 1
Net Change(+or-) -2 0 -2 0 0 0 -2 0 0 0 0

HIRES (incl. Pt to Ft) 2 0 2 0 1 0 0 0 1 0 0

PROMO INTO CATEGORY / CLASS 0 0 0 0 0 0 0 0 0 0 0

TRANSFER INTO 0 0 0 0 0 0 0 0 0 0 0

ADJUSTMENT - Race Change 0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0

TOTAL INCREASES 2 0 2 0 1 0 0 0 1 0 0

CONTRACT ENDED 0 0 0 0 0 0 0 0 0 0 0

FULL TIME TO PART TIME 1 0 1 0 0 0 0 0 1 0 0

RESIGNATIONS 0 0 0 0 0 0 0 0 0 0 0

RETIREMENTS 1 0 1 0 0 0 1 0 0 0 0

ADJUSTMENT - Race Change 0 0 0 0 0 0 0 0 0 0 0

PROMO OUT 1 0 1 0 0 0 1 0 0 0 0

VOLUNTARY DEMOTION 0 0 0 0 0 0 0 0 0 0 0
TRANSFER OUT 1 0 1 0 1 0 0 0 0 0 0
TOTAL REDUCTIONS 4 0 4 0 1 0 2 0 1 0 0

PROMOS WITHIN 0 0 0 0 0 0 0 0 0 0 0

CENTRAL CONNECTICUT STATE UNIVERSITY

EMPLOYMENT PROCESS ANALYSIS

NOTES: 

2/28/2014



OCCUPATIONAL CATEGORY: EEO 4 - Clerical DATE:
POSITION OR POSITION CLASSIFICATION:  All Titles except Sec 2 and Admin Asst
LABOR MARKET AREA: Hartford County

EMPLOYMENT PROCESS ANALYSIS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE   
MALE

WHITE 
FEMALE

BLACK   
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER   
MALE

OTHER 
FEMALE

Workforce Number Current Filing 34 8 26 1 16 3 5 3 5 1 0

Workforce Number Prior Filing 35 7 28 1 18 3 5 3 5 0 0
Net Change(+or-) -1 1 -2 0 -2 0 0 0 0 1 0

HIRES (incl. Pt to Ft) 1 1 0 0 0 0 0 0 0 1 0

PROMO INTO CATEGORY / CLASS 0 0 0 0 0 0 0 0 0 0 0

TRANSFER INTO 0 0 0 0 0 0 0 0 0 0 0

ADJUSTMENT - Coding Corrections 0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0

TOTAL INCREASES 1 1 0 0 0 0 0 0 0 1 0

RESIGNATIONS 0 0 0 0 0 0 0 0 0 0 0

PROMOTION OUT 1 0 1 0 1 0 0 0 0 0 0

FULL TIME to PART TIME 0 0 0 0 0 0 0 0 0 0 0

RETIREMENTS 0 0 0 0 0 0 0 0 0 0 0

ADJUSTMENT - Coding Corrections 0 0 0 0 0 0 0 0 0 0 0

TRANSFER OUT Of AGENCY 1 0 1 0 1 0 0 0 0 0 0

0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0

TOTAL REDUCTIONS 2 0 2 0 2 0 0 0 0 0 0

PROMOS WITHIN 0 0 0 0 0 0 0 0 0 0 0

CENTRAL CONNECTICUT STATE UNIVERSITY
EMPLOYMENT PROCESS ANALYSIS

NOTES: 

2/28/2014



OCCUPATIONAL CATEGORY: EEO 5 Techinical/Paraprofesional DATE:
POSITION OR POSITION CLASSIFICATION:  All Titles
LABOR MARKET AREA: Hartford County

EMPLOYMENT PROCESS ANALYSIS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE   
MALE

WHITE 
FEMALE

BLACK   
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER   
MALE

OTHER 
FEMALE

Workforce Number Current Filing 18 7 11 4 7 0 1 3 0 0 3

Workforce Number Prior Filing 19 7 12 4 8 0 1 3 0 0 3
Net Change(+or-) -1 0 -1 0 -1 0 0 0 0 0 0

HIRES (incl. Pt to Ft) 0 0 0 0 0 0 0 0 0 0 0

PROMO INTO CATEGORY / CLASS 0 0 0 0 0 0 0 0 0 0 0

TRANSFER INTO 0 0 0 0 0 0 0 0 0 0 0

ADJUSTMENT - Coding Corrections 0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0

TOTAL INCREASES 0 0 0 0 0 0 0 0 0 0 0

CONTRACT ENDED 0 0 0 0 0 0 0 0 0 0 0

FULL TIME TO PART TIME 0 0 0 0 0 0 0 0 0 0 0

RESIGNATIONS 0 0 0 0 0 0 0 0 0 0 0

RETIREMENTS 1 0 1 0 1 0 0 0 0 0 0

ADJUSTMENT - Coding Corrections 0 0 0 0 0 0 0 0 0 0 0

0 0 0 0 0 0 0 0 0 0 0

0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0

TOTAL REDUCTIONS 1 0 1 0 1 0 0 0 0 0 0

PROMOS WITHIN 0 0 0 0 0 0 0 0 0 0 0

CENTRAL CONNECTICUT STATE UNIVERSITY
EMPLOYMENT PROCESS ANALYSIS

NOTES: 

2/28/2014



OCCUPATIONAL CATEGORY: Protective Services DATE:
POSITION OR POSITION CLASSIFICATION:  Protective Services
LABOR MARKET AREA: Hartford County

EMPLOYMENT PROCESS ANALYSIS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE   
MALE

WHITE 
FEMALE

BLACK   
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER   
MALE

OTHER 
FEMALE

Workforce Number Current Filing 22 20 2 10 1 4 1 6 0 0 0

Workforce Number Prior Filing 21 20 1 10 0 4 1 5 0 1 0
Net Change(+or-) 1 0 1 0 1 0 0 1 0 -1 0

HIRES (incl. Pt to Ft) 2 1 1 0 1 0 0 1 0 0 0

PROMO INTO CATEGORY / CLASS 0 0 0 0 0 0 0 0 0 0 0

TRANSFER INTO 0 0 0 0 0 0 0 0 0 0 0

ADJUSTMENT - Coding Corrections 0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0

TOTAL INCREASES 2 1 1 0 1 0 0 1 0 0 0

CONTRACT ENDED 0 0 0 0 0 0 0 0 0 0 0

FULL TIME TO PART TIME 0 0 0 0 0 0 0 0 0 0 0

RESIGNATIONS 0 0 0 0 0 0 0 0 0 0 0

RETIREMENTS 0 0 0 0 0 0 0 0 0 0 0

ADJUSTMENT - Coding Corrections 0 0 0 0 0 0 0 0 0 0 0

TRANSFER OUT 1 1 0 0 0 0 0 0 0 1 0

0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0

TOTAL REDUCTIONS 1 1 0 0 0 0 0 0 0 1 0

PROMOS WITHIN 0 0 0 0 0 0 0 0 0 0 0

CENTRAL CONNECTICUT STATE UNIVERSITY
EMPLOYMENT PROCESS ANALYSIS

NOTES: 

2/28/2014



OCCUPATIONAL CATEGORY: EEO 6 - Skilled Crafts DATE:
POSITION OR POSITION CLASSIFICATION:  All Titles
LABOR MARKET AREA: Hartford County

EMPLOYMENT PROCESS ANALYSIS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE   
MALE

WHITE 
FEMALE

BLACK   
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER   
MALE

OTHER 
FEMALE

Workforce Number Current Filing 12 11 1 11 1 0 0 0 0 0 0

Workforce Number Prior Filing 14 13 1 13 1 0 0 0 0 0 0
Net Change(+or-) -2 -2 0 -2 0 0 0 0 0 0 0

HIRES (incl. Pt to Ft) 0 0 0 0 0 0 0 0 0 0 0

PROMO INTO CATEGORY / CLASS 0 0 0 0 0 0 0 0 0 0 0

TRANSFER INTO 0 0 0 0 0 0 0 0 0 0 0

ADJUSTMENT - Coding Corrections 0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0

TOTAL INCREASES 0 0 0 0 0 0 0 0 0 0 0

CONTRACT ENDED 0 0 0 0 0 0 0 0 0 0 0

FULL TIME TO PART TIME 0 0 0 0 0 0 0 0 0 0 0

RESIGNATIONS 0 0 0 0 0 0 0 0 0 0 0

RETIREMENTS 2 2 0 2 0 0 0 0 0 0 0

ADJUSTMENT - Coding Corrections 0 0 0 0 0 0 0 0 0 0 0

0 0 0 0 0 0 0 0 0 0 0

0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0

TOTAL REDUCTIONS 2 2 0 2 0 0 0 0 0 0 0

PROMOS WITHIN 0 0 0 0 0 0 0 0 0 0 0

CENTRAL CONNECTICUT STATE UNIVERSITY
EMPLOYMENT PROCESS ANALYSIS

NOTES: 

2/28/2014



OCCUPATIONAL CATEGORY: EEO 7 Service Maintenance DATE:
POSITION OR POSITION CLASSIFICATION:  Custodian
LABOR MARKET AREA: Hartford County

EMPLOYMENT PROCESS ANALYSIS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE   
MALE

WHITE 
FEMALE

BLACK   
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER   
MALE

OTHER 
FEMALE

Workforce Number Current Filing 33 21 12 13 8 3 0 5 4 0 0

Workforce Number Prior Filing 32 19 13 12 8 3 0 4 5 0 0
Net Change(+or-) 1 2 -1 1 0 0 0 1 -1 0 0

HIRES (incl. Pt to Ft) 3 3 0 1 0 0 0 2 0 0 0

PROMO INTO CATEGORY / CLASS 0 0 0 0 0 0 0 0 0 0 0

TRANSFER INTO 0 0 0 0 0 0 0 0 0 0 0

ADJUSTMENT - Race Change 0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0

TOTAL INCREASES 3 3 0 1 0 0 0 2 0 0 0

TERMINATION (Inc. Contract Ending) 0 0 0 0 0 0 0 0 0 0 0

RESIGNATIONS 0 0 0 0 0 0 0 0 0 0 0

RETIREMENTS 2 1 1 0 0 0 0 1 1 0 0

PROMOTION OUT 0 0 0 0 0 0 0 0 0 0 0

PART TIME TO FULL TIME 0 0 0 0 0 0 0 0 0 0 0

ADJUSTMENT - Race Change 0 0 0 0 0 0 0 0 0 0 0

0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0

TOTAL REDUCTIONS 2 1 1 0 0 0 0 1 1 0 0

PROMOS WITHIN 0 0 0 0 0 0 0 0 0 0 0

CENTRAL CONNECTICUT STATE UNIVERSITY
EMPLOYMENT PROCESS ANALYSIS

NOTES: 

2/28/2014



OCCUPATIONAL CATEGORY: EEO 7 Service Maintenance DATE:
POSITION OR POSITION CLASSIFICATION:  All Titles Except Custodians
LABOR MARKET AREA: Hartford County

EMPLOYMENT PROCESS ANALYSIS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE   
MALE

WHITE 
FEMALE

BLACK   
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER   
MALE

OTHER 
FEMALE

Workforce Number Current Filing 41 40 1 34 1 2 0 4 0 0 0

Workforce Number Prior Filing 44 43 1 35 1 3 0 4 0 1 0
Net Change(+or-) -3 -3 0 -1 0 -1 0 0 0 -1 0

HIRES (incl. Pt to Ft) 3 3 0 2 0 0 0 1 0 0 0

PROMO INTO CATEGORY / CLASS 0 0 0 0 0 0 0 0 0 0 0

TRANSFER INTO 0 0 0 0 0 0 0 0 0 0 0

ADJUSTMENT - Coding Corrections 0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0

TOTAL INCREASES 3 3 0 2 0 0 0 1 0 0 0

CONTRACT ENDED 0 0 0 0 0 0 0 0 0 0 0

FULL TIME TO PART TIME 0 0 0 0 0 0 0 0 0 0 0

RESIGNATIONS 3 3 0 2 0 0 0 1 0 0 0

RETIREMENTS 2 2 0 1 0 0 0 0 0 1 0

ADJUSTMENT - Coding Corrections 0 0 0 0 0 0 0 0 0 0 0

TRANSFER OUT 1 1 0 0 0 1 0 0 0 0 0

0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0

TOTAL REDUCTIONS 6 6 0 3 0 1 0 1 0 1 0

PROMOS WITHIN 1 1 0 1 0 0 0 0 0 0 0

CENTRAL CONNECTICUT STATE UNIVERSITY
EMPLOYMENT PROCESS ANALYSIS

NOTES: 

2/28/2014



OCCUPATIONAL CATEGORY: EEO 1 Executive Administrative DATE:
POSITION OR POSITION CLASSIFICATION: All Titles
LOCATION: Statewide/National

APPLICANT FLOW ANALYSIS
Grand 
Total

Total 
Male

Total 
Female

White 
Male

White 
Female

Black 
Male 

Black 
Female

Hispanic 
Male

Hispanic 
Female

Other 
Male

Other 
Female

Unknown 
Male

Unknown 
Female

Unknown 
Unknown

   Intra-agency 2 0 2 0 2 0 0 0 0 0 0 0 0 0 A

   Outside agency 0 0 0 0 0 0 0 0 0 0 0 0 0 0 B

   Reemployment List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 C

   Cert. Employment List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 D

   Transfer List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 E
   Other Applicants 80 74 6 41 5 11 0 1 0 17 1 4 0 0 F

TOTAL APPLICANTS 82 74 8 41 7 11 0 1 0 17 1 4 0 0 G

TOTAL REJECTED APPLICANTS 56 51 5 32 4 4 0 1 0 12 1 2 0 0 H

TOTAL QUALIFIED APPLICANTS 26 23 3 9 3 7 0 0 0 5 0 2 0 0 I

TOTAL TESTED 0 0 0 0 0 0 0 0 0 0 0 0 0 0 J

TOTAL PASSING EXAMINATION 0 0 0 0 0 0 0 0 0 0 0 0 0 0 K

   Earned Ratings 1-5 0 0 0 0 0 0 0 0 0 0 0 0 0 0 L

   Earned Ratings 6-10 0 0 0 0 0 0 0 0 0 0 0 0 0 0 M
   Earned Ratings 11-15 0 0 0 0 0 0 0 0 0 0 0 0 0 0 N

TOTAL INTERVIEWED 20 17 3 7 3 5 0 0 0 4 0 1 0 0 O

   Not offered Position 16 15 1 5 1 5 0 0 0 4 0 1 0 0 P

   Offered Position 4 2 2 2 2 0 0 0 0 0 0 0 0 0 Q
   Refused Position 0 0 0 0 0 0 0 0 0 0 0 0 0 0 R

TOTAL ACCESSIONS* 4 2 2 2 2 0 0 0 0 0 0 0 0 0 S

CENTRAL CONNECTICUT STATE UNIVERSITY
APPLICANT FLOW  ANALYSIS

February 28, 2014

Notes:  Unknown Applicant Calculations are factored separately into the grand total, total male and total female categories.  Total male + total female + unknown/unknown = grand total.



OCCUPATIONAL CATEGORY: EEO 2 - Faculty DATE:
POSITION OR POSITION CLASSIFICATION: Assistant Professor
LOCATION: Statewide/National

APPLICANT FLOW ANALYSIS
Grand 
Total Total Male

Total 
Female

White 
Male

White 
Female

Black 
Male 

Black 
Female

Hispanic 
Male

Hispanic 
Female

Other 
Male

Other 
Female

Unknown 
Male

Unknown 
Female

Unknown 
Unknown

   Intra-agency 4 0 4 0 2 0 0 0 2 0 0 0 0 0 A

   Outside agency 0 0 0 0 0 0 0 0 0 0 0 0 0 0 B

   Reemployment List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 C

   Cert. Employment List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 D

   Transfer List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 E

   Other Applicants 952 608 343 322 204 49 28 32 16 170 81 35 14 1 F

TOTAL APPLICANTS 956 608 347 322 206 49 28 32 18 170 81 35 14 1 G

TOTAL REJECTED APPLICANTS 525 345 179 174 100 33 15 18 10 99 46 21 8 1 H

TOTAL QUALIFIED APPLICANTS 431 263 168 148 106 16 13 14 8 71 35 14 6 0 I

TOTAL TESTED 0 0 0 0 0 0 0 0 0 0 0 0 0 0 J

TOTAL PASSING EXAMINATION 0 0 0 0 0 0 0 0 0 0 0 0 0 0 K

   Earned Ratings 1-5 0 0 0 0 0 0 0 0 0 0 0 0 0 0 L

   Earned Ratings 6-10 0 0 0 0 0 0 0 0 0 0 0 0 0 0 M

   Earned Ratings 11-15 0 0 0 0 0 0 0 0 0 0 0 0 0 0 N

TOTAL INTERVIEWED 173 96 77 55 45 11 8 6 8 21 14 3 2 0 O

   Not offered Position 145 83 62 47 36 9 6 5 5 19 13 3 2 0 P

   Offered Position 28 13 15 8 9 2 2 1 3 2 1 0 0 0 Q

   Refused Position 4 1 3 0 2 0 1 1 0 0 0 0 0 0 R

TOTAL ACCESSIONS* 24 12 12 8 7 2 1 0 3 2 1 0 0 0 S

CENTRAL CONNECTICUT STATE UNIVERSITY

APPLICANT FLOW  ANALYSIS

February 28, 2014

Notes:  Unknown applicant calculations are factored separately into the grand total, total male and total female categories.  Total male + total female + unknown/unknown = grand total.



OCCUPATIONAL CATEGORY: EEO 2 -Faculty DATE:
POSITION OR POSITION CLASSIFICATION: Associate Professor
LOCATION: Statewide/National

APPLICANT FLOW ANALYSIS
Grand 
Total

Total 
Male

Total 
Female

White 
Male

White 
Female

Black 
Male 

Black 
Female

Hispanic 
Male

Hispanic 
Female

Other 
Male

Other 
Female

Unknown 
Male

Unknown 
Female

Unknown 
Unknown

   Intra-agency 20 10 10 8 7 1 1 0 2 1 0 0 0 0 A

   Outside agency 0 0 0 0 0 0 0 0 0 0 0 0 0 0 B

   Reemployment List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 C

   Cert. Employment List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 D

   Transfer List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 E
   Other Applicants 190 150 40 55 15 11 5 6 3 70 16 8 1 0 F

TOTAL APPLICANTS 210 160 50 63 22 12 6 6 5 71 16 8 1 0 G

TOTAL REJECTED APPLICANTS 104 78 26 31 7 5 4 3 1 35 14 4 0 0 H

TOTAL QUALIFIED APPLICANTS 106 82 24 32 15 7 2 3 4 36 2 4 1 0 I

TOTAL TESTED 0 0 0 0 0 0 0 0 0 0 0 0 0 0 J

TOTAL PASSING EXAMINATION 0 0 0 0 0 0 0 0 0 0 0 0 0 0 K

   Earned Ratings 1-5 0 0 0 0 0 0 0 0 0 0 0 0 0 0 L

   Earned Ratings 6-10 0 0 0 0 0 0 0 0 0 0 0 0 0 0 M
   Earned Ratings 11-15 0 0 0 0 0 0 0 0 0 0 0 0 0 0 N

TOTAL INTERVIEWED 78 56 22 22 13 6 2 2 4 24 2 2 1 0 O

   Not offered Position 49 39 10 13 5 5 1 1 2 19 1 1 1 0 P

   Offered Position 29 17 12 9 8 1 1 1 2 5 1 1 0 0 Q
   Refused Position 4 4 0 0 0 0 0 0 0 3 0 1 0 0 R

TOTAL ACCESSIONS 25 13 12 9 8 1 1 1 2 2 1 0 0 0 S

CENTRAL CONNECTICUT STATE UNIVERSITY
APPLICANT FLOW  ANALYSIS

February 28, 2014

Notes:  Unknown Applicant Calculations are factored separately into the Total Category, Total Male and Total Female categories.  Total Male + Total Female + Unknown/Unknown = Grand 
Total



OCCUPATIONAL CATEGORY: EEO 2 - Faculty DATE:
POSITION OR POSITION CLASSIFICATION: Professor
LOCATION: Statewide/National

APPLICANT FLOW ANALYSIS
Grand 
Total

Total 
Male

Total 
Female

White 
Male

White 
Female

Black 
Male 

Black 
Female

Hispanic 
Male

Hispanic 
Female

Other 
Male

Other 
Female

Unknown 
Male

Unknown 
Female

Unknown 
Unknown

   Intra-agency 12 8 4 4 3 0 1 2 0 2 0 0 0 0 A

   Outside agency 0 0 0 0 0 0 0 0 0 0 0 0 0 0 B

   Reemployment List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 C

   Cert. Employment List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 D

   Transfer List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 E
   Other Applicants 0 0 0 0 0 0 0 0 0 0 0 0 0 0 F

TOTAL APPLICANTS 12 8 4 4 3 0 1 2 0 2 0 0 0 0 G

TOTAL REJECTED APPLICANTS 2 2 0 1 0 0 0 0 0 1 0 0 0 0 H

TOTAL QUALIFIED APPLICANTS 10 6 4 3 3 0 1 2 0 1 0 0 0 0 I

TOTAL TESTED 0 0 0 0 0 0 0 0 0 0 0 0 0 0 J

TOTAL PASSING EXAMINATION 0 0 0 0 0 0 0 0 0 0 0 0 0 0 K

   Earned Ratings 1-5 0 0 0 0 0 0 0 0 0 0 0 0 0 0 L

   Earned Ratings 6-10 0 0 0 0 0 0 0 0 0 0 0 0 0 0 M
   Earned Ratings 11-15 0 0 0 0 0 0 0 0 0 0 0 0 0 0 N

TOTAL INTERVIEWED 10 6 4 3 3 0 1 2 0 1 0 0 0 0 O

   Not offered Position 0 0 0 0 0 0 0 0 0 0 0 0 0 0 P

   Offered Position 10 6 4 3 3 0 1 2 0 1 0 0 0 0 Q
   Refused Position 0 0 0 0 0 0 0 0 0 0 0 0 0 0 R

TOTAL ACCESSIONS 10 6 4 3 3 0 1 2 0 1 0 0 0 0 S

CENTRAL CONNECTICUT STATE UNIVERSITY
APPLICANT FLOW  ANALYSIS

February 28, 2014

Notes:  Unknown Applicant Calculations are factored separately into the Total Category, Total Male and Total Female categories.  Total Male + Total Female + Unknown/Unknown = Grand 
Total



OCCUPATIONAL CATEGORY: EEO 2 - Faculty DATE:
POSITION OR POSITION CLASSIFICATION: Coaching Staff
LOCATION: Statewide/National

APPLICANT FLOW ANALYSIS
Grand 
Total

Total 
Male

Total 
Female

White 
Male

White 
Female

Black 
Male 

Black 
Female

Hispanic 
Male

Hispanic 
Female

Other 
Male

Other 
Female

Unknown 
Male

Unknown 
Female

Unknown 
Unknown

   Intra-agency 10 7 3 5 2 1 1 1 0 0 0 0 0 0 A

   Outside agency 0 0 0 0 0 0 0 0 0 0 0 0 0 0 B

   Reemployment List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 C

   Cert. Employment List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 D

   Transfer List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 E
   Other Applicants 621 602 19 397 16 156 1 21 2 5 0 23 0 0 F

TOTAL APPLICANTS 631 609 22 402 18 157 2 22 2 5 0 23 0 0 G

TOTAL REJECTED APPLICANTS 217 210 7 142 5 46 1 12 1 2 0 8 0 0 H

TOTAL QUALIFIED APPLICANTS 414 399 15 260 13 111 1 10 1 3 0 15 0 0 I

TOTAL TESTED 0 0 0 0 0 0 0 0 0 0 0 0 0 0 J

TOTAL PASSING EXAMINATION 0 0 0 0 0 0 0 0 0 0 0 0 0 0 K

   Earned Ratings 1-5 0 0 0 0 0 0 0 0 0 0 0 0 0 0 L

   Earned Ratings 6-10 0 0 0 0 0 0 0 0 0 0 0 0 0 0 M
   Earned Ratings 11-15 0 0 0 0 0 0 0 0 0 0 0 0 0 0 N

TOTAL INTERVIEWED 56 45 11 38 9 5 1 2 1 0 0 0 0 0 O

   Not offered Position 42 36 6 31 5 4 0 1 1 0 0 0 0 0 P

   Offered Position 14 9 5 7 4 1 1 1 0 0 0 0 0 0 Q
   Refused Position 2 1 1 0 1 1 0 0 0 0 0 0 0 0 R

TOTAL ACCESSIONS* 12 8 4 7 3 0 1 1 0 0 0 0 0 0 S

CENTRAL CONNECTICUT STATE UNIVERSITY
APPLICANT FLOW  ANALYSIS

February 28, 2014

Notes:  Unknown Applicant Calculations are factored separately into the grand total, total male and total female categories.  Total male + total female + unknown/unknown = grand total.



OCCUPATIONAL CATEGORY: EEO 3 - Professional Non Faculty DATE:
POSITION OR POSITION CLASSIFICATION: All Titles
LOCATION: Statewide/National

APPLICANT FLOW ANALYSIS
Grand 
Total

Total 
Male

Total 
Female

White 
Male

White 
Female

Black 
Male 

Black 
Female

Hispanic 
Male

Hispanic 
Female

Other 
Male

Other 
Female

Unknown 
Male

Unknown 
Female

Unknown 
Unknown

   Intra-agency 8 2 6 2 3 0 2 0 0 0 1 0 0 0 A

   Outside agency 0 0 0 0 0 0 0 0 0 0 0 0 0 0 B

   Reemployment List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 C

   Cert. Employment List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 D

   Transfer List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 E
   Other Applicants 1622 670 952 444 605 99 146 36 81 50 71 41 49 0 F

TOTAL APPLICANTS 1630 672 958 446 608 99 148 36 81 50 72 41 49 0 G

TOTAL REJECTED APPLICANTS 1206 479 727 314 446 76 125 28 68 30 53 31 35 0 H

TOTAL QUALIFIED APPLICANTS 424 193 231 132 162 23 23 8 13 20 19 10 14 0 I

TOTAL TESTED 0 0 0 0 0 0 0 0 0 0 0 0 0 0 J

TOTAL PASSING EXAMINATION 0 0 0 0 0 0 0 0 0 0 0 0 0 0 K

   Earned Ratings 1-5 0 0 0 0 0 0 0 0 0 0 0 0 0 0 L

   Earned Ratings 6-10 0 0 0 0 0 0 0 0 0 0 0 0 0 0 M
   Earned Ratings 11-15 0 0 0 0 0 0 0 0 0 0 0 0 0 0 N

TOTAL INTERVIEWED 163 67 96 44 74 11 7 4 5 6 5 2 5 0 O

   Not offered Position 143 60 83 39 65 10 7 4 2 5 4 2 5 0 P

   Offered Position 20 7 13 5 9 1 0 0 3 1 1 0 0 0 Q
   Refused Position 2 2 0 1 0 0 0 0 0 1 0 0 0 0 R

TOTAL ACCESSIONS 18 5 13 4 9 1 0 0 3 0 1 0 0 0 S

CENTRAL CONNECTICUT STATE UNIVERSITY
APPLICANT FLOW  ANALYSIS

February 28, 2014

Notes:  Unknown Applicant Calculations are factored separately into the grand total, total male and total female categories.  Total male + total female + unknown/unknown = grand total.



OCCUPATIONAL CATEGORY: EEO 4 - Clerical DATE:
POSITION OR POSITION CLASSIFICATION: Administrative Assistant
LOCATION: Hartford County

APPLICANT FLOW ANALYSIS
Grand 
Total

Total 
Male

Total 
Female

White 
Male

White 
Female

Black 
Male 

Black 
Female

Hispanic 
Male

Hispanic 
Female

Other 
Male

Other 
Female

Unknown 
Male

Unknown 
Female

Unknown 
Unknown

   Intra-agency 1 0 1 0 0 0 1 0 0 0 0 0 0 0 A

   Outside agency 0 0 0 0 0 0 0 0 0 0 0 0 0 0 B

   Reemployment List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 C

   Cert. Employment List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 D

   Transfer List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 E
   Other Applicants 78 2 76 0 49 1 12 0 9 0 1 1 5 0 F

TOTAL APPLICANTS 79 2 77 0 49 1 13 0 9 0 1 1 5 0 G

TOTAL REJECTED APPLICANTS 22 2 20 0 11 1 1 0 5 0 1 1 2 0 H

TOTAL QUALIFIED APPLICANTS 57 0 57 0 38 0 12 0 4 0 0 0 3 0 I

TOTAL TESTED 0 0 0 0 0 0 0 0 0 0 0 0 0 0 J

TOTAL PASSING EXAMINATION 0 0 0 0 0 0 0 0 0 0 0 0 0 0 K

   Earned Ratings 1-5 0 0 0 0 0 0 0 0 0 0 0 0 0 0 L

   Earned Ratings 6-10 0 0 0 0 0 0 0 0 0 0 0 0 0 0 M
   Earned Ratings 11-15 0 0 0 0 0 0 0 0 0 0 0 0 0 0 N

TOTAL INTERVIEWED 15 0 15 0 8 0 5 0 2 0 0 0 0 0 O

   Not offered Position 12 0 12 0 7 0 4 0 1 0 0 0 0 0 P

   Offered Position 3 0 3 0 1 0 1 0 1 0 0 0 0 0 Q
   Refused Position 1 0 1 0 0 0 0 0 1 0 0 0 0 0 R

TOTAL ACCESSIONS 2 0 2 0 1 0 1 0 0 0 0 0 0 0 S

CENTRAL CONNECTICUT STATE UNIVERSITY
APPLICANT FLOW  ANALYSIS

February 28, 2014

Notes:  Unknown Applicant Calculations are factored separately into the grand total, total male and total female categories.  Total male + total female + unknown/unknown = grand total.



OCCUPATIONAL CATEGORY: EEO 4 - Clerical DATE:
POSITION OR POSITION CLASSIFICATION: Secretary 2
LOCATION: Hartford County

APPLICANT FLOW ANALYSIS
Grand 
Total

Total 
Male

Total 
Female

White 
Male

White 
Female

Black 
Male 

Black 
Female

Hispanic 
Male

Hispanic 
Female

Other 
Male

Other 
Female

Unknown 
Male

Unknown 
Female

Unknown 
Unknown

   Intra-agency 4 0 4 0 2 0 1 0 1 0 0 0 0 0 A

   Outside agency 0 0 0 0 0 0 0 0 0 0 0 0 0 0 B

   Reemployment List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 C

   Cert. Employment List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 D

   Transfer List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 E
   Other Applicants 4 0 4 0 4 0 0 0 0 0 0 0 0 0 F

TOTAL APPLICANTS 8 0 8 0 6 0 1 0 1 0 0 0 0 0 G

TOTAL REJECTED APPLICANTS 0 0 0 0 0 0 0 0 0 0 0 0 0 0 H

TOTAL QUALIFIED APPLICANTS 8 0 8 0 6 0 1 0 1 0 0 0 0 0 I

TOTAL TESTED 0 0 0 0 0 0 0 0 0 0 0 0 0 0 J

TOTAL PASSING EXAMINATION 0 0 0 0 0 0 0 0 0 0 0 0 0 0 K

   Earned Ratings 1-5 0 0 0 0 0 0 0 0 0 0 0 0 0 0 L

   Earned Ratings 6-10 0 0 0 0 0 0 0 0 0 0 0 0 0 0 M
   Earned Ratings 11-15 0 0 0 0 0 0 0 0 0 0 0 0 0 0 N

TOTAL INTERVIEWED 8 0 8 0 6 0 1 0 1 0 0 0 0 0 O

   Not offered Position 6 0 6 0 5 0 1 0 0 0 0 0 0 0 P

   Offered Position 2 0 2 0 1 0 0 0 1 0 0 0 0 0 Q
   Refused Position 0 0 0 0 0 0 0 0 0 0 0 0 0 0 R

TOTAL ACCESSIONS 2 0 2 0 1 0 0 0 1 0 0 0 0 0 S

CENTRAL CONNECTICUT STATE UNIVERSITY
APPLICANT FLOW  ANALYSIS

February 28, 2014

Notes:  Unknown Applicant Calculations are factored separately into the grand total, total male and total female categories.  Total male + total female + unknown/unknown = grand total.



OCCUPATIONAL CATEGORY: EEO 4 - Clerical DATE:
POSITION OR POSITION CLASSIFICATION: All Titles Except Sec 2 & Admin Asst
LOCATION: Hartford County

APPLICANT FLOW ANALYSIS
Grand 
Total

Total 
Male

Total 
Female

White 
Male

White 
Female

Black 
Male 

Black 
Female

Hispanic 
Male

Hispanic 
Female

Other 
Male

Other 
Female

Unknown 
Male

Unknown 
Female

Unknown 
Unknown

   Intra-agency 0 0 0 0 0 0 0 0 0 0 0 0 0 0 A

   Outside agency 0 0 0 0 0 0 0 0 0 0 0 0 0 0 B

   Reemployment List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 C

   Cert. Employment List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 D

   Transfer List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 E
   Other Applicants 11 7 4 3 4 2 0 0 0 1 0 1 0 0 F

TOTAL APPLICANTS 11 7 4 3 4 2 0 0 0 1 0 1 0 0 G

TOTAL REJECTED APPLICANTS 4 3 1 2 1 0 0 0 0 0 0 1 0 0 H

TOTAL QUALIFIED APPLICANTS 7 4 3 1 3 2 0 0 0 1 0 0 0 0 I

TOTAL TESTED 0 0 0 0 0 0 0 0 0 0 0 0 0 0 J

TOTAL PASSING EXAMINATION 0 0 0 0 0 0 0 0 0 0 0 0 0 0 K

   Earned Ratings 1-5 0 0 0 0 0 0 0 0 0 0 0 0 0 0 L

   Earned Ratings 6-10 0 0 0 0 0 0 0 0 0 0 0 0 0 0 M
   Earned Ratings 11-15 0 0 0 0 0 0 0 0 0 0 0 0 0 0 N

TOTAL INTERVIEWED 7 4 3 1 3 2 0 0 0 1 0 0 0 0 O

   Not offered Position 6 3 3 1 3 2 0 0 0 0 0 0 0 0 P

   Offered Position 1 1 0 0 0 0 0 0 0 1 0 0 0 0 Q
   Refused Position 0 0 0 0 0 0 0 0 0 0 0 0 0 0 R

TOTAL ACCESSIONS 1 1 0 0 0 0 0 0 0 1 0 0 0 0 S

CENTRAL CONNECTICUT STATE UNIVERSITY
APPLICANT FLOW  ANALYSIS

February 28, 2014

Notes:  Unknown Applicant Calculations are factored separately into the grand total, total male and total female categories.  Total male + total female + unknown/unknown = grand total.



OCCUPATIONAL CATEGORY: EEO 5 - Technical/Paraprofessional DATE:
POSITION OR POSITION CLASSIFICATION: All Titles
LOCATION: Hartford County

APPLICANT FLOW ANALYSIS
Grand 
Total

Total 
Male

Total 
Female

White 
Male

White 
Female

Black 
Male 

Black 
Female

Hispanic 
Male

Hispanic 
Female

Other 
Male

Other 
Female

Unknown 
Male

Unknown 
Female

Unknown 
Unknown

   Intra-agency 0 0 0 0 0 0 0 0 0 0 0 0 0 0 A

   Outside agency 0 0 0 0 0 0 0 0 0 0 0 0 0 0 B

   Reemployment List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 C

   Cert. Employment List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 D

   Transfer List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 E
   Other Applicants 0 0 0 0 0 0 0 0 0 0 0 0 0 0 F

TOTAL APPLICANTS 0 0 0 0 0 0 0 0 0 0 0 0 0 0 G

TOTAL REJECTED APPLICANTS 0 0 0 0 0 0 0 0 0 0 0 0 0 0 H

TOTAL QUALIFIED APPLICANTS 0 0 0 0 0 0 0 0 0 0 0 0 0 0 I

TOTAL TESTED 0 0 0 0 0 0 0 0 0 0 0 0 0 0 J

TOTAL PASSING EXAMINATION 0 0 0 0 0 0 0 0 0 0 0 0 0 0 K

   Earned Ratings 1-5 0 0 0 0 0 0 0 0 0 0 0 0 0 0 L

   Earned Ratings 6-10 0 0 0 0 0 0 0 0 0 0 0 0 0 0 M
   Earned Ratings 11-15 0 0 0 0 0 0 0 0 0 0 0 0 0 0 N

TOTAL INTERVIEWED 0 0 0 0 0 0 0 0 0 0 0 0 0 0 O

   Not offered Position 0 0 0 0 0 0 0 0 0 0 0 0 0 0 P

   Offered Position 0 0 0 0 0 0 0 0 0 0 0 0 0 0 Q
   Refused Position 0 0 0 0 0 0 0 0 0 0 0 0 0 0 R

TOTAL ACCESSIONS* 0 0 0 0 0 0 0 0 0 0 0 0 0 0 S

CENTRAL CONNECTICUT STATE UNIVERSITY
APPLICANT FLOW  ANALYSIS

February 28, 2014

Notes:  Unknown Applicant Calculations are factored separately into the grand total, total male and total female categories.  Total male + total female + unknown/unknown = grand total.



OCCUPATIONAL CATEGORY: Protective Service DATE:
POSITION OR POSITION CLASSIFICATION: All Titles
LOCATION: Hartford County

APPLICANT FLOW ANALYSIS
Grand 
Total

Total 
Male

Total 
Female

White 
Male

White 
Female

Black 
Male 

Black 
Female

Hispanic 
Male

Hispanic 
Female

Other 
Male

Other 
Female

Unknown 
Male

Unknown 
Female

Unknown 
Unknown

   Intra-agency 0 0 0 0 0 0 0 0 0 0 0 0 0 0 A

   Outside agency 0 0 0 0 0 0 0 0 0 0 0 0 0 0 B

   Reemployment List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 C

   Cert. Employment List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 D

   Transfer List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 E
   Other Applicants 92 74 18 47 8 12 4 10 6 0 0 5 0 0 F

TOTAL APPLICANTS 92 74 18 47 8 12 4 10 6 0 0 5 0 0 G

TOTAL REJECTED APPLICANTS 18 15 3 7 1 4 1 2 1 0 0 2 0 0 H

TOTAL QUALIFIED APPLICANTS 74 59 15 40 7 8 3 8 5 0 0 3 0 0 I

TOTAL TESTED 0 0 0 0 0 0 0 0 0 0 0 0 0 0 J

TOTAL PASSING EXAMINATION 0 0 0 0 0 0 0 0 0 0 0 0 0 0 K

   Earned Ratings 1-5 0 0 0 0 0 0 0 0 0 0 0 0 0 0 L

   Earned Ratings 6-10 0 0 0 0 0 0 0 0 0 0 0 0 0 0 M
   Earned Ratings 11-15 0 0 0 0 0 0 0 0 0 0 0 0 0 0 N

TOTAL INTERVIEWED 12 7 5 4 2 1 2 2 1 0 0 0 0 0 O

   Not offered Position 6 5 1 3 1 1 0 1 0 0 0 0 0 0 P

   Offered Position 6 2 4 1 1 0 2 1 1 0 0 0 0 0 Q
   Refused Position** 4 1 3 1 0 0 2 0 1 0 0 0 0 0 R

TOTAL ACCESSIONS* 2 1 1 0 1 0 0 1 0 0 0 0 0 0 S

CENTRAL CONNECTICUT STATE UNIVERSITY
APPLICANT FLOW  ANALYSIS

February 28, 2014

Notes:  Unknown Applicant Calculations are factors separately into the Total Category, Total Male and Total Female categories.  Total Male + Total Female + Unknown/Unknown = Grand 
Total; **The three candidates (2 BFs and 1 HF) showing refusals were offered the position; however, they did not pass relevant background and/or agility tests.



OCCUPATIONAL CATEGORY: EEO 6 - Skilled Crafts DATE:
POSITION OR POSITION CLASSIFICATION: All Titles
LOCATION: Hartford County

APPLICANT FLOW ANALYSIS
Grand 
Total

Total 
Male

Total 
Female

White 
Male

White 
Female

Black 
Male 

Black 
Female

Hispanic 
Male

Hispanic 
Female

Other 
Male

Other 
Female

Unknown 
Male

Unknown 
Female

Unknown 
Unknown

   Intra-agency 0 0 0 0 0 0 0 0 0 0 0 0 0 0 A

   Outside agency 0 0 0 0 0 0 0 0 0 0 0 0 0 0 B

   Reemployment List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 C

   Cert. Employment List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 D

   Transfer List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 E
   Other Applicants 0 0 0 0 0 0 0 0 0 0 0 0 0 0 F

TOTAL APPLICANTS 0 0 0 0 0 0 0 0 0 0 0 0 0 0 G

TOTAL REJECTED APPLICANTS 0 0 0 0 0 0 0 0 0 0 0 0 0 0 H

TOTAL QUALIFIED APPLICANTS 0 0 0 0 0 0 0 0 0 0 0 0 0 0 I

TOTAL TESTED 0 0 0 0 0 0 0 0 0 0 0 0 0 0 J

TOTAL PASSING EXAMINATION 0 0 0 0 0 0 0 0 0 0 0 0 0 0 K

   Earned Ratings 1-5 0 0 0 0 0 0 0 0 0 0 0 0 0 0 L

   Earned Ratings 6-10 0 0 0 0 0 0 0 0 0 0 0 0 0 0 M
   Earned Ratings 11-15 0 0 0 0 0 0 0 0 0 0 0 0 0 0 N

TOTAL INTERVIEWED 0 0 0 0 0 0 0 0 0 0 0 0 0 0 O

   Not offered Position 0 0 0 0 0 0 0 0 0 0 0 0 0 0 P

   Offered Position 0 0 0 0 0 0 0 0 0 0 0 0 0 0 Q
   Refused Position 0 0 0 0 0 0 0 0 0 0 0 0 0 0 R

TOTAL ACCESSIONS 0 0 0 0 0 0 0 0 0 0 0 0 0 0 S

CENTRAL CONNECTICUT STATE UNIVERSITY
APPLICANT FLOW  ANALYSIS

February 28, 2014

Notes:  Unknown Applicant Calculations are factors separately into the Total Category, Total Male and Total Female categories.  Total Male + Total Female + Unknown/Unknown = Grand 
Total



OCCUPATIONAL CATEGORY: EEO 7 - Service Maintenance DATE:
POSITION OR POSITION CLASSIFICATION: Custodian
LOCATION: Hartford County

APPLICANT FLOW ANALYSIS
Grand 
Total

Total 
Male

Total 
Female

White 
Male

White 
Female

Black 
Male 

Black 
Female

Hispanic 
Male

Hispanic 
Female

Other 
Male

Other 
Female

Unknown 
Male

Unknown 
Female

Unknown 
Unknown

   Intra-agency 0 0 0 0 0 0 0 0 0 0 0 0 0 0 A

   Outside agency 0 0 0 0 0 0 0 0 0 0 0 0 0 0 B

   Reemployment List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 C

   Cert. Employment List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 D

   Transfer List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 E
   Other Applicants 262 226 32 126 11 46 8 43 8 4 3 7 2 4 F

TOTAL APPLICANTS 262 226 32 126 11 46 8 43 8 4 3 7 2 4 G

TOTAL REJECTED APPLICANTS 52 46 6 23 0 9 2 12 2 1 1 1 1 0 H

TOTAL QUALIFIED APPLICANTS 210 180 26 103 11 37 6 31 6 3 2 6 1 4 I

TOTAL TESTED 0 0 0 0 0 0 0 0 0 0 0 0 0 0 J

TOTAL PASSING EXAMINATION 0 0 0 0 0 0 0 0 0 0 0 0 0 0 K

   Earned Ratings 1-5 0 0 0 0 0 0 0 0 0 0 0 0 0 0 L

   Earned Ratings 6-10 0 0 0 0 0 0 0 0 0 0 0 0 0 0 M
   Earned Ratings 11-15 0 0 0 0 0 0 0 0 0 0 0 0 0 0 N

TOTAL INTERVIEWED 11 10 1 4 0 3 1 3 0 0 0 0 0 0 O

   Not offered Position 8 7 1 3 0 3 1 1 0 0 0 0 0 0 P

   Offered Position 3 3 0 1 0 0 0 2 0 0 0 0 0 0 Q
   Refused Position 0 0 0 0 0 0 0 0 0 0 0 0 0 0 R

TOTAL ACCESSIONS 3 3 0 1 0 0 0 2 0 0 0 0 0 0 S

CENTRAL CONNECTICUT STATE UNIVERSITY
APPLICANT FLOW  ANALYSIS

February 28, 2014

Notes:  Unknown Applicant Calculations are factors separately into the Total Category, Total Male and Total Female categories.  Total Male + Total Female + Unknown/Unknown = Grand 
Total



OCCUPATIONAL CATEGORY: EEO 7 - Service Maintenance DATE:
POSITION OR POSITION CLASSIFICATION: All Titles
LOCATION: Hartford County

APPLICANT FLOW ANALYSIS
Grand 
Total

Total 
Male

Total 
Female

White 
Male

White 
Female

Black 
Male 

Black 
Female

Hispanic 
Male

Hispanic 
Female

Other 
Male

Other 
Female

Unknown 
Male

Unknown 
Female

Unknown 
Unknown

   Intra-agency 0 0 0 0 0 0 0 0 0 0 0 0 0 0 A

   Outside agency 0 0 0 0 0 0 0 0 0 0 0 0 0 0 B

   Reemployment List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 C

   Cert. Employment List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 D

   Transfer List 0 0 0 0 0 0 0 0 0 0 0 0 0 0 E
   Other Applicants 163 122 41 60 24 26 10 22 5 5 2 9 0 0 F

TOTAL APPLICANTS 163 122 41 60 24 26 10 22 5 5 2 9 0 0 G

TOTAL REJECTED APPLICANTS 28 19 9 6 5 4 2 8 1 1 1 0 0 0 H

TOTAL QUALIFIED APPLICANTS 135 103 32 54 19 22 8 14 4 4 1 9 0 0 I

TOTAL TESTED 0 0 0 0 0 0 0 0 0 0 0 0 0 0 J

TOTAL PASSING EXAMINATION 0 0 0 0 0 0 0 0 0 0 0 0 0 0 K

   Earned Ratings 1-5 0 0 0 0 0 0 0 0 0 0 0 0 0 0 L

   Earned Ratings 6-10 0 0 0 0 0 0 0 0 0 0 0 0 0 0 M
   Earned Ratings 11-15 0 0 0 0 0 0 0 0 0 0 0 0 0 0 N

TOTAL INTERVIEWED 50 43 7 19 6 12 1 8 0 1 0 3 0 0 O

   Not offered Position 47 40 7 17 6 12 1 7 0 1 0 3 0 0 P

   Offered Position 3 3 0 2 0 0 0 1 0 0 0 0 0 0 Q
   Refused Position 0 0 0 0 0 0 0 0 0 0 0 0 0 0 R

TOTAL ACCESSIONS* 3 3 0 2 0 0 0 1 0 0 0 0 0 0 S

CENTRAL CONNECTICUT STATE UNIVERSITY
APPLICANT FLOW  ANALYSIS

February 28, 2014

Notes:  Unknown Applicant Calculations are factors separately into the Total Category, Total Male and Total Female categories.  Total Male + Total Female + Unknown/Unknown = Grand 
Total



OCCUPATIONAL CATEGORY:  EEO-1 - Executive/Administrative  
POSITION OR POSITION CLASSIFICATION:   All Titles in Category
Form #42 A3

12/24/2014 11:41
PERSONNEL EVALUATION 

ANALYSIS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

SERVICE RATINGS
Excellent 8 5 3 4 2 1 0 0 1 0 0
Good 0 0 0 0 0 0 0 0 0 0 0
Fair 0 0 0 0 0 0 0 0 0 0 0
Satisfactory 0 0 0 0 0 0 0 0 0 0 0
Unsatisfactory 0 0 0 0 0 0 0 0 0 0 0
REPRIMANDS 0 0 0 0 0 0 0 0 0 0 0
SUSPENSIONS 0 0 0 0 0 0 0 0 0 0 0
DEMOTIONS 0 0 0 0 0 0 0 0 0 0 0
Within Occ Category 0 0 0 0 0 0 0 0 0 0 0
Lower Occ Category 0 0 0 0 0 0 0 0 0 0 0
TRANSFERS 0 0 0 0 0 0 0 0 0 0 0
Intra-Agency 0 0 0 0 0 0 0 0 0 0 0
Outside Agency 0 0 0 0 0 0 0 0 0 0 0



OCCUPATIONAL CATEGORY:  EEO-2 - FACULTY
POSITION OR POSITION CLASSIFICATION:   Professor  
Form #42 A3

12/24/2014 11:41
PERSONNEL EVALUATION 

ANALYSIS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

SERVICE RATINGS
Excellent 0 0 0 0 0 0 0 0 0 0 0
Good 187 115 72 88 56 7 5 10 4 10 7
Fair 0 0 0 0 0 0 0 0 0 0 0
Satisfactory 0 0 0 0 0 0 0 0 0 0 0
Unsatisfactory 0 0 0 0 0 0 0 0 0 0 0
REPRIMANDS 1 1 0 1 0 0 0 0 0 0 0
SUSPENSIONS 0 0 0 0 0 0 0 0 0 0 0
DEMOTIONS 0 0 0 0 0 0 0 0 0 0 0
Within Occ Category 0 0 0 0 0 0 0 0 0 0 0
Lower Occ Category 0 0 0 0 0 0 0 0 0 0 0
TRANSFERS 0 0 0 0 0 0 0 0 0 0 0
Intra-Agency 0 0 0 0 0 0 0 0 0 0 0
Outside Agency 0 0 0 0 0 0 0 0 0 0 0

0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0



OCCUPATIONAL CATEGORY:  EEO-2 - FACULTY
POSITION OR POSITION CLASSIFICATION:   Associate Professor
Form #42 A3

12/24/2014 11:41
PERSONNEL EVALUATION 

ANALYSIS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

SERVICE RATINGS
Excellent 0 0 0 0 0 0 0 0 0 0 0
Good 136 76 60 57 52 4 2 3 2 12 4
Fair 0 0 0 0 0 0 0 0 0 0 0
Satisfactory 0 0 0 0 0 0 0 0 0 0 0
Unsatisfactory 0 0 0 0 0 0 0 0 0 0 0
REPRIMANDS 1 1 0 0 0 0 0 0 0 1 0
SUSPENSIONS 1 1 0 1 0 0 0 0 0 0 0
DEMOTIONS 0 0 0 0 0 0 0 0 0 0 0
Within Occ Category 0 0 0 0 0 0 0 0 0 0 0
Lower Occ Category 0 0 0 0 0 0 0 0 0 0 0
TRANSFERS 0 0 0 0 0 0 0 0 0 0 0
Intra-Agency 0 0 0 0 0 0 0 0 0 0 0
Outside Agency 0 0 0 0 0 0 0 0 0 0 0



OCCUPATIONAL CATEGORY:  EEO-2 -FACULTY
POSITION OR POSITION CLASSIFICATION:   Assistant Professor  
Form #42 A3

12/24/2014 11:41
PERSONNEL EVALUATION 

ANALYSIS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

SERVICE RATINGS
Excellent 0 0 0 0 0 0 0 0 0 0 0
Good 86 44 42 33 28 4 4 1 5 6 5
Fair 0 0 0 0 0 0 0 0 0 0 0
Satisfactory 0 0 0 0 0 0 0 0 0 0 0
Unsatisfactory 1 1 0 1 0 0 0 0 0 0 0
REPRIMANDS 0 0 0 0 0 0 0 0 0 0 0
SUSPENSIONS 0 0 0 0 0 0 0 0 0 0 0
DEMOTIONS 0 0 0 0 0 0 0 0 0 0 0
Within Occ Category 0 0 0 0 0 0 0 0 0 0 0
Lower Occ Category 0 0 0 0 0 0 0 0 0 0 0
TRANSFERS 0 0 0 0 0 0 0 0 0 0 0
Intra-Agency 0 0 0 0 0 0 0 0 0 0 0
Outside Agency 0 0 0 0 0 0 0 0 0 0 0

0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0



OCCUPATIONAL CATEGORY:  EEO-2 - Coaching
POSITION OR POSITION CLASSIFICATION:   Coaching
Form #42 A3

12/24/2014 11:41
PERSONNEL EVALUATION 

ANALYSIS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

SERVICE RATINGS
Excellent 0 0 0 0 0 0 0 0 0 0 0
Good 20 13 7 13 6 0 1 0 0 0 0
Fair 0 0 0 0 0 0 0 0 0 0 0
Satisfactory 0 0 0 0 0 0 0 0 0 0 0
Unsatisfactory 4 4 0 3 0 1 0 0 0 0 0
REPRIMANDS 0 0 0 0 0 0 0 0 0 0 0
SUSPENSIONS 1 1 0 1 0 0 0 0 0 0 0
DEMOTIONS 0 0 0 0 0 0 0 0 0 0 0
Within Occ Category 0 0 0 0 0 0 0 0 0 0 0
Lower Occ Category 0 0 0 0 0 0 0 0 0 0 0
TRANSFERS 0 0 0 0 0 0 0 0 0 0 0
Intra-Agency 0 0 0 0 0 0 0 0 0 0 0
Outside Agency 0 0 0 0 0 0 0 0 0 0 0

0 0 0 0 0 0 0 0 0 0 0



OCCUPATIONAL CATEGORY:  EEO-3 - Professional Non-Faculty 
POSITION OR POSITION CLASSIFICATION:   All Titles in the Category
Form #42 A3

12/24/2014 11:41
PERSONNEL EVALUATION 

ANALYSIS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

SERVICE RATINGS
Superior 0 0 0 0 0 0 0 0 0 0 0
Excellent 90 42 48 35 40 2 4 3 4 2 0
Good 28 10 18 7 13 0 2 2 2 1 1
Satisfactory 8 3 5 2 3 1 2 0 0 0 0
Fair 0 0 0 0 0 0 0 0 0 0 0
Unsatisfactory 1 1 0 1 0 0 0 0 0 0 0
REPRIMANDS 0 0 0 0 0 0 0 0 0 0 0
SUSPENSIONS 0 0 0 0 0 0 0 0 0 0 0
DEMOTIONS 0 0 0 0 0 0 0 0 0 0 0
Within Occ Category 0 0 0 0 0 0 0 0 0 0 0
Lower Occ Category 0 0 0 0 0 0 0 0 0 0 0
TRANSFERS 0 0 0 0 0 0 0 0 0 0 0
Intra-Agency 0 0 0 0 0 0 0 0 0 0 0
Outside Agency 0 0 0 0 0 0 0 0 0 0 0



OCCUPATIONAL CATEGORY:  EEO-4 - Secretarial Clerical
POSITION OR POSITION CLASSIFICATION:  All Titles in Category
Form #42 A3

12/24/2014 11:41
PERSONNEL EVALUATION 

ANALYSIS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

SERVICE RATINGS
Superior 0 0 0 0 0 0 0 0 0 0 0
Excellent 29 0 29 0 25 0 1 0 3 0 0
Very Good 41 4 37 1 27 1 4 1 5 1 1
Good 8 0 8 0 3 0 3 0 2 0 0
Satisfactory 0 0 0
Fair 1 1 0 0 0 1 0 0 0 0 0
Unsatisfactory 2 1 1 1 1 0 0 0 0 0 0
REPRIMANDS 2 0 2 0 1 0 0 0 1 0 0
SUSPENSIONS 1 0 1 0 0 0 0 0 1 0 0
DEMOTIONS 0 0 0 0 0 0 0 0 0 0 0
Within Occ Category 0 0 0 0 0 0 0 0 0 0 0
Lower Occ Category 0 0 0 0 0 0 0 0 0 0 0
TRANSFERS 0 0 0 0 0 0 0 0 0 0 0
Intra-Agency 0 0 0 0 0 0 0 0 0 0 0
Outside Agency 0 0 0 0 0 0 0 0 0 0 0



OCCUPATIONAL CATEGORY:  EEO-5 - Technical/ ParaProfessional  
POSITION OR POSITION CLASSIFICATION:   All Titles in Category
Form #42 A3

12/24/2014 11:41
PERSONNEL EVALUATION 

ANALYSIS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

SERVICE RATINGS
Superior 0 0 0
Excellent 12 4 8 1 5 0 1 3 0 0 2
Fair 0 0 0
Good 4 1 3 1 2 0 0 0 0 0 1
Satisfactory 0 0 0
Unsatisfactory 0 0 0 0 0 0 0 0 0 0 0
REPRIMANDS 0 0 0 0 0 0 0 0 0 0 0
SUSPENSIONS 0 0 0 0 0 0 0 0 0 0 0
DEMOTIONS 0 0 0 0 0 0 0 0 0 0 0
Within Occ Category 0 0 0 0 0 0 0 0 0 0 0
Lower Occ Category 0 0 0 0 0 0 0 0 0 0 0
TRANSFERS 0 0 0 0 0 0 0 0 0 0 0
Intra-Agency 0 0 0 0 0 0 0 0 0 0 0
Outside Agency 0 0 0 0 0 0 0 0 0 0 0



OCCUPATIONAL CATEGORY:  EE0-6 - Skilled Crafts 
POSITION OR POSITION CLASSIFICATION:   All Titles in Category
Form #42 A3

12/24/2014 11:41
PERSONNEL EVALUATION 

ANALYSIS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

SERVICE RATINGS
Excellent 5 4 1 4 1 0 0 0 0 0 0
Good 4 4 0 4 0 0 0 0 0 0 0
Fair 0 0 0 0 0 0 0 0 0
Satisfactory 0 0 0 0 0 0 0 0 0
Unsatisfactory 0 0 0 0 0 0 0 0 0 0 0
REPRIMANDS 0 0 0 0 0 0 0 0 0 0 0
SUSPENSIONS 0 0 0 0 0 0 0 0 0 0 0
DEMOTIONS 0 0 0 0 0 0 0 0 0 0 0
Within Occ Category 0 0 0 0 0 0 0 0 0 0 0
Lower Occ Category 0 0 0 0 0 0 0 0 0 0 0
TRANSFERS 0 0 0 0 0 0 0 0 0 0 0
Intra-Agency 0 0 0 0 0 0 0 0 0 0 0
Outside Agency 0 0 0 0 0 0 0 0 0 0 0

0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0



OCCUPATIONAL CATEGORY:  EEO7 -  Service Maintenance
POSITION OR POSITION CLASSIFICATION:  All Titles Except Protective Services (Includes Custodians)
Form #42 A3

12/24/2014 11:41

PERSONNEL EVALUATION 
ANALYSIS

GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

SERVICE RATINGS
Superior 0 0 0
Excellent 32 25 7 19 5 2 0 4 2 0 0
Good 26 22 4 20 3 1 0 1 1 0 0
Fair 0 0 0 0
Satisfactory 4 3 1 1 1 1 0 1 0 0 0
Unsatisfactory 0 0 0
REPRIMANDS 0 0 0 0 0 0 0 0 0 0 0
SUSPENSIONS 2 2 0 1 0 0 0 1 0 0 0
DEMOTIONS 0 0 0 0 0 0 0 0 0 0 0
TERMINATION 0 0 0 0 0 0 0 0 0 0 0
Within Occ Category 0 0 0 0 0 0 0 0 0 0 0
Lower Occ Category 0 0 0 0 0 0 0 0 0 0 0
TRANSFERS 0 0 0 0 0 0 0 0 0 0 0
Intra-Agency 0 0 0 0 0 0 0 0 0 0 0
Outside Agency 0 0 0 0 0 0 0 0 0 0 0



OCCUPATIONAL CATEGORY:  PROTECTIVE SERVICES
POSITION OR POSITION CLASSIFICATION:   Protective Services
Form #42 A3

12/24/2014 11:41
PERSONNEL EVALUATION 

ANALYSIS
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

SERVICE RATINGS
Excellent 0 0 0
Good 1 1 0 1 0 0 0 0 0 0 0
Fair 0 0 0 0 0 0 0 0 0 0 0
Satisfactory 0 0 0 0 0 0 0 0 0 0 0
Unsatisfactory 0 0 0 0 0 0 0 0 0 0 0
REPRIMANDS 0 0 0 0 0 0 0 0 0 0 0
SUSPENSIONS 1 1 0 1 0 0 0 0 0 0 0
DEMOTIONS 0 0 0 0 0 0 0 0 0 0 0
Within Occ Category 0 0 0 0 0 0 0 0 0 0 0
Lower Occ Category 0 0 0 0 0 0 0 0 0 0 0
TRANSFERS 0 0 0 0 0 0 0 0 0 0 0
Intra-Agency 0 0 0 0 0 0 0 0 0 0 0
Outside Agency 0 0 0 0 0 0 0 0 0 0 0



OCCUPATIONAL CATEGORY:  EEO-1 - EXECUTIVE/ADMINISTRATIVE
POSITION OR POSITION CLASSIFICATION:   
Form #42 A4

12/24/2014 11:45

TYPES OF TRAINING
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

Craig Price: Half a Glass 1 1 0 1 0 0 0 0 0 0 0
Introduction to Genealogy 7 3 4 0 1 1 1 1 1 1 1
Learning Dynamics 1 1 0 1 0 0 0 0 0 0 0
Sexual Harassment Prevention Training 1 0 1 0 1 0 0 0 0 0 0
Diversity Training 4 4 0 3 0 1 0 0 0 0 0
Conferences/Professional Training 51 38 13 38 12 0 0 0 1 0 0

0 0 0
Grand Totals 65 47 18 43 14 2 1 1 2 1 1

TRAINING ANALYSIS



OCCUPATIONAL CATEGORY:  EEO-2 - FACULTY
POSITION OR POSITION CLASSIFICATION:   All Faculty Titles
Form #42 A4

12/24/2014 11:45

TYPES OF TRAINING
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

Adobe Dream Weaver: In Depth 1 1 0 0 0 1 0 0 0 0 0
Adobe Dream Weaver: In Depth 1 1 0 0 0 1 0 0 0 0 0
Adobe In Design: In Depth- New 1 1 0 0 0 1 0 0 0 0 0
Craig Price:: Half a  Glass 6 1 5 1 1 0 0 0 2 0 2
Extreme Couponing 2 0 2 0 2 0 0 0 0 0 0
Introduction to Genealogy 7 2 5 2 5 0 0 0 0 0 0
Weather Forecasting 101 1 0 1 0 1 0 0 0 0 0 0
Sexual Harassment Prevention 274 136 138 118 119 2 8 6 7 10 4
Diversity Training 124 59 65 43 54 2 8 3 2 11 1
Conferences/Professional Training 894 477 417 380 312 27 22 25 25 45 58

0 0 0
0 0 0

Grand Totals 1,311 678 633 544 494 34 38 34 36 66 65

TRAINING ANALYSIS



OCCUPATIONAL CATEGORY:  EEO-2 - FACULTY
POSITION OR POSITION CLASSIFICATION:   Coach  
Form #42 A4

12/24/2014 11:45

TYPES OF TRAINING
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

Sexual Harassment Prevention 1 1 0 1 0 0 0 0 0 0 0
Diversity Training 6 4 2 4 2 0 0 0 0 0 0
Conferences/Professional Training 2 2 0 2 0 0 0 0 0 0 0

0 0 0
Grand Totals 9 7 2 7 2 0 0 0 0 0 0

TRAINING ANALYSIS



OCCUPATIONAL CATEGORY:   EEO-3 - PROFESSIONAL NON-
POSITION OR POSITION CLASSIFICATION:   All Titles
Form #42 A4

12/24/2014 11:45

TYPES OF TRAINING
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

AACRAO 99 Annual Meeting 1 1 0 1 0 0 0 0 0 0 0
Adobe Acrodbat: In-depth 1 0 1 0 1 0 0 0 0 0 0
Adobe Illustrator Essentials and Applications 1 0 1 0 1 0 0 0 0 0 0
Applying the 4 Agreements to the Workplace Setting 2 0 2 0 2 0 0 0 0 0 0
Craig Price: Half a Glass 58 14 44 11 34 0 1 0 6 3 3
Developing your Emotional Intelligence 1 0 1 0 1 0 0 0 0 0 0
Ellucian LIVE Tech. Conference 1 1 0 1 0 0 0 0 0 0 0
Excel Introduction 1 1 0 1 0 0 0 0 0 0 0
Extreme Couponing 24 3 21 2 16 0 1 0 3 1 1
Forensic Accounting: What You Don't Know Most Certainly CAN Hurt You 1 0 1 0 1 0 0 0 0 0 0
Freedom of Information: What you need to know for Compliance and Protestion 1 0 1 0 1 0 0 0 0 0 0
Get Moving 15 5 10 4 8 0 0 0 2 1 0
Gerhing Academy - (4-Day Conduct Investigation Training) 1 1 0 1 0 0 0 0 0 0 0
Grammar Tips and Tricks 1 0 1 0 1 0 0 0 0 0 0
How Your Leardership Style Impacts Everyday Productivity and Performance 3 1 2 1 2 0 0 0 0 0 0
If Only My Boss Would… 1 0 1 0 1 0 0 0 0 0 0
Introduction to Genealogy 21 3 18 3 17 0 0 0 1 0 0
Learning Dynamics 15 9 6 5 5 2 0 2 1 0 0
Making the Most of Windows 7 3 0 3 0 3 0 0 0 0 0 0
Mgmt Secrets Managing with Intention Towards a High Performing Team 1 0 1 0 1 0 0 0 0 0 0
Managing Disagreement, Conflict and Confrontation 1 1 0 0 0 0 0 0 0 1 0
Managing Multiple Priorities When Resources are Scarce and Teams are Lean 1 1 0 0 0 0 0 0 0 1 0
NANGAP 1 0 1 0 0 0 1 0 0 0 0
Organizing Your Work Area 1 1 0 1 0 0 0 0 0 0 0
PHP and MySQL Introduction 1 1 0 1 0 0 0 0 0 0 0
Positive Assertiveness 1 0 1 0 1 0 0 0 0 0 0
PowerPoint 2007- Creating Dynamic Presentations 1 0 1 0 1 0 0 0 0 0 0
Regional Entry Level Insitute Conference 1 0 1 0 1 0 0 0 0 0 0
Staying Cool Under Puressure 1 0 1 0 1 0 0 0 0 0 0
Supervision 101 1 0 1 0 1 0 0 0 0 0 0
The Success Manager 1 1 0 1 0 0 0 0 0 0 0
Weather Forcasting 101 4 2 2 0 2 0 0 1 0 1 0
Sexual Harassment Prevention 41 19 22 14 15 3 3 2 3 0 1
Diversity Training 102 40 62 25 44 4 3 7 12 4 3
Conferences/Professional Training 104 15 89 13 59 0 7 2 20 0 3

Grand Totals 415 120 295 85 220 9 16 14 48 12 11

TRAINING ANALYSIS



OCCUPATIONAL CATEGORY:  EEO-4 - SECRETARIAL CLERICAL
POSITION OR POSITION CLASSIFICATION:   All Clerical Titles
Form #42A4

12/24/2014 11:45

TYPES OF TRAINING
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

AdobeAcrobat: In Depth 2 1 1 0 0 0 1 1 0 0 0
Accounting 1: A Practical Focus to Financial Accounting 1 0 1 0 0 0 1 0 0 0 0
Advanced Topics 1 0 1 0 1 0 0 0 0 0 0
Applying the 4 Agreements to the Wkplace Setting: Ancient Wisdom for Today 3 0 3 0 2 0 0 0 1 0 0
Beyond the Basics of Word 1 0 1 0 1 0 0 0 0 0 0
Beyond the Basics of Word-Part 2 1 0 1 0 1 0 0 0 0 0 0
Collaborative Negotiation 1 0 1 0 1 0 0 0 0 0 0
Craig Price: Half a Glass 18 0 18 0 15 0 1 0 2 0 0
Excel: Beyond the Basics 2 0 2 0 2 0 0 0 0 0 0
Extreme Couponing 14 1 13 1 7 0 3 0 2 0 1
Feeling Great at Work 1 0 1 0 0 0 0 0 1 0 0
Get Moving 12 1 11 0 9 0 1 1 1 0 0
Getting It Write 1 0 1 0 1 0 0 0 0 0 0
Grmmar Tips and Tricks 2 1 1 0 1 0 0 1 0 0 0
Grmmar Tips and Tricks 1 0 1 0 1 0 0 0 0 0 0
Introduction to Genealogy 20 3 17 1 14 0 0 1 2 1 1
Key Communications Skills in the Workplace 1 0 1 0 1 0 0 0 0 0 0
Making the Most of Windows 1 0 1 0 1 0 0 0 0 0 0
Mastering Personal Development for Maximum Professional Efficiency 1 0 1 0 0 0 0 0 1 0 0
Outlook: In Depthy 1 1 0 1 0 0 0 0 0 0 0
Outlook: In Depthy 2 0 2 0 2 0 0 0 0 0 0
PC Maintenance 1 1 0 0 0 0 0 1 0 0 0
Social Media as a Marketing Tool 1 0 1 0 1 0 0 0 0 0 0
Spanish for the Community 1 0 1 0 1 0 0 0 0 0 0
Staying Cool Under Pressure 1 0 1 0 1 0 0 0 0 0 0
Supervision 101 1 0 1 0 1 0 0 0 0 0 0
Todays Customer Service Essentials 1 0 1 0 1 0 0 0 0 0 0
Weather Forecasting 101 14 1 13 0 12 0 0 1 1 0 0
Web Page Design with HTML 1 0 1 0 0 0 0 0 0 0 1
What to Say When Handling Workplace Communication 1 0 1 0 1 0 0 0 0 0 0
Writing for the Web 1 0 1 0 1 0 0 0 0 0 0
Sexual Harassment Prevention 11 2 9 0 7 1 2 0 0 1 0
Diversity Training 13 1 12 1 9 0 1 0 2 0 0
Conferences/Professional Training 4 0 4 0 2 0 2 0 0 0 0

Grand Totals 138 13 125 4 97 1 12 6 13 2 3

TRAINING ANALYSIS



OCCUPATIONAL CATEGORY:  EEO-5 - TECHNICAL 
PARAPROFESSIONAL
POSITION OR POSITION CLASSIFICATION:   All Titles
Form #42 A4

12/24/2014 11:45

TYPES OF TRAINING
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

Applying the Four Agreements to the Workplace Setting: Ancient Wisdom for Today 1 1 0 0 0 1 0 0 0 0 0
Conveying Excellence in the Workplace through "Intra" Personal Skills 11 4 7 2 4 1 1 0 0 1 2
Craig Price: Half a Glass 18 0 18 0 15 0 1 0 2 0 0
Effective Business Writing 1 0 1 0 1 0 0 0 0 0 0
Excel: Introduction 1 0 1 0 1 0 0 0 0 0 0
Extreme Couponing 10 1 9 1 6 0 2 0 0 0 1
Get Moving 10 1 9 0 7 1 0 0 0 0 2
Introduction to Genealogy 8 2 6 1 3 1 1 0 0 0 2
Making the Most of Windows 1 0 1 0 0 0 0 0 0 0 1
NEACUHO 1 1 0 1 0 0 0 0 0 0 0
Social Media as a Marketing Tool 1 0 1 0 1 0 0 0 0 0 0
Weather Forecasting 101 9 4 5 3 4 1 0 0 0 0 1
Sexual Harassment Prevention 2 2 0 1 0 0 0 1 0 0 0
Diversity Training 1 0 1 0 1 0 0 0 0 0 0
Conferences/Professional Training 3 2 1 1 1 0 0 0 0 1 0

Grand Totals 78 18 60 10 44 5 5 1 2 2 9

TRAINING ANALYSIS



OCCUPATIONAL CATEGORY:  Protective Services
POSITION OR POSITION CLASSIFICATION:   All Titles
Form #42 A4

12/24/2014 11:45

TYPES OF TRAINING
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

Sexual Harassment Prevention 4 3 1 0 0 2 1 1 0 0 0
Diversity Training 2 2 0 1 0 1 0 0 0 0 0

Grand Totals 6 5 1 1 0 3 1 1 0 0 0

TRAINING ANALYSIS



OCCUPATIONAL CATEGORY:  EEO-6 - SKILLED CRAFTS
POSITION OR POSITION CLASSIFICATION:   All Titles
Form #42 A4

12/24/2014 11:45

TYPES OF TRAINING
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

Learning Dynamics 1 1 0 1 0 0 0 0 0 0 0
Sexual Harassment Prevention 1 1 0 1 0 0 0 0 0 0 0
Diversity Training 0 0 0 0 0 0 0 0 0 0 0

Grand Totals 2 2 0 2 0 0 0 0 0 0 0

TRAINING ANALYSIS



OCCUPATIONAL CATEGORY:  EEO-7 SERVICE/MAINTENANCE
POSITION OR POSITION CLASSIFICATION:   All Service Maintenance Titles
Form #42 A4

12/24/2014 11:45
GRAND 
TOTAL

TOTAL 
MALE

TOTAL 
FEMALE

WHITE 
MALE

WHITE 
FEMALE

BLACK 
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER 
MALE

OTHER 
FEMALE

TYPES OF TRAINING

Excel: Introduction 1 1 0 1 0 0 0 0 0 0 0
Learning Dynamics 2 2 0 2 0 0 0 0 0 0 0
Supervision 101 1 1 0 1 0 0 0 0 0 0 0
Today's Customer Essentials 1 1 0 1 0 0 0 0 0 0 0
Weather Forecasting 101 1 1 0 1 0 0 0 0 0 0 0
Sexual Harassment Prevention 5 4 1 3 1 0 0 1 0 0 0
Diversity Training 32 21 11 13 7 3 0 4 4 1 0
Conferences/Professional Training 3 0 3 0 0 0 0 0 3 0 0

0 0 0
Grand Totals 46 31 15 22 8 3 0 5 7 1 0

TRAINING ANALYSIS



Identification of Problem Areas 
Section 46a-68-43 

Section 46a-68-43            1 
 

The University, in compliance with this section, has reviewed each occupational category and position 
classification with significant numbers of persons employed to determine which experienced an increase 
or reduction in force.  All of the University’s personnel policies and practices were analyzed to identify 
those non-quantifiable aspects of the employment process that may impede or prevent the full and fair 
participation of minorities, women, older workers, and persons with disabilities in the employment 
process.  An additional objective was to identify any systemic discrimination, which is defined as the use 
of tests, job qualifications, and other employment practices having the unintended effect of contributing 
to the adverse impact on minorities and women.  To determine whether any non-quantifiable aspect of 
the employment process has substantially disadvantaged members of any underrepresented race/sex 
group, adverse impact tests, numbers 1-6, were performed for all occupational categories which had 
personnel activity.  The conclusions below were a result of those analyses. 

For this reporting period the University established seventy (75)—sixty-eight (68) short-term and seven 
(7) long-term hiring goals and experienced seventy five (75) hires including one (1) status change from 
part-time to full-time.   

Hiring occurred in the occupational categories of Executive/Administrative, Faculty (Associate Professor, 
and Assistant Professor), Coaching, Professional Non-Faculty, Administrative Assistant, Secretary 2, and 
Clerical all titles, Protective Services, Custodian, Service Maintenance All titles (excluding custodians).  

Since goal achievement cannot take place in categories where hiring did not occur, ten (10) goals 
attributable to the categories of Professor (two goals), Technical Paraprofessional (four goals) and 
Skilled Craft (four goals) could not be achieved.  Therefore, only sixty-five (65) of the seventy five (75) 
established goals were identified as achievable goals.  Of the seventy-five (75) hires that occurred during 
this reporting period, twenty (20) or twenty-seven (27%) percent of all hires, met established reachable 
hiring goals.  Additionally, the change in the Human Resource Administrator from part-time to full-time 
increased the hiring goals to twenty-one (21) hires or twenty-eight (28%) percent.   

Additionally, in its commitment to diversity the University hired twenty-eight (28) members of 
underrepresented groups that did not meet established goals:   

• Three (3) diverse hires in the Associate Professor category:  One (1) White female, One (1) Hispanic 
male, One (1) Other male 

• Eleven (11) diverse hires in the Assistant Professor category:  Five (5) White females; One (1) Black 
male; Three (3) Hispanic females and Two (2) Other males 

• Three (3) diverse hires in the Coaching category:  Three (3) White females 

• Eight (8) diverse hires in the Professional/Non-faculty category:  Four (4) White males; One (1) Black 
male;  Three (3) Hispanic females:  

• One (1) diverse hire in the Administrative Assistant category:  One (1) White female; 

• One (1) diverse hire in the Secretary 2 category:  One (1) Hispanic female 

• One (1) diverse hire in the Protective Service category:  One (1) Hispanic male 

In all, forty-nine (49) out of the seventy (75) hires (including Human Resources Administrator), or sixty-
five (65%), were either goal candidates or candidates from historically underrepresented groups 
including women.   

For this reporting period the university established twenty-nine (29) promotional goals and the 
university achieved nine (9) or the following goals:   



Section 46a-68-43            2  

• In the Executive/Administrative category, the university met one (1) of one (1) promotional goal:  
One (1) White female. 

• In the Professor category, the university met four (4) of nineteen (19) promotional goals:  Three (3) 
White females and One (1) Other males. 

• In the Associate Professor category, the university met four (4) of six (6) promotional goals:  One (1) 
Black male; One (1) Black female and Two (2) Hispanic females. 

Of the thirty-one (31) promotions that occurred for this reporting period, nine (9) or twenty-nine (29%) 
percent met established reachable promotional goals.   

For a full explanation, see Section 46a-68-48, Goals Analysis. 

I. EMPLOYMENT APPLICATIONS 

For all positions in the Executive/Administrative, Faculty, and Professional/Non-Faculty 
categories, candidates apply by sending a resume, cover letter, and often letters of reference.  
This process enables prospective candidates to present extensive information about their 
candidacy to search committees, thereby enabling committees to review candidates with 
alternative experience or qualifications where possible.  Advertisements state that the 
University may consider an equivalent combination of credentials and/or experience to meet 
the specified qualifications. 

One serious obstacle to Affirmative Action compliance has been the small percentage of 
applicants who elected to submit their demographic information during the application process, 
historically around 20%.  About two years ago, the University implemented a new procedure in 
which applicants are required to submit a demographic cover page to receive a unique applicant 
identification number.  Last year the data collection process was revised to further improve the 
percentage of applicants submitting their demographics.  Applicants still may elect not to 
provide their race/gender information.  However, the fact that this is an active instead of 
passive choice has already increased the percentage of candidates electing to report.  We have 
seen another increase in the number of candidates who have elected to identify their race and 
gender from ninety-two (92%) percent last year to ninety-five (95%) percent this year.   

The University utilizes the standard State of Connecticut application (HR-12) for candidates 
applying for positions in all classified occupational categories.  The HR-12 does not screen out 
candidates on the basis of race, sex, age, disability or any other protected class.  The applicant 
provides information related to their demographics voluntarily and therefore, this information is 
not always available. 

II. & III. JOB QUALIFICATIONS AND JOB SPECIFICATIONS 

Executive/Administrative 

The positions in this occupational category are unclassified and highly specialized in that each 
one is a one of a kind position and each involves major areas of higher education administration.  
Recruitment for these positions is difficult because extensive qualifications are required.  The 
educational expectation is usually a doctorate or terminal degree.  This requirement may reduce 
the number of underrepresented group candidates.  However, the University does advertise for 
and considers comparable alternative credentials and experience to improve access. 

Faculty 

Job requirements for faculty members are usually demanding.  The applicants must possess 
doctorates, have all requirements for their doctorates completed except for their dissertations 
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(All But Dissertation—ABD status), or other terminal degrees in order to meet accreditation 
standards for the school and/or discipline. 

Search committees seek applicants who meet not only the minimum qualifications but generally 
also the preferred qualifications.  The quality of the applicants’ credentials significantly impacts 
the selection of the final candidates.  Setting high levels of educational and experiential 
qualifications may limit the number of applicants who are members of underutilized classes.  
Recent statistics published in the Minorities in Higher Education Twenty-Fourth Status Report, 
2011 Supplement (ACE, 2011) indicate that in 2007-08, 6.2% of all doctorates were awarded to 
African Americans, 4.4% to Hispanics, 9.4% to Asian Americans, and less than 1% to American 
Indians.  While there is a slight increase from the 2008 data it is still a relative small pool of 
minority candidates, the competition to recruit minorities is intense.  Collective bargaining 
salary caps, a high course load, and limited funded resources to support research decreases the 
University’s ability to attract minority candidates.  However, the University has regularly 
considered candidates who have not yet obtained a terminal degree.  When such a candidate 
shows promise, the University offers employment contingent upon obtaining the appropriate 
degree by the time of appointment, although in a few disciplines where the demand is intense, 
the University has allowed longer periods to facilitate obtaining the terminal degree. 

The American Association of University Professors (AAUP) Minority Recruitment and Retention 
Committee (MRRC) plays a role in assisting the University to diversify its faculty and retain 
underutilized group members.  The MRRC supports the University’s recruitment efforts by 
supporting the improvement of non-tenured minority members’ credentials, and awarding 
individual grants for research to assist in the retention of non-tenured minority faculty.  In 
addition, faculty who attend professional conferences in their disciplines are asked to actively 
recruit minority candidates and provide a list of conference attendees for use in future 
recruiting efforts.  Faculty members are also encouraged to conduct interest discussions with 
potential candidates and job interviews with candidates who are unable to attend on-campus 
interviews. 

Unique job qualifications, substantial educational requirements, and work experience 
requirements limit the number of minority persons invited to interview.  The Chief Diversity 
Officer (CDO) addresses these and other factors during search committee orientations (called 
search charge meetings), in addition to the proposed job qualifications, the search plan, the 
permissible pre-employment inquiries, the interview plan, evaluation process, and the hiring 
goals for the relevant occupational category. 

Coaching 

After consultation with the CHRO reviewer on March 6, 2013, the University has removed all 
coaching titles out of the faculty category and created a separate EEO category (coaching) and a 
separate analysis was conducted in all numerical sections of the plan.  The Coaching category 
consists of Coach A, Coach 1-4 and athletic trainers.  The university develops job descriptions in 
consultation with the AAUP.   

The positions in this occupational category are unclassified and highly specialized in that each 
one is a one of a kind position depending on the sport and each requires successful coaching 
experience at the collegiate level, typically at the Division 1 or 2 level.  

After review of the coaching positions hired during this reporting period, the Office of Diversity 
and Equity and the Athletic Director agreed to conduct full-scale searches on all part-time 



Section 46a-68-43            4  

positions to ensure compliance with equal opportunity and contract requirements.  This would 
allow the university to move part-time coaches to full-time positions when the need arose.   

Professional/Non-Faculty 

The Professional/Non-Faculty category consists of administrative faculty members in ranks 
Administrator I through Administrator VI.  The administrative faculty supports all aspects of the 
University with the exception of those areas designated as academic.  These professionals are 
utilized throughout the University, including but not limited to the divisions of Student Affairs, 
Institutional Advancement, Academic Affairs, Administrative Affairs, Fiscal Affairs, Registrar’s 
Office, Recruitment and Admissions Office, and Information Technology Services.  The job 
qualifications for each administrative faculty position are set out in a job description reviewed 
by the State University Organization of Administrative Faculty (SUAOF/AFSCME) union and 
management.  For the most part, all positions require a minimum of a Bachelor’s degree, with 
many positions requiring a Master’s degree and several years of relevant administrative 
experience.  

The recruitment and selection process mandated by the SUOAF/AFSCME collective bargaining 
agreement requires that any vacancy or promotional opportunity must be posted internally so 
that bargaining unit members of the Board of Regents for Higher Education System are afforded 
the opportunity to apply for the opportunity before external recruitment can be initiated.  The 
bargaining unit member must communicate their expression of interest to the designated 
management official within ten (10) working days of the vacancy notification and may 
participate in the recruitment and selection process if they obtained employment within the 
bargaining unit through an affirmative action search.  While this process facilitates promotional 
opportunities may result in a limited pool of candidates, it does facilitate promotional 
opportunities.   

SUOAF/AFSCME and Minority Recruitment and Mentoring Committee (MRMC) funds are used 
to enhance the professional development of minority employees during the first through sixth 
(1-6) years of their appointment by sponsoring workshops to mentor these employees; 
distributing recruitment directories; funding advertisement in minority publications and 
websites; and supporting other professional development activities, including attendance at 
professional conferences and tuition assistance.  These efforts provide significant assistance to 
the University in diversifying its applicant pools, supporting retention activities, and preparing 
minority group members for advancement.  Starting in late fall of 2012, employees who have 
been promoted or changed jobs may also qualify for these funds. 

Clerical/Secretarial 

Job qualifications and specifications are set by the State of Connecticut, Department of 
Administrative Services for these positions.  Candidates are often selected from SEBAC and/or 
re-employment lists from the classified service.  Civil service certification lists are also typically 
used.  Recruitment for Clerical/Secretarial positions is often difficult because it is defined by the 
regulatory framework within which recruitment and selection must be conducted. 

Currently, state certification examinations are being held only in Hartford or East Hartford.  This 
is inconvenient for local interested applicants who lack transportation.  Also, if hired, 
commuting by way of mass transit is difficult for all candidates living in Hartford County. 
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Technical/Paraprofessional 

Positions within this category are specialized and require experience and/or education in 
specific types of work.  Candidates for these positions must be on the appropriate state 
certification list at the time of appointment to the position.  Vacancies are unpredictable and 
periodic in this occupational area.  For that reason, it is difficult to effectively target recruitment 
efforts toward underrepresented group members with the intent of advising them on how to 
apply for and take the appropriate state certification examination. 

Protective Services: 

The recruitment of females, especially minority females, into positions traditionally held by 
males, such as police officer is difficult statewide.  There is an apparent lack of interest in the 
position and there is some evidence to suggest that underrepresented class members perceive 
police to be hostile to the group and so reject a career in criminal justice.  Recruitment and 
hiring generally occurs at the level of protective services trainee.  All candidates, other than 
transfers, must attend the police academy and pass the requirements there in order to remain 
employees within this category.   

Skilled Crafts 

The stringent qualifications for positions in this category may prevent some underutilized class 
members from applying for employment opportunities if they lack the requisite skills.  
Management makes information available to its employees regarding education, skills, and 
experience needed for each job in the career ladder.  In addition, the Connecticut Employees 
Union NP-2 “Independent” bargaining agreement, Article 14, Vacancies, section four requires 
that “each vacancy shall first be filled by transfer from within the agency.  If the vacancy cannot 
be filled by transfer within the agency, then it shall be filled by promotion from within the 
agency.  Any employee who is seeking a transfer or promotion to another position within the 
agency shall be given preference over new hires unless he/she is not qualified to perform the 
job.”  Agency in the contract has been redefined to mean any state university or community 
college within the Board of Regents of Higher Education.  Affirmative action gains through 
external hires are compromised when vacancies within this category are generally filled by 
transfer or promotion. 

There are several factors that impact the University’s recruitment efforts in this category.  Salary 
rates in this occupational category are not competitive with the local job market.  Consequently, 
local minority skilled crafts workers are able to earn more in the private sector than at the 
University.  The jobs in this category have traditionally been held by males, creating a lack of 
female skilled crafts workers.  Until recently females have been entering the skilled crafts field at 
a lower rate.  Up until last year the University had been unable to hire females since the 
available applicant pool has been too small.  Nevertheless, the University uses in-house training 
opportunities to develop internal pools of minority group members where possible. 

Service/Maintenance 

Custodians: 

The Connecticut Employees Union NP-2 “Independent” bargaining agreement, Article 14, 
Vacancies, Section four requires that “provided that no employee has recall rights, each vacancy 
shall first be filled by transfer from within the agency.  If the vacancy cannot be filled by transfer 
within the agency, then it shall be filled by promotion from within the agency.  Any employee 
who is seeking a transfer or promotion to another position within the agency shall be given 
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preference over new hires unless he/she is not qualified to perform the job.”  Agency in the 
contract has been redefined to mean any state university or community college within the 
Board of Regents of Higher Education.  If the union member seeking a promotion or transfer is 
not qualified, the above noted requirements are not applicable.  These contractual 
requirements can serve to limit the University’s ability to recruit minority group members for 
positions in this category. 

All others in the category excluding Custodians and Protective Services: 

The collective bargaining agreement that governs these positions requires that all vacant 
positions be filled first by employees with recall rights and then by transfers from within the 
union members.  Positions can be filled by the promotion of union members within the 
University when those with recall rights or by transfers do not fill said position.  If the union 
member seeking a promotion or transfer is not qualified, the above noted requirements are not 
applicable.  These contractual requirements can serve to limit the University’s ability to recruit 
underutilized group members for positions in this category. 

IV. RECRUITMENT PRACTICES 

The University increased its recruitment efforts for the Executive/Administrative, Faculty, and 
Professional/Non-Faculty occupational categories.  Further, all search committees were required 
to increase their recruitment efforts to include professional websites that target 
underrepresented groups.  Previous recruitment strategies, such as the extension of searches, 
personal recruitment through employees’ contacts, and recruitment initiatives of the MRRC and 
MRMC, were continued.   

The University utilized recruitment strategies, such as posting notices on the Department of 
Administrative Services website, e-mailing announcements to campus departments, posting 
notices on the bulletin boards in the administration building as well as East Hall, to recruit for 
positions in unclassified occupation categories.  In addition, state certification lists were used to 
recruit qualified candidates in the classified occupational categories.  Applicants are required to 
pass a state certification examination to be deemed eligible for appointment.   

V. PERSONNEL POLICIES 

The University examined its personnel policies to identify those non-quantifiable aspects of the 
employment process, which may impede or prevent the full and fair participation of 
underrepresented race/sex group members in the employment process and, as a result, made 
modifications where appropriate.  Those personnel policies that are determined by collective 
bargaining obligations may be changed only through that process. 

VI. ORIENTATION 

New faculty members attend a comprehensive orientation session at the start of each academic 
year.  The AAUP/MRRC may provide mentors to new minority faculty members to assist them in 
their adjustment to the University, and the SUOAF/MRMC hosts an orientation luncheon for 
new minority employees in the Professional/Non-Faculty category.  The Human Resources 
Office provides orientation for employees in the Professional Non-Faculty and all classified 
occupational categories.  The Office of Diversity & Equity (ODE) participates in all orientation 
programs in order to provide new employees with information regarding policies related to 
equal employment opportunity/affirmative action, sexual harassment, and the internal 
grievance (discrimination complaint) procedure. 
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The Human Resources Office directs all new employees to the Central Connecticut State 
University sign up portal of the HR website. This website is dedicated to providing new 
employees information regarding the university including: the University Mission Statement, 
Statement on Affirmative Action/Equal Employment Opportunity, Sexual Harassment Policy, 
Health and Life Insurance, as well as personnel policies relating to compensation, attendance, 
and career mobility.  This website is regularly updated to reflect changes in policies and 
procedures. 

VII. TRAINING 

The University fosters and encourages employees to participate in training programs, which will 
assist in their job responsibilities and their professional growth.  To that end, the University 
provides in-house training in computer skills, data collection, and record maintenance, as well as 
makes available information on in-service training offered by the Department of Administrative 
Services.  In addition, the Human Resources Office (HRO) staff provide training on a variety of 
topics related to supervision, performance evaluations, and the Americans with Disabilities Act 
(ADA).  Through programs such as tuition reimbursement, tuition waivers, and collective 
bargaining agreements, employees have the opportunity to pursue other training options, 
including college courses.  A full report on the training which occurred this filing period is 
addressed in Section XII, Employment Analyses. 

VIII. COUNSELING 

Career counseling is available in the HRO, the ODE, and Career Services.  For personal 
counseling, the University has an effective Employee Assistance Program as well as the 
Counseling and Wellness Center for referrals and limited services. 

IX. GRIEVANCE PROCEDURE 

All employees have access to grievance procedures through their collective bargaining 
agreements and/or the Board of Trustees’ Personnel Policies, and are provided with a copy of 
the CCSU Nondiscrimination in Education and Employment Policy as well as the CCSU 
Procedures and Timetables for Processing of Discrimination and Sexual Harassment Complaints.  
These documents outline employee protections under the University’s affirmative action/equal 
employment opportunity policies and are posted on the ODE’s website: 
www.ccsu.edu/AffAction.  

X. EVALUATION 

The University conducts employee evaluations pursuant to collective bargaining agreements or 
the Board of Trustees’ Personnel Policies.  The performance of the unclassified 
Management/Confidential staff is evaluated on an annual basis.  The appropriate chief executive 
officers review the performance appraisals.  An analysis of all evaluations is reported on Form 
42A3 in Section XII, Employment Analysis. 

XI. LAYOFFS 

The University did not experience any layoffs during this reporting period. 

XII. TERMINATION 

The University has not experienced any problems in this area of the personnel process. 

  

http://www.ccsu.edu/AffAction
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SUMMARY OF PROBLEM AREAS 

Job Qualifications and Job Specifications: 

A substantial level of qualifications is required for Executive/Administrative, Faculty, 
Technical/Paraprofessional and Skilled Crafts positions. 

Terminal degrees are generally required for Executive/Administrative and Faculty positions.  The degree 
requirements may reduce the number of eligible minority candidates and create a potential barrier.  It is 
incumbent for search committees in all departments to continually participate in personal, aggressive 
networking with fellow colleagues, personal contacts within academic organizations and at conferences 
in an effort to increase the pool of minority applicants.  Minorities must be included in all finalist 
applicant pools where their qualifications match or exceed those of other finalists.  The ODE requires 
that minorities and females are included on all search committees. 

The CDO meets with each search committee prior to posting all positions to ensure the minimal 
qualifications do not exceed the expectations of the position.  All other criteria can be utilized as 
preferred qualifications.  This will ensure that more applicants at a minimum meet the required 
qualifications which may result in an increase in minority and/or goal candidates moving forward in the 
search process.  

Recruitment Practices: 

For the Office Clerical occupational category, state certifications examinations are held only in Hartford 
are inconvenient for local, interested applicants who have transportation problems.  Mass transit is 
neither reliable nor easily accessible.  Upcoming improvement to mass transit may improve this issue.   

In the Skilled Crafts category, the contract clause states that in all non-competitive maintenance 
positions the vacancies are to be filled by seniority from within the Board of Regents of Higher 
Education.  Other factors that impact on this occupational category include starting salaries that are not 
competitive compared with the local labor market. 

The University recognizes that additional recruitment efforts are necessary in the Protective Services 
category in order to attract females and minorities into the field of protective services.  However, the 
requirement that applicants must be POST certified to be eligible for appointment to protective services 
positions creates an additional barrier.  When possible the university will consider filling the position at 
the trainee level.   

Age and Disability:   

Pursuant to this section, the agency examined all aspects of the employment process to determine if 
any employment policy or practice might impede or prevent the full and fair participation of the 
physically disabled and older persons in the workforce. 

The University reviewed its unclassified job descriptions to eliminate the establishment of artificial 
barriers to disabled applicants and search committees are instructed regarding the use of permissible 
and non-permissible questions.  Further, the ODE reviewed all job advertisement to eliminate any 
references that could be construed as discriminatory based on age or disability. 

The University’s web page, www.ccsu.edu, provides an accessibility map of the campus and maps are 
available throughout campus as well as by mail.  The University’s Counseling and Wellness and Health 
Services Centers are resources for persons who may need assistance.  

Human Resources will continue to monitor all employment transactions for compliance with personnel 
policies as well as state and federal regulations. 

http://www.ccsu.edu/
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The University performed all relevant adverse impact tests for each occupational category to determine 
whether any quantifiable aspect of the employment process has substantially disadvantaged members 
of an underrepresented race/sex group.  Forms 43B1-3 and 43B 4-6 are included in this section.   

Adverse Impact  

The adverse impact tests are included in this section.   

After consultation with the CHRO reviewer on March 6, 2013, the University has removed all coaching 
titles out of the faculty category and created a separate EEO category (coaching) and a separate analysis 
was conducted in all numerical sections of the plan.   

When new faculty hires have not completed their terminal degrees, they are hired at the instructor level 
until they obtain the degree required; therefore, after consultation with the CHRO reviewer on March 6, 
2013 the instructor category has been consolidated into the Assistant Professor category.   

In the 2013 AA Plan review, this section was found to be in compliance with the AA Regulations.  After 
consultation and receipt of technical assistance on June 6, 2014, regarding section 46a-68-40, utilization 
analysis, the category of protective services has been modified solely based on EEO category designation 
and not numerical analysis.  The category of protective services has been taken out of the EEO 7 
category and separated into its own category.   







































ADVERSE IMPACT TESTS

Statewide/National

GRAND 
TOTAL

TOTAL      
MALE

TOTAL 
FEMALE

WHITE     
MALE

WHITE 
FEMALE

BLACK      
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER      
MALE

OTHER 
FEMALE

A

100 47.7 52.3 39.1 40.8 3.8 5.8 2.6 3.3 2.2 2.4 B

31.3 32.6 3 4.6 2.1 2.6 1.8 1.9 C

34.6 11.5 26.9 0 0 0 19.2 0 D
* * * * * E

G

No Activity H

I

J

K
L

N

No Activity O

P

Q

R
S

A

4 2 2 2 2 0 0 B

20 17 3 7 3 5 4 C

0.3 0.7 0 0 D

0.6 0.6 0.6 0.6 E
* * * F

H

4 2 2 2 2 0 0 I

26 23 3 9 3 7 5 J

0.2 0.7 0.0 0.0 K

0.6 0.6 0.6 0.6 L
* * * M

O

5 2 3 2 3 P

0.1 0.2 Q

1.0 0.5 R
* S

LABOR MARKET AREA:

NOTE : Grand total counts including total male + total female + unknown/unknown to reflect total applicant pool, interview pool, etc.
Affected Group(s) (*)

Hiring Rate (I DIV. BY J)
Largest Line K x 0.8

Reduction Rate
Impact Ratio

0.8 x Largest Line D

No. Eligible 
Interview Rate (O div. By P)
0.8 x Largest Line Q
Affected Group(s) (*)

Hiring Rate (B div. By C)

 TEST #4
No. Hired
No. Interviewed

Affected Group(s) (*)

No. Reduced

Affected Group(s) (*)
TEST #6

No. Hired
No. Applied

TEST #5

Affected Group(s) (*)

No. Interviewed
TEST # 3

No. Passing Examination
No. Taking Examination
Passing Rate (H div. By I)
0.8 x Largest Line J

ADVERSE IMPACT TEST NO. 1-6

TEST #2

TEST #1 

AGENCY:
EEO CATEGORY: 
POSITION CLASSIFICATION:

WORKFORCE PARITY %
0.8 X WORKFORCE PARITY %
% Qualified applicant Pool
Affect Group(s) (*)

Central Connecticut State University

FORM #43B4-6

All Titles

FORM #43B1 - 3

EEO 1 - Executive Administrative Reporting Period: 03/01/2013 - 02/28/2014



ADVERSE IMPACT TESTS

Statewide/National

GRAND 
TOTAL

TOTAL      
MALE

TOTAL 
FEMALE

WHITE     
MALE

WHITE 
FEMALE

BLACK      
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER      
MALE

OTHER 
FEMALE

A

100 57 43 43.6 37 2.8 1.6 2.2 1.6 8.2 2.9 B

34.9 29.6 2.2 1.3 1.8 1.3 6.6 2.3 C

30.0 30 0 10 20 0 10 0 D
* * * * E

G

No Activity H

I

J

K
L

N

No Activity O

P

Q

R
S

A

10 6 4 3 3 1 2 1 B

10 6 4 3 3 1 2 1 C

1.0 1.0 1.0 1.0 1.0 D

0.8 0.8 0.8 0.8 0.8 E
F

H

10 6 4 3 3 1 2 1 I

10 6 4 3 3 1 2 1 J

1.0 1.0 1.0 1.0 1.0 K

0.8 0.8 0.8 0.8 0.8 L
M

O

11 7 4 6 4 1 P

0.1 0.1 0.1 Q

1.0 1.0 1.0 R
S

Central Connecticut State University

FORM #43B4-6

Professor

FORM #43B1 - 3

EEO 2 - Faculty Reporting Period: 03/01/2013 - 02/28/2014

ADVERSE IMPACT TEST NO. 1-6

TEST #2

TEST #1 

AGENCY:
EEO CATEGORY: 
POSITION CLASSIFICATION:

WORKFORCE PARITY %
0.8 X WORKFORCE PARITY %
% Qualified applicant Pool
Affect Group(s) (*)

Affected Group(s) (*)

No. Interviewed
TEST # 3

No. Passing Examination
No. Taking Examination
Passing Rate (H div. By I)
0.8 x Largest Line J

Affected Group(s) (*)

No. Reduced

Affected Group(s) (*)
TEST #6

No. Hired
No. Applied

TEST #5

0.8 x Largest Line Q
Affected Group(s) (*)

Hiring Rate (B div. By C)

 TEST #4
No. Hired
No. Interviewed

LABOR MARKET AREA:

NOTE : Total Categories equal Total count including Total Male +Total Female + Unknown/Unknown to reflect total applicant pool, interview pool, etc.
Affected Group(s) (*)

Hiring Rate (I DIV. BY J)
Largest Line K x 0.8

Reduction Rate
Impact Ratio

0.8 x Largest Line D

No. Eligible (Ttl Passing Exam)
Interview Rate (O div. By P)



ADVERSE IMPACT TESTS

Statewide/National

GRAND 
TOTAL

TOTAL      
MALE

TOTAL 
FEMALE

WHITE     
MALE

WHITE 
FEMALE

BLACK      
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER      
MALE

OTHER 
FEMALE

A

100 53.2 46.8 41 33 4 4 1.5 4.6 6.7 5.1 B

32.8 26.4 3.2 3.2 1.2 3.7 5.4 4.1 C

30.2 14.2 6.6 1.9 2.8 3.8 34 1.9 D
* * * * E

G

No Activity H

I

J

K
L

N

No Activity O

P

Q

R
S

A

25 13 12 9 8 1 1 1 2 2 1 B

78 56 22 22 13 6 2 2 4 24 2 C

0.4 0.6 0.2 0.5 0.5 0.5 0.1 0.5 D

0.5 0.5 0.5 0.5 0.5 0.5 0.5 0.5 E
* * * F

H

25 13 12 9 8 1 1 1 2 2 1 I

106 82 24 32 15 7 2 3 4 36 2 J

0.3 0.5 0.1 0.5 0.3 0.5 0.1 0.5 K

0.4 0.4 0.4 0.4 0.4 0.4 0.4 0.4 L
* * * * M

O

14 10 4 5 3 1 2 3 P

0.1 0.1 0.5 0.5 0.2 Q

1.0 1.0 0.2 0.2 0.5 R
* * * S

Central Connecticut State University

FORM #43B4-6

All Titles

FORM #43B1 - 3

EEO 2 - Associate Professor Reporting Period: 03/01/2013 - 02/28/2014

ADVERSE IMPACT TEST NO. 1-6

TEST #2

TEST #1 

AGENCY:
EEO CATEGORY: 
POSITION CLASSIFICATION:

WORKFORCE PARITY %
0.8 X WORKFORCE PARITY %
% Qualified applicant Pool
Affect Group(s) (*)

Affected Group(s) (*)

No. Interviewed
TEST # 3

No. Passing Examination
No. Taking Examination
Passing Rate (H div. By I)
0.8 x Largest Line J

Affected Group(s) (*)

No. Reduced

Affected Group(s) (*)
TEST #6

No. Hired
No. Applied

TEST #5

0.8 x Largest Line Q
Affected Group(s) (*)

Hiring Rate (B div. By C)

 TEST #4
No. Hired
No. Interviewed

LABOR MARKET AREA:

NOTE : Total Categories equal Total count including Total Male +Total Female + Unknown/Unknown to reflect total applicant pool, interview pool, etc.
Affected Group(s) (*)

Hiring Rate (I DIV. BY J)
Largest Line K x 0.8

Reduction Rate
Impact Ratio

0.8 x Largest Line D

No. Eligible (Passing Exam)
Interview Rate (O div. By P)



ADVERSE IMPACT TESTS

Statewide/National

GRAND 
TOTAL

TOTAL      
MALE

TOTAL 
FEMALE

WHITE     
MALE

WHITE 
FEMALE

BLACK      
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER      
MALE

OTHER 
FEMALE

A
100 47.6 52.4 35.6 37.3 3 5.4 2.9 3.4 6.1 6.5 B

28.5 29.8 2.4 4.3 2.3 2.7 4.9 5.2 C
34.3 24.6 3.7 3 3.2 1.9 16.5 8.1 D

* * * E
G

No Activity H
I
J
K
L
N

No Activity O
P
Q
R
S

A
24 12 12 8 7 2 1 0 3 2 1 B

173 96 77 55 45 11 8 6 8 21 14 C
0.1 0.2 0.2 0.1 0 0.4 0.1 0.1 D
0.3 0.3 0.3 0.3 0.3 0.3 0.3 0.3 E
* * * * * * * F

H
24 12 12 8 7 2 1 0 3 2 1 I

431 263 168 148 106 16 13 14 8 71 35 J
0.1 0.1 0.1 0.1 0.0 0.4 0.0 0.0 K
0.3 0.3 0.3 0.3 0.3 0.3 0.3 0.3 L
* * * * * * * M

O
21 10 11 8 8 1 1 2 1 P

0.2 0.3 0.3 0.3 0.5 0.2 Q
1.0 0.7 0.7 0.7 0.4 1.0 R

* * * * S

Central Connecticut State University

FORM #43B4-6

Assistant Professor

FORM #43B1 - 3

EEO 2 - Faculty Reporting Period: 03/01/2013 - 02/28/2014

ADVERSE IMPACT TEST NO. 1-6

TEST #2

TEST #1 

AGENCY:
EEO CATEGORY: 
POSITION CLASSIFICATION:

WORKFORCE PARITY %
0.8 X WORKFORCE PARITY %
% Qualified applicant Pool
Affect Group(s) (*)

Affected Group(s) (*)

No. Interviewed
TEST # 3

No. Passing Examination
No. Taking Examination
Passing Rate (H div. By I)
0.8 x Largest Line J

Affected Group(s) (*)

No. Reduced

Affected Group(s) (*)
TEST #6

No. Hired
No. Applied

TEST #5

0.8 x Largest Line Q
Affected Group(s) (*)

Hiring Rate (B div. By C)

 TEST #4
No. Hired
No. Interviewed

LABOR MARKET AREA:

NOTE : Grand total counts include total male + total female + unknown/unknown to reflect total applicant pool, interview pool, etc.
Affected Group(s) (*)

Hiring Rate (I DIV. BY J)
Largest Line K x 0.8

Reduction Rate
Impact Ratio

0.8 x Largest Line D

No. Eligible 
Interview Rate (O div. By P)



ADVERSE IMPACT TESTS

Statewide/National

GRAND 
TOTAL

TOTAL      
MALE

TOTAL 
FEMALE

WHITE     
MALE

WHITE 
FEMALE

BLACK      
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER      
MALE

OTHER 
FEMALE

A

100 74 26 54.5 19.1 15.3 4.9 1.9 1.1 2.5 0.9 B

43.6 15.3 12.2 3.9 1.5 0.9 2 0.7 C

62.8 3.1 26.8 0.2 2.4 0.2 0.7 0 D
* * * * * E

G

No Activity H

I

J

K
L

N

No Activity O

P

Q

R
S

A

12 8 4 7 3 0 1 1 0 B

56 45 11 38 9 5 1 2 1 C

0.2 0.3 0 1 0.5 0 D

0.8 0.8 0.8 0.8 0.8 0.8 E
* * * * * F

H

12 8 4 7 3 0 1 1 0 0 I

414 399 15 260 13 111 1 10 1 3 J

0.0 0.2 0.0 1.0 0.1 0.0 0.0 K

0.8 0.8 0.8 0.8 0.8 0.8 0.8 L
* * * * * * M

O

5 4 1 3 1 1 P

0.2 0.1 0.5 Q

0.5 1.0 0.2 R
* * S

LABOR MARKET AREA:

NOTE : Total Categories equal Total count including Total Male +Total Female + Unknown/Unknown to reflect total applicant pool, interview pool, etc.
Affected Group(s) (*)

Hiring Rate (I DIV. BY J)
Largest Line K x 0.8

Reduction Rate
Impact Ratio

0.8 x Largest Line D

No. Eligible 
Interview Rate (O div. By P)
0.8 x Largest Line Q
Affected Group(s) (*)

Hiring Rate (B div. By C)

 TEST #4
No. Hired
No. Interviewed

Affected Group(s) (*)

No. Reduced

Affected Group(s) (*)
TEST #6

No. Hired
No. Applied

TEST #5

Affected Group(s) (*)

No. Interviewed
TEST # 3

No. Passing Examination
No. Taking Examination
Passing Rate (H div. By I)
0.8 x Largest Line J

ADVERSE IMPACT TEST NO. 1-6

TEST #2

TEST #1 

AGENCY:
EEO CATEGORY: 
POSITION CLASSIFICATION:

WORKFORCE PARITY %
0.8 X WORKFORCE PARITY %
% Qualified applicant Pool
Affect Group(s) (*)

Central Connecticut State University

FORM #43B4-6

Coaching

FORM #43B1 - 3

EEO 2 - Faculty Reporting Period: 03/01/2013 - 02/28/2014



ADVERSE IMPACT TESTS

Statewide/National

GRAND 
TOTAL

TOTAL      
MALE

TOTAL 
FEMALE

WHITE     
MALE

WHITE 
FEMALE

BLACK      
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER      
MALE

OTHER 
FEMALE

A

100 43.3 56.7 34.9 42.5 3.3 6.5 2.5 4.4 2.7 3.5 B

27.9 34 2.6 5.2 2 3.5 2.2 2.8 C

31.1 38.2 5.4 5.4 1.9 3.1 4.7 4.5 D
* * E

G

No Activity H

I

J

K
L

N

No Activity O

P

Q

R
S

A

18 5 13 4 9 1 0 0 3 0 1 B

163 67 96 44 74 11 7 4 5 6 5 C

0.1 0.1 0.1 0 0 0.6 0 0.2 D

0.5 0.5 0.5 0.5 0.5 0.5 0.5 0.5 E
* * * * * * * F

H

18 5 13 4 9 1 0 0 3 0 1 I

424 193 231 132 162 23 23 8 13 20 19 J

0.0 0.1 0.0 0.0 0.0 0.2 0.0 0.1 K

0.2 0.2 0.2 0.2 0.2 0.2 0.2 0.2 L
* * * * * * * M

O

12 5 7 5 5 1 1 P

0.1 0.1 0.1 0.1 Q

1.0 1.0 1.0 1.0 R
S

Central Connecticut State University

FORM #43B4-6

All Titles

FORM #43B1 - 3

EEO 3- Professional Non-Faculty Reporting Period: 03/01/2013 - 02/28/2014

ADVERSE IMPACT TEST NO. 1-6

TEST #2

TEST #1 

AGENCY:
EEO CATEGORY: 
POSITION CLASSIFICATION:

WORKFORCE PARITY %
0.8 X WORKFORCE PARITY %
% Qualified applicant Pool
Affect Group(s) (*)

Affected Group(s) (*)

No. Interviewed
TEST # 3

No. Passing Examination
No. Taking Examination
Passing Rate (H div. By I)
0.8 x Largest Line J

Affected Group(s) (*)

No. Reduced

Affected Group(s) (*)
TEST #6

No. Hired
No. Applied

TEST #5

0.8 x Largest Line Q
Affected Group(s) (*)

Hiring Rate (B div. By C)

 TEST #4
No. Hired
No. Interviewed

LABOR MARKET AREA:

NOTE : Grand total counts include total male + total female + unknown/unknown to reflect total applicant pool, interview pool, etc.
Affected Group(s) (*)

Hiring Rate (I DIV. BY J)
Largest Line K x 0.8

Reduction Rate
Impact Ratio

0.8 x Largest Line D

No. Eligible 
Interview Rate (O div. By P)



ADVERSE IMPACT TESTS

Hartford County

GRAND 
TOTAL

TOTAL      
MALE

TOTAL 
FEMALE

WHITE     
MALE

WHITE 
FEMALE

BLACK      
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER      
MALE

OTHER 
FEMALE

A

100 3.4 96.6 2.7 76.4 0.4 10.2 0.3 7.8 0.1 2.1 B

2.2 61.1 0.3 8.2 0.2 6.2 0.1 1.7 C

0.0 66.7 0 21.1 0 7 0 0 D
* * * * * E

G

No Activity H

I

J

K
L

N

No Activity O

P

Q

R
S

A

2 2 1 1 0 B

15 15 8 5 2 C

0.1 0.2 0 D

0.2 0.2 0.2 E
* * F

H

2 2 1 1 0 I

57 57 38 12 4 J

0.0 0.1 0.0 K

0.1 0.1 0.1 L
* * M

O

2 2 2 P

0.1 Q

1.0 R
S

Central Connecticut State University

FORM #43B4-6

Administrative Assistant

FORM #43B1 - 3

EEO 4 - Clerical Reporting Period: 03/01/2013 - 02/28/2014

ADVERSE IMPACT TEST NO. 1-6

TEST #2

TEST #1 

AGENCY:
EEO CATEGORY: 
POSITION CLASSIFICATION:

WORKFORCE PARITY %
0.8 X WORKFORCE PARITY %
% Qualified applicant Pool
Affect Group(s) (*)

Affected Group(s) (*)

No. Interviewed
TEST # 3

No. Passing Examination
No. Taking Examination
Passing Rate (H div. By I)
0.8 x Largest Line J

Affected Group(s) (*)

No. Reduced

Affected Group(s) (*)
TEST #6

No. Hired
No. Applied

TEST #5

0.8 x Largest Line Q
Affected Group(s) (*)

Hiring Rate (B div. By C)

 TEST #4
No. Hired
No. Interviewed

LABOR MARKET AREA:

NOTE : Total Categories equal Total count including Total Male +Total Female + Unknown/Unknown to reflect total applicant pool, interview pool, etc.
Affected Group(s) (*)

Hiring Rate (I DIV. BY J)
Largest Line K x 0.8

Reduction Rate
Impact Ratio

0.8 x Largest Line D

No. Eligible 
Interview Rate (O div. By P)



ADVERSE IMPACT TESTS

Hartford County

GRAND 
TOTAL

TOTAL      
MALE

TOTAL 
FEMALE

WHITE     
MALE

WHITE 
FEMALE

BLACK      
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER      
MALE

OTHER 
FEMALE

A

100 4.4 95.6 2.6 74.1 1.3 11.2 0.3 8.3 0.2 2.1 B

2.1 59.3 1 9 0.2 6.6 0.2 1.7 C

0.0 75 0 12.5 0 12.5 0 0 D
* * * * * E

G

No Activity H

I

J

K
L

N

No Activity O

P

Q

R
S

A

2 2 1 0 1 B

8 8 6 1 1 C

0.2 0 1 D

0.8 0.8 0.8 E
* * F

H

2 2 1 0 1 I

8 8 6 1 1 J

0.2 0.0 1.0 K

0.8 0.8 0.8 L
* * M

O

4 4 1 2 1 P

0.1 0.4 0.2 Q

1.0 0.3 0.5 R
* * S

Central Connecticut State University

FORM #43B4-6

Secretary 2

FORM #43B1 - 3

EEO 4 - Clerical Reporting Period: 03/01/2013 - 02/29/2014

ADVERSE IMPACT TEST NO. 1-6

TEST #2

TEST #1 

AGENCY:
EEO CATEGORY: 
POSITION CLASSIFICATION:

WORKFORCE PARITY %
0.8 X WORKFORCE PARITY %
% Qualified applicant Pool
Affect Group(s) (*)

Affected Group(s) (*)

No. Interviewed
TEST # 3

No. Passing Examination
No. Taking Examination
Passing Rate (H div. By I)
0.8 x Largest Line J

Affected Group(s) (*)

No. Reduced

Affected Group(s) (*)
TEST #6

No. Hired
No. Applied

TEST #5

0.8 x Largest Line Q
Affected Group(s) (*)

Hiring Rate (B div. By C)

 TEST #4
No. Hired
No. Interviewed

LABOR MARKET AREA:

NOTE : Total Categories equal Total count including Total Male +Total Female + Unknown/Unknown to reflect total applicant pool, interview pool, etc.
Affected Group(s) (*)

Hiring Rate (I DIV. BY J)
Largest Line K x 0.8

Reduction Rate
Impact Ratio

0.8 x Largest Line D

No. Eligible 
Interview Rate (O div. By P)



ADVERSE IMPACT TESTS

Hartford County

GRAND 
TOTAL

TOTAL      
MALE

TOTAL 
FEMALE

WHITE     
MALE

WHITE 
FEMALE

BLACK      
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER      
MALE

OTHER 
FEMALE

A

100 25.5 74.5 15.2 44.2 4.7 16.4 3.8 8.6 1.9 5.3 B

12.2 35.4 3.8 13.1 3 6.9 1.5 4.2 C

14.3 42.9 28.6 0 0 0 14.3 0 D
* * * * E

G

No Activity H

I

J

K
L

N

No Activity O

P

Q

R
S

A

1 1 0 0 0 0 1 B

7 4 3 1 3 2 1 C

0.0 0 0 1 D

0.8 0.8 0.8 0.8 E
* * * F

H

1 1 0 0 0 0 1 I

7 4 3 1 3 2 1 J

0.0 0.0 0.0 1.0 K

0.8 0.8 0.8 0.8 L
* * * M

O

2 2 2 P

0.1 Q

1.0 R
S

Central Connecticut State University

FORM #43B4-6

All Titles Except Sec 2 & Admin Asst

FORM #43B1 - 3

EEO 4 - Clerical Reporting Period: 03/01/2013 - 02/29/2014

ADVERSE IMPACT TEST NO. 1-6

TEST #2

TEST #1 

AGENCY:
EEO CATEGORY: 
POSITION CLASSIFICATION:

WORKFORCE PARITY %
0.8 X WORKFORCE PARITY %
% Qualified applicant Pool
Affect Group(s) (*)

Affected Group(s) (*)

No. Interviewed
TEST # 3

No. Passing Examination
No. Taking Examination
Passing Rate (H div. By I)
0.8 x Largest Line J

Affected Group(s) (*)

No. Reduced

Affected Group(s) (*)
TEST #6

No. Hired
No. Applied

TEST #5

0.8 x Largest Line Q
Affected Group(s) (*)

Hiring Rate (B div. By C)

 TEST #4
No. Hired
No. Interviewed

LABOR MARKET AREA:

NOTE : Total Categories equal Total count including Total Male +Total Female + Unknown/Unknown to reflect total applicant pool, interview pool, etc.
Affected Group(s) (*)

Hiring Rate (I DIV. BY J)
Largest Line K x 0.8

Reduction Rate
Impact Ratio

0.8 x Largest Line D

No. Eligible 
Interview Rate (O div. By P)



ADVERSE IMPACT TESTS

Hartford County

GRAND 
TOTAL

TOTAL      
MALE

TOTAL 
FEMALE

WHITE     
MALE

WHITE 
FEMALE

BLACK      
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER      
MALE

OTHER 
FEMALE

A

No Activity B

C

D
E

G

No Activity H

I

J

K
L

N

No Activity O

P

Q

R
S

A

No Activity B

C

D

E
F

H

No Activity I

J

K

L
M

O

1 1 1 P

0.1 Q

1.0 R
S

Central Connecticut State University

FORM #43B4-6

All Titles

FORM #43B1 - 3

EEO 5 - Technical/Paraprofessional Reporting Period: 03/01/2013 - 02/29/2014

ADVERSE IMPACT TEST NO. 1-6

TEST #2

TEST #1 

AGENCY:
EEO CATEGORY: 
POSITION CLASSIFICATION:

WORKFORCE PARITY %
0.8 X WORKFORCE PARITY %
% Qualified applicant Pool
Affect Group(s) (*)

Affected Group(s) (*)

No. Interviewed
TEST # 3

No. Passing Examination
No. Taking Examination
Passing Rate (H div. By I)
0.8 x Largest Line J

Affected Group(s) (*)

No. Reduced

Affected Group(s) (*)
TEST #6

No. Hired
No. Applied

TEST #5

0.8 x Largest Line Q
Affected Group(s) (*)

Hiring Rate (B div. By C)

 TEST #4
No. Hired
No. Interviewed

LABOR MARKET AREA:

NOTE : Grand total counts include total male + total female + unknown/unknown to reflect total applicant pool, interview pool, etc.
Affected Group(s) (*)

Hiring Rate (I DIV. BY J)
Largest Line K x 0.8

Reduction Rate
Impact Ratio

0.8 x Largest Line D

No. Eligible 
Interview Rate (O div. By P)



ADVERSE IMPACT TESTS

Hartford County

GRAND 
TOTAL

TOTAL      
MALE

TOTAL 
FEMALE

WHITE     
MALE

WHITE 
FEMALE

BLACK      
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER      
MALE

OTHER 
FEMALE

A

100 84.2 15.8 63.9 8.3 11.6 3.6 6.2 3.3 2.6 0.5 B

51.1 6.6 9.3 2.9 5 2.6 2.1 0.4 C

54.1 9.5 10.8 4.1 10.8 6.8 0 0 D
* * E

G

No Activity H

I

J

K
L

N

No Activity O

P

Q

R
S

A

2 1 1 0 1 0 0 1 0 B

12 7 5 4 2 1 2 2 1 C

0.0 0.5 0 0 0.5 0 D

0.4 0.4 0.4 0.4 0.4 0.4 E
* * * * F

H

2 1 1 0 1 0 0 1 0 I

74 59 15 40 7 8 3 8 5 J

0.0 0.1 0.0 0.0 0.1 0.0 K

0.1 0.1 0.1 0.1 0.1 0.1 L
* * * * M

O

1 1 1 P

1 Q

1.0 R
S

LABOR MARKET AREA:

NOTE : Total Categories equal Total count including Total Male +Total Female + Unknown/Unknown to reflect total applicant pool, interview pool, etc.
Affected Group(s) (*)

Hiring Rate (I DIV. BY J)
Largest Line K x 0.8

Reduction Rate
Impact Ratio

0.8 x Largest Line D

No. Eligible 
Interview Rate (O div. By P)
0.8 x Largest Line Q
Affected Group(s) (*)

Hiring Rate (B div. By C)

 TEST #4
No. Hired
No. Interviewed

Affected Group(s) (*)

No. Reduced

Affected Group(s) (*)
TEST #6

No. Hired
No. Applied

TEST #5

Affected Group(s) (*)

No. Interviewed
TEST # 3

No. Passing Examination
No. Taking Examination
Passing Rate (H div. By I)
0.8 x Largest Line J

ADVERSE IMPACT TEST NO. 1-6

TEST #2

TEST #1 

AGENCY:
EEO CATEGORY: 
POSITION CLASSIFICATION:

WORKFORCE PARITY %
0.8 X WORKFORCE PARITY %
% Qualified applicant Pool
Affect Group(s) (*)

Central Connecticut State University

FORM #43B4-6

All Titles

FORM #43B1 - 3

Protective Service Reporting Period: 03/01/2013 - 02/28/2014



ADVERSE IMPACT TESTS

Hartford County

GRAND 
TOTAL

TOTAL      
MALE

TOTAL 
FEMALE

WHITE     
MALE

WHITE 
FEMALE

BLACK      
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER      
MALE

OTHER 
FEMALE

A

No Activity B

C

D
E

G

No Activity H

I

J

K
L

N

No Activity O

P

Q

R
S

A

No Activity B

C

D

E
F

H

No Activity I

J

K

L
M

O

2 2 2 P

0.2 Q

1.0 R
S

Central Connecticut State University

FORM #43B4-6

All Titles

FORM #43B1 - 3

EEO 6 - Skilled Crafts Reporting Period: 03/01/2013 - 02/29/2014

ADVERSE IMPACT TEST NO. 1-6

TEST #2

TEST #1 

AGENCY:
EEO CATEGORY: 
POSITION CLASSIFICATION:

WORKFORCE PARITY %
0.8 X WORKFORCE PARITY %
% Qualified applicant Pool
Affect Group(s) (*)

Affected Group(s) (*)

No. Interviewed
TEST # 3

No. Passing Examination
No. Taking Examination
Passing Rate (H div. By I)
0.8 x Largest Line J

Affected Group(s) (*)

No. Reduced

Affected Group(s) (*)
TEST #6

No. Hired
No. Applied

TEST #5

0.8 x Largest Line Q
Affected Group(s) (*)

Hiring Rate (B div. By C)

 TEST #4
No. Hired
No. Interviewed

LABOR MARKET AREA:

NOTE : Total Categories equal Total count including Total Male +Total Female + Unknown/Unknown to reflect total applicant pool, interview pool, etc.
Affected Group(s) (*)

Hiring Rate (I DIV. BY J)
Largest Line K x 0.8

Reduction Rate
Impact Ratio

0.8 x Largest Line D

No. Eligible 
Interview Rate (O div. By P)



ADVERSE IMPACT TESTS

Hartford County

GRAND 
TOTAL

TOTAL      
MALE

TOTAL 
FEMALE

WHITE     
MALE

WHITE 
FEMALE

BLACK      
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER      
MALE

OTHER 
FEMALE

A

100 72.5 27.5 39.3 10.7 11.5 4.4 18.7 11.1 3.2 1.3 B

31.4 8.6 9.2 3.5 15 8.9 2.6 1 C

49.0 5.2 17.6 2.9 14.8 2.9 1.4 1 D
* * * * * E

G

No Activity H

I

J

K
L

N

No Activity O

P

Q

R
S

A

3 3 0 1 0 0 2 B

11 10 1 4 3 1 3 C

0.3 0 0 0.7 D

0.6 0.6 0.6 0.6 E
* * * F

H

3 3 0 1 0 0 0 2 0 0 0 I

210 180 26 103 11 37 6 31 6 3 2 J

0.0 0.0 0.0 0.0 0.1 0.0 0.0 0.0 K

0.1 0.1 0.1 0.1 0.1 0.1 0.1 0.1 L
* * * * * * * M

O

2 1 1 1 1 P

0.3 0.2 Q

0.7 1.0 R
* S

LABOR MARKET AREA:

NOTE : Total Categories equal Total count including Total Male +Total Female + Unknown/Unknown to reflect total applicant pool, interview pool, etc.
Affected Group(s) (*)

Hiring Rate (I DIV. BY J)
Largest Line K x 0.8

Reduction Rate
Impact Ratio

0.8 x Largest Line D

No. Eligible 
Interview Rate (O div. By P)
0.8 x Largest Line Q
Affected Group(s) (*)

Hiring Rate (B div. By C)

 TEST #4
No. Hired
No. Interviewed

Affected Group(s) (*)

No. Reduced

Affected Group(s) (*)
TEST #6

No. Hired
No. Applied

TEST #5

Affected Group(s) (*)

No. Interviewed
TEST # 3

No. Passing Examination
No. Taking Examination
Passing Rate (H div. By I)
0.8 x Largest Line J

ADVERSE IMPACT TEST NO. 1-6

TEST #2

TEST #1 

AGENCY:
EEO CATEGORY: 
POSITION CLASSIFICATION:

WORKFORCE PARITY %
0.8 X WORKFORCE PARITY %
% Qualified applicant Pool
Affect Group(s) (*)

Central Connecticut State University

FORM #43B4-6

Custodian

FORM #43B1 - 3

EEO 7 - Service Maintenance Reporting Period: 03/01/2013 - 02/28/2014



ADVERSE IMPACT TESTS

Hartford County

GRAND 
TOTAL

TOTAL      
MALE

TOTAL 
FEMALE

WHITE     
MALE

WHITE 
FEMALE

BLACK      
MALE

BLACK 
FEMALE

HISPANIC 
MALE

HISPANIC 
FEMALE

OTHER      
MALE

OTHER 
FEMALE

A

100 90 10 66 6.5 8.7 0.3 12.6 3 2.7 0.2 B

52.8 5.2 7 0.2 10.1 2.4 2.2 0.2 C

40.0 14.1 16.3 5.9 10.4 3 3 0.7 D
* E

G

No Activity H

I

J

K
L

N

No Activity O

P

Q

R
S

A

3 3 0 2 0 0 0 1 0 B

50 43 7 19 6 12 1 8 1 C

0.1 0 0 0 0.1 0 D

0.1 0.1 0.1 0.1 0.1 0.1 E
* * * * F

H

3 3 0 2 0 0 0 1 0 0 0 I

135 103 32 54 19 22 8 14 4 4 1 J

0.0 0.0 0.0 0.0 0.1 0.0 0.0 0.0 K

0.1 0.1 0.1 0.1 0.1 0.1 0.1 0.1 L
* * * * * * * M

O

6 6 3 1 1 1 P

0.1 0.3 0.3 1 Q

1.0 0.3 0.3 0.1 R
* * * S

LABOR MARKET AREA:

NOTE : Total Categories equal Total count including Total Male +Total Female + Unknown/Unknown to reflect total applicant pool, interview pool, etc.
Affected Group(s) (*)

Hiring Rate (I DIV. BY J)
Largest Line K x 0.8

Reduction Rate
Impact Ratio

0.8 x Largest Line D

No. Eligible 
Interview Rate (O div. By P)
0.8 x Largest Line Q
Affected Group(s) (*)

Hiring Rate (B div. By C)

 TEST #4
No. Hired
No. Interviewed

Affected Group(s) (*)

No. Reduced

Affected Group(s) (*)
TEST #6

No. Hired
No. Applied

TEST #5

Affected Group(s) (*)

No. Interviewed
TEST # 3

No. Passing Examination
No. Taking Examination
Passing Rate (H div. By I)
0.8 x Largest Line J

ADVERSE IMPACT TEST NO. 1-6

TEST #2

TEST #1 

AGENCY:
EEO CATEGORY: 
POSITION CLASSIFICATION:

WORKFORCE PARITY %
0.8 X WORKFORCE PARITY %
% Qualified applicant Pool
Affect Group(s) (*)

Central Connecticut State University

FORM #43B4-6

All Titles Except Custodians

FORM #43B1 - 3

EEO 7 - Service Maintenance Reporting Period: 03/01/2013 - 02/28/2014



PROGRAM GOALS AND TIMETABLES Section 46a-68-44 

The University has established program goals pursuant to analyses conducted in Section 46a-68-44, 
Identification of Problem Areas in order to remove any disparity or adverse impact on the race/sex 
group members in the respective occupational categories. 

The University did not identify any employment policy or practice that adversely affects any minority 
group candidates, including physically disabled or older persons.  If disparities occur, the University will 
initiate a goal to remove such impact. 

The relevant adverse impact tests, conducted by the University, were in accordance with the regulations 
and, where appropriate, program goals have been established.  The University is cognizant that all 
aspects of the employment process must be continually scrutinized to determine if there is adverse 
impact and corrective measures taken, as needed. 

It should be noted that there was no hiring activity in the technical paraprofessional, protective services 
and custodian categories.  

The University addressed below the results of all adverse impact tests. 

ADVERSE IMPACT TEST NO.  1 

RECRUITMENT 

This test compares the qualified applicant pool for each race/sex group to the availability of that group 
in the employment labor market.  The results of this test could suggest adverse impact in the following 
occupational categories. 

Executive/Administrative WF, BF, HM, HF, OF 

Professor WM, BM, HF, OF 

Associate Professor WM, WF, BF, OF 

Assistant Professor WF, BF, HF 

Coaching WF, BF, HF, OM, OF 

Professional/Non-Faculty HM, HF 

Administrative Assistant WM, BM, HM, OM, OF 

Secretary 2 WM, BM, HM, OM, OF 

Clerical, All Titles BF, HM, HF, OF 

Protective Services OM, OF 

Custodian WF, BF, HM, HF, OM 

Service Maintenance excluding custodians WM 

Accessions include hiring as well as promotions and the adverse impact tests recognize both hiring and 
promotion activity as hiring activity.  

There were no ascensions in the technical paraprofessional and skilled craft categories. 

The University has implemented a procedure in which applicants are required to submit a demographic 
cover page to receive a unique applicant identifier number.  Applicants still may elect not to provide 
their race/gender information.  However, the fact that this is an active instead of passive choice has 
already increased the percentage of candidates electing to report.  Ninety-two (95%) percent of all 
candidates this reporting year elected to identify their race and gender.  While less than one in ten of 



PROGRAM GOALS AND TIMETABLES Section 46a-68-44      2 

 

the candidates elect not to disclose either their race/ethnicity or gender, this is a significant 
improvement from last year when one in four did not disclose.   

The University continues to take a critical look at recruitment to determine how the process can be 
improved.  As part of its hiring procedure, the university continues to evaluate its recruitment efforts in 
order to attract more persons from underrepresented groups as applicants when filling vacant positions.  
For the Executive/Administrative, Faculty, and Professional/Non-Faculty occupational categories, 
searches are conducted when vacancies in these categories exist.  The search committees are comprised 
of persons in the discipline and/or with some expertise pertaining to the discipline and must include a 
minority and a woman member.  For the Professional Non-Faculty category, the search committee must 
contain a member representing the SUOAF-AFSCME union.  Each search committee must develop a 
search plan that is individualized to the position sought and the committee is required to pursue diverse 
recruitment resources that target underrepresented groups, such as minority publications and websites, 
minority caucuses in professional organizations, networking with colleagues in other institutions, as well 
as distributing position announcements and recruiting at professional conferences.  This plan must be 
approved by the CDO.  The University has also developed a comprehensive employment process 
manual, including all policies and procedures involved in the employment process.  The manual has 
been distributed to all academic and administrative departments involved in the employment process 
and it is permanently posted on the Human Resources department website. 
(http://www.ccsu.edu/uploaded/departments/AdministrativeDepartments/HumanResources/forms/Hir
ing_&_Search_Manual_08-14-10.pdf).  In addition, the University will continue to monitor job 
announcements published as part of the search process to insure that the qualification requirements are 
strictly relevant to job performance and do not impose an artificial barrier to employment of 
underrepresented group members. 

The Office of Diversity and Equity (ODE) will continue to focus its recruitment activities on those areas 
where difficulties occurred.  The Office will collaborate with the HRO, SUOAF/ AFSCME Minority 
Recruitment and Mentoring Committee (MRMC), and AAUP Minority Recruitment and Retention 
Committee (MRRC) to target alternative recruitment sources, develop creative strategies, and explore 
new avenues in order to facilitate the achievement of the 2014-2015 established goals.  In addition, the 
University will continue to evaluate its comprehensive recruitment initiatives.  

ADVERSE IMPACT TEST NO.  2 

EXAMINATION VALIDITY 

This test measures the passing rate for each race/sex group passing the examination compared to the 
rate for the same group taking the examination.  There were no results for this test in any occupational 
category. 

If the need arises, the University shall request the Department of Administrative Services (DAS) to 
professionally review examinations, which adversely impact the above occupational categories and 
assess their validity or devise new examinations.  If such examination is found to be invalid, the 
University shall adopt a program goal to discontinue use of the examination, and to request DAS to 
discontinue any employment list based in whole or in part upon the results of such test and construct a 
new valid examination.  In addition, the job specifications will continue to be reviewed for position 
classifications to assure they accurately reflect the responsibilities of the position. 

http://www.ccsu.edu/uploaded/departments/AdministrativeDepartments/HumanResources/forms/Hiring_&_Search_Manual_08-14-10.pdf
http://www.ccsu.edu/uploaded/departments/AdministrativeDepartments/HumanResources/forms/Hiring_&_Search_Manual_08-14-10.pdf
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ADVERSE IMPACT TEST NO.  3 

INTERVIEWS FROM CERTIFICATION LIST 

This test measures the interview rate for each race/sex group compared to the rate for the same group 
on the employment or reemployment list.  There were no results for this test in any occupational 
category since there were no hires from the employment or re-employment list this period.  

If the need arises, the University will detail the efforts made or will make to reach underutilized class 
groups on employment or reemployment lists.  Also, the University will detail the efforts it has made to 
make future hires from those protected class groups appearing on the list. 

ADVERSE IMPACT TEST NO.  4 

INTERVIEW PROCESS 

This test measures the hire rate for each race/sex group compared to the interview rate for the same 
group.  The results of this test could suggest adverse impact in the following occupational categories. 

Executive/Administrative WM, BM, OM 

Associate Professor WM, BM, OM 

Assistant Professor WM, WF, BM, BF, HM, OM, OF 

Coaching WM, WF, BM, HM, HF 

Professional/Non-Faculty WM, WF, BM, BF, HM, OM, OF 

Administrative Assistant WF, HF 

Secretary 2 WF, BF 

Clerical, All Titles WM, WF, BM 

Protective Services WM, BM, BF, HF 

Custodian WM, BM, BF 

Service Maintenance excluding custodians WF, BM, BF, OM 

In Section XVIII, Goals Analysis, the University has provided a detailed explanation for its selection of 
each person hired during this reporting period.  The Chief Diversity Officer (CDO) advised each search 
committee and hiring manager how to structure the interview process to ensure that all applicants 
received fair and equitable treatment during the interview process.  Search committees and hiring 
managers were made aware of permissible and non-permissible questions as well as questions related 
to the job duties that could be asked during the interview.  The University will continuously evaluate the 
interview process to ensure its integrity. 

It should be noted that the results of this test could be skewed by the hiring of one or two in a particular 
sex or race group (sometimes a goal candidate which can skew results).   

ADVERSE IMPACT TEST NO.  5 

HIRING PROCESS 

This test measures the hire rate for each race/sex group compared to the rate for the same group in the 
applicant pool.  This test could suggest adverse impact in the following occupational categories. 

Executive/Administrative  WM, BM, OM 
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Associate Professor WM, BM, HM, OM 

Assistant Professor WM, WF, BM, BF, HM, OM, OF 

Coaching WM, WF, BM, HM, HF, OM 

Professional/Non-Faculty WM, WF, BM, BF, HM, OM, OF 

Administrative Assistant WF, HF 

Secretary 2 WF, BF 

Clerical, All Titles  WM, WF, BM 

Protective Services WM, BM, BF, HF 

Custodian WM, WF, BM, BF, HF, OM, OF 

Service Maintenance excluding custodians WM, WF, BM, BF, HF, OM OF 

The University will continue to examine its hiring process to determine if there are any mitigating 
factors, which would contribute to any imbalance in the hiring process and scrutinize said process to 
determine if any factors impede the full and fair participation of underrepresented group members.  
Remedial measures will be devised and implemented whenever appropriate and necessary.  The CDO 
meets with all search committees, hiring managers, and the Human Resources Office (HRO) staff to 
substantiate that the interview process is conducted in a non-discriminatory manner as well as to ensure 
that the integrity of the interview process is maintained and that all applicants are treated with fairness 
and equity throughout the employment process. 

The ODE in conjunction with the HRO has developed a comprehensive employment process manual, 
including all policies and procedures involved in the employment process.  The manual has been 
distributed to all academic and administrative departments involved in the employment process and is 
maintained and periodically updated in the Human Resources website.  

ADVERSE IMPACT TEST NO.  6 

TERMINATION 

This test measures the reduction in force rate for each race/sex group compared to the rate for the 
group least affected by the personnel action.  The results of this test could suggest that the following 
occupational categories are adversely impacted. 

Executive Administrative WF 

Associate Professor BF, HM, OM 

Assistant Professor WF, BM, BF, HF 

Coaching WM, BM 

Secretary 2  BF, HF 

Custodians HM 

Service Maintenance excluding custodians BM, HM, OM 

The ODE and the HRO continued to monitor any apparent disparities indicated by the reduction rate of 
any race/sex group.  After analyzing the results of these tests, the University found that no reductions in 
the workforce were due to any discriminatory practices.  All reductions in each occupational category 
are detailed in the Section XII, Employment Analysis - Employment Process Analysis.  The HRO 
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analyzed reductions in the workforce through the exit interview process to determine if there were 
problems or issues that contributed to employee’s decisions to end their employment with the 
University.  There was no indication of any problem areas.  The University will continue to audit the 
reductions in the workforce to ensure that discrimination is not a factor in the reasons for leaving the 
institution. 

The results of the exit interviews for the current reporting period are included in Section XII, 
Employment Analysis-Employment Process, confirming that no reductions in the workforce were due 
to any discriminatory practice and that discrimination was not a factor in the reasons for leaving the 
institution.   

Pursuant to Section 46a-68-44, the University shall consider the feasibility of implementing one or 
more of the measures set out in section (c) (1-18) of the Regulations to combat disparities in the 
workforce.  Those measures that have been considered and/or implemented include: 

1. The University has recognized the need to continually evaluate the recruitment program as 
addressed in the results of adverse impact test no. 1 and has established recruitment and training 
programs pursuant to C.G.S. Section 5-200(a). 

2. The University utilizes Temporary Service in a Higher Class (TSHC) as a mechanism to compensate 
employees who perform duties at a level above their current job responsibilities for a temporary 
period of time.  During the reporting period, several employees served in TSHC positions. 

3. The University has made open competitive appointments rather than promotional appointments, 
where promotional appointments from the internal labor market would perpetuate 
underutilization, pursuant to C.G.S. Section 5-228. 

4. The University continues to make appointments pursuant to C.G.S. Section 5-234 (a) and Section 5-
234 (b). 

5. The University utilized temporary appointments for unclassified positions in an affirmative manner, 
within the parameters of the AAUP and the SUOAF/AFSCME collective bargaining agreements. 

6. Employees are strongly encouraged to participate in training programs.  The University offers 
training opportunities to all employees, including tuition reimbursement or tuition waivers, so that 
employees’ credentials can be enhanced.  In addition, upward mobility training has been provided, 
in accordance with C.G.S. Sections 4-61u and 4-61w. 

7. The University utilizes alternate work schedules for certain occupational categories, in accordance 
with collective bargaining agreements. 

8. The University does provide a Day Care Program, which is available for employees. 
9. The University has not had the need to review and alter job specifications where they have adverse 

impact on protected classes. 

The University has considered alternatives in addition to those already outlined above to eliminate any 
problem areas identified in Section XIII, Identification of Problem Areas. 

PROGRAM GOALS 

The University did not identify any employment policy or practice that adversely affects any minority 
group candidates, including physically disabled or older persons in Adverse Impact tests 1 – 6.    The 
University will, however, continue to take a critical look at its employment processes and if disparities 
occur, the University will initiate a goal to remove such impact and improve the processes. 

As Program Goals for the plan year 2014-2015, in order to foster a campus climate of tolerance and 
diversity, to ensure equal rights for all the various groups that make up the University community and to 
educate our students toward appreciation for diversity, the University will:  
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1. Search Process 

• Revise hiring manual as needed 
• Continue to identify new advertising sources to maximize the applicant pool and lower the cost of 

advertising 
• Continue to provide training to all unclassified search committees on search process, affirmative 

action and equal opportunity principles to ensure a thorough and complete process; 
• Assist search committees with the creation of their screening such as qualification rubric, interview  

and reference questions 

Completion Date: February 2015 

Responsible Person: Chief Diversity Officer; Hiring Authorities and Chief Human Resources Officer 

2. Training 

• Given the new state and federal requirements related to sexual misconduct, sexual assault and 
intimate partner violence, CCSU will develop and implement training activities for all university 
employees and students to meet said requirements 

• Continue to provide online sexual harassment training to all university employees including student 
workers 

• Provide training on religious accommodations 
• Provide training to faculty on student accommodations issues 
• Develop a diversity and sexual harassment training data base 

Completion Date: February 2015 

Responsible Person: Chief Diversity Officer; Chief Human Resources Officer; Provost; Women’s 
Center Coordinator; Vice President of Student Affairs 

3. Policy Development  

• Update complaint procedure to conform with new state and federal regulations 
• Notify employees of the changes to the existing polices and the development of new policies 

Completion Date: February 2015 

Responsible Person: Chief Diversity Officer; Vice President of Student Affairs; Chief Human Resources 
Officer and Sexual Assault Resource Team 

4. Ensure Equal Access 

• Increase the number of  vending machines that meet or exceed ADA standards 
• Develop plan to improve the accessibility to Willard Hall 
• To ensure equal opportunity, we will be setting an affirmative action program goal related to 

recruitment and selection of coaching positions.  Going forward, all coaching positions (full-time, 
part-time, contractual and special appointments) will be filled through the normal CCSU competitive 
search processes.  Recognizing the immediacy of filling these positions, we can shorten the length of 
time these positions are advertised.  For all coaching positions, we will have a search charge meeting 
and will require that all AAP forms related to searches as described by the hiring manual be 
submitted with respective approvals.  This programmatic goal was well received by the CHRO 
reviewer and will eliminate potential barriers in the employment process.   

Completion Date: February 2015 
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Responsible Person: Chief Diversity Officer; Assistant Dean of Students; Vice President of Student 
Affairs; Chief Administrative Officer; and, Athletic Director 



UPWARD MOBILITY 
Section 46a-68-45 

NEED FOR UPWARD MOBILITY 

Essential aspects of sound management practice and the realization of affirmative action goals include 
the greater use of employees’ skills and abilities and the development of employees for higher-level 
work.  Affirmative action programs concentrate on assuring equal opportunity in the recruitment and 
hiring of new employees, but an upward mobility program that maximizes the skills and realizes the 
potential of all employees must supplement these efforts. 

Many of these employees are in lower classifications that have traditionally been held by women and 
minority group members.  An analysis of staffing patterns in many state agencies shows a 
preponderance of underrepresented group members in low skilled and low paid jobs.  Various barriers 
have denied them an equal opportunity for career advancement.  The University must assist these 
employees in their effort to successfully compete for higher-level work.  The implementation of an 
effective upward mobility program can achieve this objective. 

WHAT IS AN UPWARD MOBILITY PROGRAM? 

An upward mobility program is a systematic management effort to focus personnel policy and action on 
the development and implementation of specific career opportunities for employees who exhibit the 
desire, potential, and ability to perform higher-level work and is in lower-level or dead-end positions. 

The scope of upward mobility programs will vary with the size of the department or agency and the 
complexity of its personnel system.  A formal comprehensive program should, however, involve a 
number of managers and agency personnel and almost all aspects of the employment system – 
placement, training, counseling, job evaluation and promotion.  Four areas which must be considered in 
all programs include:  (1) examining and revising staffing patterns to eliminate dead-end jobs and 
identify bridging jobs for the promotional opportunity by establishing career ladders to include the 
appropriate classification of all positions within and throughout the series; (2) working with upward 
mobility candidates in aptitude and interest testing, career planning and counseling, as well as to 
provide the necessary kinds of training activities to facilitate upward mobility; (3) providing training and 
support for agency supervisors to stress their role in career counseling and other staff development 
areas; and (4) reviewing and revising job descriptions and classifications to reflect work performed. 

Ultimately, each agency and department will need to examine its own workforce and its own work 
structure in order to tailor efforts to meet its particular needs and resources. 

COMPONENTS OF AN UPWARD MOBILITY PROGRAM 

An upward mobility program will provide: (1) opportunities for career development and prepare 
employees for higher level work; (2) for advancement both within and across occupational lines; and (3) 
methods by which lower classified employees may gain entry to higher level career ladders.  In order to 
realize these goals, there must be a firm commitment on the part of management to provide 
opportunity for lower level employees from within the agency or department.  Those populations 
targeted for upward mobility include: 

• employees in entry-level classifications 
• clerical, maintenance, technical/paraprofessional, skilled crafts, protective 

services employees 
• professional/non-faculty and faculty who desire to increase their knowledge in 

professional-related topics involving in-service training or on-site seminars 
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This list may need to be narrowed down or prioritized in the implementation plans of each employee 
category.  The University shall make every effort to ensure that the composition of upward mobility 
participants is consistent with affirmative action principles. 

UPWARD MOBILITY PROGRAM STRATEGIES 

Career Counseling 

Career development plans for employees who have the interest and motivation for advancement are 
important upward mobility tools.  Career development plans are: (1) tailored to the needs, individual 
capabilities, and motivation of employees so that they will have the opportunity to reach their highest 
level of performance; and (2) related to the present and future needs of the agency.  Counseling and 
guidance is available to employees in order to encourage and assist them in planning and achieving 
training, education, and career goals.  The University encourages employees to meet with the Human 
Resources Office and ODE staff to discuss career development. 

Career Counseling Participants March 1, 2013 – February 28, 2014 

Race Gender 

3 Black Females 

3 White Females 

1 Black  Male 

2 Hispanic Females 

Education and Training 

Training opportunities are an integral part of the University’s Upward Mobility Program.  These training 
opportunities are designed for employees to attain new skills and abilities and to prepare themselves for 
advancement both within and across occupational category lines.  Types of training activities available 
include: 

State of Connecticut In-service Training: The schedule is available to all staff and money has been 
budgeted to help facilitate attendance at appropriate programs. 

University Sponsored Training: A variety of computer and technology in-service training programs are 
continuously offered at no cost to permit staff to upgrade their skills. 

Scholarships:  The University established a book scholarship fund for classified employees to help 
support their efforts to obtain advanced degrees.  In addition, a yearly scholarship is available to at least 
one classified employee who is not eligible for tuition waivers through their collective bargaining 
agreement. 

Tuition Reimbursement: Pursuant to their respective collective bargaining agreements, employees are 
eligible for tuition reimbursement for college courses taken. 

Tuition Waivers: Unclassified and Administrative Clerical employees are eligible for tuition waivers 
pursuant to their collective bargaining agreements or the management/confidential employee policies. 
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Conferences and Workshops:  Employees are provided with the opportunity to attend educational 
events occurring during normal working hours, usually requiring a travel authorization and normally 
lasting five days or less.  Funds may be available under a union contract. 

Educational Leave:  Employees can take time off with or without salary during normal working hours to 
attend courses or educational events usually lasting more than five days. 

NOTE: The University has provided a complete analysis of training which occurred during this reporting 
period in Section XII, Employment Analysis.   

Career Ladders 

The identification of career ladders is one of the most important steps in the development of an Upward 
Mobility Program.  The identification of such positions provides true career opportunities.  The Job Title 
Study in Section VII, Organizational Analysis, lists all job titles at the University and depicts the order of 
jobs through which an employee may advance.  Human Resources officers can also provide information 
on career ladders.   

Promotion by Reclassification 

Promotions to the next level within a career series can be made by reclassification of the position in 
accordance with Connecticut General Statutes, Section 5-227a. 

UPWARD MOBILITY PROMOTIONAL GOALS 

It is difficult for the University to establish upward mobility promotional goals for unclassified 
occupational categories, particularly professional non-faculty.  Promotions in the executive/ 
administrative category occur as a result of promotions into the category, and faculty promotions take 
place between categories.  In the professional non-faculty occupational category, there is little 
opportunity for upward mobility within the category as a result of the limited use of the 
Trainee/Administrative Rank I job classification and lack of hiring at entry-level positions.  When hiring 
occurs in this category, individuals are hired into the position where the vacancy exists or promoted to 
the vacancy as a result of an internal search, in accordance with the bargaining unit agreement.  Upward 
mobility promotions occur in the professional/non-faculty occupational category when individuals are 
promoted into the category from sub-professional positions.   

• In the Professional Non-Faculty Category: one (1) White female was promoted from 
Administrative Assistant (EEO 4 Clerical) to SU Assistant in Administration 2 (EEO 3 Professional). 

The following programs support the University’s Upward Mobility Program:    

In the classified service, the University does make efforts beyond the collective bargaining agreements’ 
terms to support individuals for movement from one job classification to a higher one.  The Chief 
Diversity Officer and Chief Human Resources Officer will work with respective supervisors to mentor 
classified employees in obtaining experience in additional responsibilities in accordance with collective 
bargaining agreements, as well as gaining training in and experience with higher-level skills, including 
supervisory skills, which will prepare them for positions in other occupational categories, such as 
Technical/Paraprofessional and Professional/Non-Faculty.  In addition, the University will encourage 
employees to take courses toward a degree and provide flex-time when the course is scheduled during 
the employee’s work hours.  A scholarship is available for classified employees who are not entitled to 
tuition waivers for course work.  

As part of the University’s Upward Mobility Program, the Office of Diversity & Equity and the Human 
Resources Office will continue conducting individual career counseling sessions.  These sessions are 
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designed to provide employees with information related to availability of career opportunities, as well 
as how to apply for posted vacancies within the University.  Further, employees are directed to the 
Department of Administrative Services (DAS) website for information regarding applying for and taking 
state certification examinations in higher level job classifications in order to advance through a targeted 
career ladder.  The Office of Diversity & Equity will continue to maintain bulletin boards adjacent to its 
office, where notices of current vacancies in all occupational categories are posted, including postings 
from CCSU and other Connecticut State University institutions.    

Employee Appreciation Week 

For the past seven years during the last week in April, the Human Resources Department has sponsored 
“Employee Appreciation Week.”  Free workshops for all employees are offered, as well as a Recognition 
Ceremony for long term CCSU employees and retirees, a Fun Run, and campus wide picnic.  Workshops 
are developed and/or selected in order to provide employees with a wide variety of timely, interesting, 
and useful topics.  In April 2013, more than 250 employees attended workshops.  .  

Administrative Clerical Tuition Waiver Program 

The Connecticut State University System (CSU) has an agreement with AFSCME Council 4 to provide a 
tuition waiver program to clerical employees, effective through June 30, 2013.  Members of the 
Administrative Clerical bargaining unit, who are permanent and work at least 20 hours weekly, may take 
up to two courses per semester at any of the four state universities, tuition free.  During the spring 2014 
semester, eight CCSU employees benefitted from this program: three White females, three Black 
females, one Hispanic female, and one Hispanic male.  The prior agreement expired on June 30, 2013, 
thus there were no waivers authorized for the Fall 2013 semester. 
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Employee Grievance Procedures 

Central Connecticut State University has an established system to process and resolve employee 
allegations of discrimination consistent with Chapters 67 and 68 of the Connecticut General Statutes.  
The system provides for the expeditious resolution of grievances to assure that legal options for filing 
complaints are not foreclosed.   

The Grievance Procedure includes: 

• Periodic training in counseling and grievance investigation for agency counselors; 

• Confidential counseling and procedures for informal resolution at the institution level by the Chief 
Diversity Officer; 

• Notice to employees that the grievance procedure is available; 

• A guarantee of no retaliation for the exercise of rights granted pursuant to Connecticut General 
Statutes; 

• Advisement of legal options to file complaints with the Connecticut Commission on Human Rights 
and Opportunities; United States Equal Employment Opportunity Commission; United States 
Department of Education Office of Civil Rights; United States Department of Labor, Wage and Hour 
Division; and any other agencies, state, federal or local, that enforce laws concerning discrimination 
in employment or public services. 

• Time frames not exceeding ninety (90) days for filing, processing and resolution of such matters.  

All records of internal discrimination grievances and dispositions thereof are maintained and reviewed 
on a regular basis by the Office of Diversity and Equity to detect any patterns in the nature of the 
grievances.  Records so retained shall be confidential except where disclosure is required by law. 

The Plan contains a summary of the employee grievances alleged, the results thereof, and the length of 
time required to resolve the grievance.  Where informal allegations have resulted in complaints to 
enforcement agencies, the Plan provides information on the number of such complaints, investigating 
agency, whether such matter is currently pending or the outcome thereof. 

All records relevant to grievances filed under this section are maintained by the agency for examination 
by the Commission on Human Rights and Opportunities. 

The Office of Diversity and Equity has developed a website that provides all relevant policies, procedures 
and contacts to all members of the University community and community at large. 
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In accordance with Section 46a-68-47, the University has developed an internal program evaluation 
procedure to monitor progress and anticipate shortcomings in the Affirmative Action Program. 

The University has implemented the following procedures in order to monitor progress in the 
University’s Affirmative Action program: 

1. Conducted an ongoing review and evaluation of the Affirmative Action Plan. 

2. Annually revised the goals and objectives of the Affirmative Action Plan to meet the needs of 
the University’s changing workforce.  As short-term goals were met, long-term goals were 
implemented. 

3. Evaluated and monitored the affirmative action performance of all officials assigned affirmative 
action responsibilities.  This includes deans, directors, department heads and others with 
specific affirmative action responsibilities. 

4. Developed a reporting system to monitor the program. 

5. Developed enforcement mechanisms. 

The University has developed an internal evaluation procedure, which continually monitors the progress 
and provides for adjustments, if necessary, in the affirmative action plan. 

A. This process includes the following: 

1. Reports of new hires and promotions by race and gender and goal achievement, 
including goals yet to be achieved are sent to the President, Vice Presidents, Chief 
Officers, Deans, Directors, Academic and Administrative Department Chairs, Union 
Presidents, managers and supervisors. 

2. Numerical goals are updated, when necessary to continue to make every good faith 
effort to reach parity with the relevant labor market areas. 

3. The President and the Executive Committee are informed by the Office of Diversity and 
Equity on a regular basis regarding all matters related to the Affirmative Action 
Program. 

4. All officials, including deans, directors, and academic/administrative department chairs, 
assigned affirmative action responsibilities are monitored and evaluated regarding their 
affirmative action performance. 

5. The implementation of the Affirmative Action Plan is regularly evaluated for 
effectiveness by the Chief Diversity Officer. 

 6. An enforcement mechanism is established. 

B. The internal evaluation procedure includes the following: 

1. The Chief Diversity Officer: 

a. Approves advertisements for all searches to ensure that no discriminatory language 
is included and that the University is recognized as an affirmative action/equal 
employment opportunity employer. 

b. Approves an Affirmative Action search plan that includes proactive measures to 
attract and recruit target candidates.  
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c. Approves search committee members for all unclassified position searches. 

d. Holds one or more meetings with each search committee to discuss affirmative 
action goals, recruitment strategies, nondiscriminatory interviewing, and search 
procedures. 

e. Approves the list of candidates to be interviewed in all unclassified and classified 
searches. 

f. Approves all search files acknowledging that the search committee has followed 
appropriate affirmative action procedures. 

g. Ensures all University external publications to ensure the compliance policy is 
printed. 

h. Ensures that the affirmative action response data submitted by female and minority 
applicants for each search are recorded by name, race, and gender in a database in 
the Office of Diversity and Equity. 

i. Determines whether searches should be extended or closed when the applicant 
pool is insufficient or the search committee does not demonstrate a good faith 
effort in the recruitment of a diverse pool of applicants. 

2. The Human Resources Office provides a bi-weekly report to the Office of Diversity and 
Equity on all personnel transactions. 

 3. An analysis of goal accomplishment is conducted for each hiring transaction. 

4. Search Committee chairs and hiring managers are required to justify all hiring 
recommendations and when the recommendation does not meet a goal, the Search 
chair and hiring manager must specifically outline the experience and/or special skills of 
the recommended candidate as compared to the goal candidate. 

5. All management/confidential employees’ performance of affirmative action 
responsibilities is evaluated in said employees’ annual performance evaluation. 

6. For the 2013-2014 reporting period, an Affirmative Action Program Evaluation 
questionnaire was distributed to the President, Vice Presidents, Chief Officers, 
University Ombudsman, Deans, and Directors at the end of the reporting period. A 
compilation of the results and written comments of the President and the Chief 
Diversity Officer are included in the Supportive Materials. 

C. Results of the Internal Program Evaluation 

The Affirmative Action Program was evaluated by using four different criteria: 

 1. Success of good faith effort in the process of recruiting, hiring, and promoting; 

2. Evaluation of failure to meet goals, when the opportunity presented itself; 

3. Training opportunities, which were afforded the staff to improve and enhance their 
skills through staff development programs, state in-service training, tuition 
reimbursement, seminars, and conferences; 

4. Assessment of executive, administrative, and academic managers’ knowledge of their 
role and responsibility in the implementation of the Affirmative Action Program, based 
on their responses to the Affirmative Action Program Evaluation. 
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For this reporting period the University established seventy (75)—sixty-eight (68) short-term and seven 
(7) long-term hiring goals and experienced seventy five (75) hires including one (1) status change from 
part-time to full-time.   

Hiring occurred in the occupational categories of Executive/Administrative, Faculty (Associate Professor, 
and Assistant Professor), Coaching, Professional Non-Faculty, Administrative Assistant, Secretary 2, and 
Clerical all titles, Protective Services, Custodian, Service Maintenance All titles (excluding custodians).  

Since goal achievement cannot take place in categories where hiring did not occur, ten (10) goals 
attributable to the categories of Professor (two goals), Technical Paraprofessional (four goals) and 
Skilled Craft (four goals) could not be achieved.  Therefore, only sixty-five (65) of the seventy five (75) 
established goals were identified as achievable goals.  Of the seventy-five (75) hires that occurred during 
this reporting period, twenty (20) or twenty-seven (27%) percent of all hires, met established reachable 
hiring goals.  Additionally, the change in the Human Resource Administrator from part-time to full-time 
increased the hiring goals to twenty-one (21) hires or twenty-eight (28%) percent.   

Additionally, in its commitment to diversity the University hired twenty-eight (28) members of 
underrepresented groups that did not meet established goals:   

• Three (3) diverse hires in the Associate Professor category:  One (1) White female, One (1) Hispanic 
male, One (1) Other male 

• Eleven (11) diverse hires in the Assistant Professor category:  Five (5) White females; One (1) Black 
male; Three (3) Hispanic females and Two (2) Other males 

• Three (3) diverse hires in the Coaching category:  Three (3) White females 

• Eight (8) diverse hires in the Professional/Non-faculty category:  Four (4) White males; One (1) Black 
male;  Three (3) Hispanic females:  

• One (1) diverse hire in the Administrative Assistant category:  One (1) White female; 

• One (1) diverse hire in the Secretary 2 category:  One (1) Hispanic female 

• One (1) diverse hire in the Protective Service category:  One (1) Hispanic male 

In all, forty-nine (49) out of the seventy (75) hires (including Human Resources Administrator), or sixty-
five (65%), were either goal candidates or candidates from historically underrepresented groups 
including women.   

For this reporting period the university established twenty-nine (29) promotional goals and the 
university achieved nine (9) or the following goals:   

• In the Executive/Administrative category, the university met one (1) of one (1) promotional goal:  
One (1) White female. 

• In the Professor category, the university met four (4) of nineteen (19) promotional goals:  Three (3) 
White females and One (1) Other males. 

• In the Associate Professor category, the university met four (4) of six (6) promotional goals:  One (1) 
Black male; One (1) Black female and Two (2) Hispanic females. 

Of the thirty-one (31) promotions that occurred for this reporting period, nine (9) or twenty-nine (29%) 
percent met established reachable promotional goals.   

For a full explanation, see Section 46a-68-48, Goals Analysis. 
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1. In the Section 46a-68-48, Goals Analysis, the University evaluated its failure to meet goals, 
when the opportunity presented itself.  The University fully examined and addressed each goal 
and discussed the action taken in a detailed, searching and complete manner.  Upon 
examination, failure to meet goals resulted from goal candidates lacking requisite backgrounds, 
number of years of experience and/or specific skills and abilities deemed necessary for the 
performance of the job duties as compared to the non-goal candidate.  The evaluation 
determined that the effectiveness of the Affirmative Action Program was maintained despite 
the failure to meet goals when the opportunity presented itself.   

2. The University assessed the training opportunities afforded staff, as outlined in Section 46a-68-
42, Employment Process.  It was clear that staff availed themselves of a wide variety of training 
opportunities to meet their individual needs whether it was information technology courses to 
improve computer skills, in-service training for staff development, tuition reimbursement and 
tuition waivers for academic course work toward a degree, Human Resources workshops, such 
as supervision, evaluating employees, Family Medical Leave Act (FMLA), and Americans with 
Disability Act (ADA) or seminars and conferences to keep abreast of current trends in their 
disciplines. The numbers of staff participating in these training opportunities demonstrate the 
effectiveness of the Affirmative Action Program. 

3. The Affirmative Action Program Evaluation assessed how knowledgeable the President, Vice 
Presidents, Chief Officers, University Ombudsman, Deans, Directors, Academic and 
Administrative Department Chairs, and managers were regarding the Affirmative Action 
Program and their responsibility to assist in making it successful.  The results, included below, 
clearly indicate that all the above named are cognizant of their responsibility for the 
effectiveness of the Affirmative Action Program.   
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AFFIRMATIVE ACTION PROGRAM EVALUATION 

FOR MARCH 1, 2013 - FEBRUARY 28, 2014 
 

NAME: _________________________________________________ 

President, Vice Presidents, Ombudsman, Chief Officers, Deans, and Directors 

DIRECTIONS:  Please read each statement carefully before responding.  Your answers are requested in 
order to evaluate the Affirmative Action Program for this reporting period in accordance with Section 
46a-68-47 "Internal Program Evaluation" of the Regulations of Connecticut State Agencies. 

Please return completed questionnaire May 30, 2014 to:  Rosa Rodriguez, Chief Diversity Officer via 
email: Rosa.rodriguez@ccsu.edu. 

 YES NO 
1. I am familiar with the agency's affirmative action hiring, promotional and 

program goals and objectives. 
 

15 
 

 

2. I am aware of my responsibility to assist in reaching the affirmative action goals 
of the agency when an opportunity to hire and promote occurs.  
 

15 
 

 

3. I am aware of the Central Connecticut State University policy pertaining to Sexual 
Harassment and my responsibility to assure its implementation. 
 

15 
 

 

4. Affirmative action/equal opportunity policies, goals and objectives of the 
Affirmative Action Plan are distributed to all employees once a year through 
electronic mail and a hard copy to those employees who do not have access to 
electronic mail. 
 

14 
One 
left 

blank. 

 
 

5. I am aware of the grievance procedure relating to complaints of alleged 
discrimination. 

 

15 
 

 

6. I am aware of whom to contact for assistance with affirmative action concerns 
and issues.   

15 
 

 

NOTE:  Written comments regarding the plan are required under subsection (a) of Section 46a-68-47 
from the appointing authority and the affirmative action officer.  Deans, Directors, Academic and 
Administrative Department Chairs are encouraged to provide written comments. 

No written comments were submitted.   

mailto:Rosa.rodriguez@ccsu.edu.






























GOALS ANALYSIS 
March 1, 2013 through February 28, 2014 

All activity that was undertaken to achieve the hiring, promotion, upward mobility, and program goals, 
contained in the previous plan, is reported in this section of the Affirmative Action Plan (AAP).  Each goal 
is addressed separately, and the discussion of any action taken in furtherance thereof is detailed and 
complete.   

The University utilizes a search process to fill all positions in the executive/administrative, faculty, and 
professional/non-faculty occupational categories.  The search process comprises a significant part of the 
University’s affirmative action efforts.  The University employs the search process as a tool to help 
ensure that positions are filled in a non-discriminatory fashion and as a means of developing a 
representative pool of applicants and ultimately, a workforce, which is representative of the availability 
in the relevant labor markets for the disciplines.  The search process is governed by affirmative action 
principles and its overall purpose is to hire the most qualified person for the position.  Upon receipt of 
the applicant’s applications materials, a letter acknowledging the receipt of their application is sent to 
each applicant.  The data provided by the applicant through the Affirmative Action Online Applicant 
Cover Page is included in this section of the plan as a means of reporting the race and gender 
composition of each applicant pool. 

It is the responsibility of the Chief Diversity Officer (CDO) to oversee the search process.  Prior to the 
start of the search process, the hiring manager reviews the current job description for the position to 
ensure that it accurately reflects the duties and responsibilities, as well as the knowledge, skills and 
abilities (KSAs) for the position, and that the requirements are job-relevant.  To initiate the search 
process, a search committee chairperson is appointed and an affirmative action search plan is 
developed, including a list of proposed committee members and advertisement outlets.  In accordance 
with affirmative action policy, at least one member must be representative of a minority group.  Before 
the review of any applicant’s materials, the CDO or designee charges the entire search committee.   

During the charge to the search committee, the CDO apprises the committee of the established goals to 
be met and reminds the committee of their affirmative action responsibilities in the search process.  
Throughout the process, each committee must document its honest and good-faith efforts to remove 
any requirement that is a barrier and would have a disproportionate impact on members of 
underutilized groups; recruit a diverse pool of qualified applicants; carefully and thoroughly consider the 
credentials of each applicant; and consistently and fairly apply the same search criteria to each 
applicant.  The ODE must approve the composition of the search committee and the job announcement 
and advertisement outlets prior to the start of the search.  It must also approve the list of interviewees 
before interviews can be scheduled, as well as the list of the candidates recommended for hire prior to 
the offer being made.  Further, the committee is made aware of its responsibility to conduct all 
interviews in a fair and equitable manner.  See Supportive Materials.  (See Hiring Process website at 
http://www.ccsu.edu/page.cfm?p=4176.)  At the conclusion of the search, the committee will list the 
candidate(s) it recommends for hire based on the candidate’s qualifications.   

The ODE is also responsible for overseeing the selection process to fill positions in the classified 
occupational categories.  The Human Resources Office (HRO) pre-screens the applicant packages 
submitted in response to a job posting.  After a thorough review of the application materials to 
determine if the applicant has submitted all the necessary documents and meets the required 
experience and training or where applicable, are on a current state certification list, the HRO prepares a 
form (See Supportive Materials) listing all eligible candidates, which is forwarded to the hiring manager 
as well as the ODE.  This form includes the hiring goals for the particular occupational category.  The 
hiring manager reviews the materials sent by human resources, selects the candidates to be 
interviewed, and returns the completed form to the ODE for review and approval.  Upon receiving 
approval, the hiring manager can begin the interview process.  The hiring manager is responsible for 

http://www.ccsu.edu/page.cfm?p=4176
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conducting the interview process in a fair and equitable manner.  At the conclusion of the interview 
process, the hiring manager will make a recommendation for hire and complete the second form (See 
Supportive Materials), which is forwarded to the ODE for review and approval before it is submitted to 
the HRO. 

The University has made and will continue to make every good-faith effort to meet the established 
hiring, promotional, upward mobility, and program goals that were outlined in the relevant sections of 
the plan. 

HIRING 
The University posts all vacancies at http://www.ccsu.edu/HumanResources/jobs.html, in their 
respective occupational categories.  In addition, the University lists all unclassified vacancies in each 
occupational category at www.higheredjobs.com.  All classified vacancies in each occupational category 
are listed on the Department of Administrative Services website and shared with the CT Association for 
Diversity and Equity Professionals listserv. 

EXECUTIVE/ADMINISTRATIVE (EE01) 

GOALS: 

Short-Term Long-Term 

1 White Female  
2 Black Females  
1 Other Male  
1 Other Female  

1. HUMAN RESOURCE ADMINISTRATOR 1 

Selection: One (1) White Female as HR Administrator 1  

The agency achieved an affirmative action goal when this White female employee went from part-time 
to full-time within her own position during this reporting period.  There were no other candidates.  

The affirmative hiring goals for White females have been achieved.   

2. DEAN –SCHOOL OF EDUCATION AND PROFESSIONAL STUDIES  (C13-016) 

Selection:  One (1) White Male 

The University conducted a search to recruit for this Dean of the School of Education and Professional 
Studies (SEPS).  Advertisements and/or announcements were placed in the Chronicle of Higher 
Education; HigherEdJobs.com; Hispanic Outlook; and Diverse. 

Required Qualifications  

• Earned doctorate from an accredited school in one of the SEPS disciplinary areas 
• Distinguished record of teaching, scholarship, and leadership in the profession 
• Excellence in academic administration at the level of department chair or higher with a record of 

collaborative decision-making 
• Demonstrated commitment to public education and to professional accreditation standards 
• Evidence of effectiveness in supporting faculty as teachers and scholars 
• Successful experience working with multicultural communities and an active commitment to 

diversity 
• Excellent communication skills 

http://www.higheredjobs.com/
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Preferred Qualifications 

• Work experience and/or public service in schools or other professional settings 
• Development and administration of a successful magnet school 
• Program redesign and new program development in response to changing professional standards 

and emerging workforce needs 
• Fundraising through grants, gifts, and alumni development 
• Planning, budgeting, and fiscal management in a complex public and unionized organization 
• Development of extensive partnerships and strong collaborative relationships with public schools, 

including support for implementing new standards for student learning 
• Global, international, and multi-cultural programs 
• Recruitment and retention of diverse faculty, students, and staff 

Twenty-Five (25) individuals applied for this position:  Eleven (11) White males; Four (4) White females; 
Three (3) Black males; Four (4) Other males; and three (3) Unknown males. 

Fourteen (14) applicants were determined to be not qualified:  Seven (7) White males; Three (3) White 
females; Two (2) Other males; and Two (2) Unknown males.  These candidates either did not meet have 
the administrative leadership experience/scholarship or submitted incomplete applications.   

• Two (2) Other males, one (1) White female and two (2) Unknown males did not meet the 
administrative leadership experience.   

• Two (2) White females submitted incomplete applications.   

Four (4) applicants were found to be minimally qualified: One (1) White male; Two (2) Black males; and 
One (1) Unknown male.  These candidates meet the required qualifications but only two of the 
preferred qualifications.   

• The Unknown male met only the required qualifications and one preferred qualification; however, 
he did not have any budgeting experience, a critical function of this position.   

Seven (7) applicants were determined to be qualified and were considered finalists:  Three (3) White 
males; One (1) White female; One (1) Black male; and Two (2) Other males.  

One (1) White male was hired for the position.   

• The selected White male met the required qualifications and the following preferred qualifications 
including having collaborative relationships with schools, new program development and 
fundraising.  His commitment to teacher preparation programs was demonstrated by his strength 
and experience in special education, reading and autism.  He knows the CT State University (CSU) 
system and issues confronting the State of Connecticut as he has over 15 years of experience 
working at the University of Connecticut and Southern Connecticut State University as a professor 
and administrator.  He stated a clear vision of a strong assessment system with regard to teacher 
preparation.  During the interview, he demonstrated an understanding of social justice and the 
impact it has on teacher preparation.  In his interview responses, he demonstrated that he had a 
clear understanding of stakeholders and he has experience with fund raising.   

• The White female withdrew her application from consideration.   
• The first non-selected Other male met the required qualifications and the following preferred 

Qualifications: New program development and international program experience; however he did 
not have any knowledge regarding teacher preparation in the United States and did not have any 
familiarity with institutions as CCSU or any issues facing higher education in Connecticut.   
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• The second non-selected Other male met the required and two preferred qualifications; however 
during the telephone interview, his responses were disorganized and in some cases he failed to 
answer the question.  He also did not have the level of administrative and budget experience as the 
chosen candidate and his responses demonstrated that he did not have an understanding of the role 
of a dean.  

3. DEAN, SCHOOL OF ENGINEERING  AND TECHNOLOGY (C13-058) 

Selection:  One (1) White Male 

The University conducted a search to recruit for this Dean of the School of Engineering.  Advertisements 
and/or announcements were placed in the Chronicle of Higher Education; HigherEdJobs.com; Hispanic 
Outlook; and Diverse.  The Dean is responsible for the direction of teaching, research, development, and 
relations with the external professional community.  He or she is the chief academic officer of the 
School, reporting directly to the provost and Vice President for Academic Affairs.  The dean will have the 
opportunity to build on the dynamic momentum of the school, including enrollment growth, new faculty 
hires, expanded infrastructure, leveraging state resources, and improved fundraising.  The successful 
candidate is expected to have a record of collaborative decision-making, a high standard of professional 
integrity, and a strong sense of professional ethics. 

Required Qualifications 

• Earned doctorate from an accredited institution in one of the STEM disciplines 
• Progressively responsible administrative experience 
• Experience in the acquisition of external funding 
• Ability to establish and maintain relationships with stakeholders-e.g., students, faculty, alumni 
• Demonstrated interest in developing global, international, and multicultural programs and/or 

partnerships 
• Successful experience working with multicultural communities and an active commitment to 

diversity 
• Excellent communication and interpersonal skills 

Preferred Qualifications 

• Demonstrated commitment to enhancing the quality of undergraduate and graduate education and 
research 

• Distinguished record of teaching, scholarship and leadership in the profession 
• Evidence of effectiveness in supporting faculty as teachers and scholars 
• Demonstrated record of productive interaction with representatives of business and industry, 

community and state leaders, and legislators and officials at all governmental levels 
• Evidence of working with professional accrediting associations and demonstrated success in leading 

accreditation initiatives 
• Experience with planning, budgeting, and fiscal management in a complex public and unionized 

organization 
• Experience with program redesign and a new program development in response to emerging 

workforce needs 
• Experience in the recruitment and retention of diverse faculty, students, and staff 

Forty-seven (47) Individuals applied for this position including:  Twenty-seven (27) White males; Five 
(5) Black males; One (1) Hispanic male; Thirteen (13) Other males; One (1) Other females.  
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Thirty-Seven (37) applicants were determined to be not qualified:  Twenty-two (22) White males; 
Three (3) Black males; One (1) Hispanic male; Ten (10) Other males; and One (1) Other female.  These 
candidates either did not meet one or more required qualification or submitted incomplete applications.   

• Four of the ten Other males’ submitted incomplete applications; three (3) did not have 
progressively responsible administrative experience; one (1) did not have experience working with 
multicultural communities and did not address his commitment to diversity; and, one (1) did not 
address his ability to establish and maintain relationship with stakeholders and experience working 
with multicultural community nor his commitment to diversity; one (1) did not address his interest 
in developing, global, international multicultural programs and did not address his experience to 
working with multicultural communities nor commitment to diversity.   

• The Other female did not submit a complete application.   

Two (2) applicants were found to be minimally qualified:  One (1) White male; and One (1) Other male.   

• The Other male met the required but only two preferred qualifications including demonstrated 
commitment to enhancing the quality of undergraduate and graduate education and research and 
Experience with planning, budgeting, and fiscal management in a complex public and unionized 
organization. 

Eight (8) applicants were determined to be qualified and were considered finalists:  Four (4) White 
males; Two (2) Black males; and, Two (2) Other males.  These candidates met all required and three or 
more of the preferred qualifications.   

One (1) White male was hired for the position.   

• The selected White Male met all the required and five out of the eight preferred qualifications.  The 
candidate had an excellent professional presence.  He was a very good communicator and answered 
all questions in a clear and concise manner.  The candidate understood the focus of the University 
(i.e., teaching institution) and had a preliminary idea of the direction for the School of Engineering 
and Technology (discussed the possibility of integrating the STEM disciplines).  In regard to the 
school, he had knowledge of and experience with the existing disciplines and spoke to their 
respective importance.  The candidate was asked about his interest in CCSU and his desire to leave 
his present employer after a relatively short duration and his explanation regarding a change in 
leadership was straight forward and of a personal nature.  His references from this employer were 
outstanding.  Lastly, this candidate was the only candidate that visited campus that proactively 
interacted with student participants.  He also had experience working in a collective bargaining 
environment.   

• The first non-selected Other male met the required and five of the eight preferred qualifications,  
but when asked about his vision for the School of Engineering and Technology, he discussed the 
history of land grant institutions and how the education of “common people” was being neglected.  
He did not share any specific vision for the school.  The candidate focused on community 
engagement and the creation of social mobility but never gave any concrete examples related to the 
direction for the School of Engineering and Technology.  The candidate was articulate but he did not 
seem to be aware how his educational philosophy would impact the University or his leadership of 
the School of Engineering and Technology.  Additionally, the candidate had no experience with 
collective bargaining unions. 

• The second non-selected Other male met all the required and four out of the eight preferred 
qualifications; however, his lack of overall enthusiasm, possibly for the position, was evident.  For 
example, when asked about his vision for the School of Engineering and Technology, he offered little 
more than the continuation and improvement of our current programs.  Also, the candidate did not 
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demonstrate competency in dealing with difficult personnel issues and/or conflict management.  For 
example he used as an example dealing with faculty work load (not in great detail) but then 
proceeded to discuss the importance of shared governance, common goals, and working as a team. 

FACULTY 

A. PROFESSOR 

1 White Female 
1 Other Male 

No hires occurred in the Professor Category. 

B. ASSOCIATE PROFESSOR 

Short-Term Long-Term 

1 Black Female  
2 Hispanic Females  
1 Other Female  

1. ASSOCIATE PROFESSOR – COMPUTER ELECTRONICS & GRAPHICS TECH (C13-034)  

Selection: One (1) Other Female 

Forty-Three (43) individuals applied for this position including:  Ten (10) White males; Three (3) White 
females; Two (2) Black males; Two (2) Hispanic males; Twenty-Two (22) Other males; Three (3) Other 
females; and One (1) Unknown male.   

Twenty-Two (22) applicants were determined to be not qualified:  Five (5) White males; Fourteen (14) 
Other males; Two (2) Other females; and One (1) Unknown male.   

Eleven (11) applicants were found to be minimally qualified:  Three (3) White males; One (1) White 
female; One (1) Hispanic male and Six (6) Other males.   

Ten (10) applicants were determined to be qualified and were considered finalists:  Two (2) White 
males; Two (2) White females; Two (2) Black males; One (1) Hispanic male; Two (2) Other males; and 
One (1) Other female.  

This hire met an affirmative action goal for the University.  This hire achieved the goal set for Other 
Female in the Associate Professor category. 

2. ASSOCIATE PROFESSOR –MANUFACTURING AND CONSTRUCTION MANAGEMENT (C12-076)  

Selection:  One (1) White Male 

The University conducted a search to recruit for this Assistant Professor in Manufacturing and 
Construction Management.  Advertisements and/or announcements were placed in the Chronicle of 
Higher Education; HigherEdJobs.com; Hispanic Outlook; Diverse; Inside Higher Education; Associated 
Schools of Construction; ASEE Listserv and website; Academic Keys; ASCE ListServ and website; and 
ScholarlyHires.com . 

Required Qualifications  

• Ph.D. in Construction Management, Construction Engineering, Civil Engineering, Architectural 
Engineering or closely related disciplines (completion of the Ph.D. is required within two years) 

• Two years of full-time professional experience in the construction industry 
• Excellent oral and written communication skills 
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Preferred Qualifications  

• Bachelors or Master’s degree in Construction Management or Construction Engineering 
• Two years of teaching experience 
• Demonstrated ability or potential for guiding undergraduate and graduate students in applied 

research 
• Three years of construction industry experience in the U.S. 
• Proficiency in current construction industry computer applications software, particularly in BIM 

related software; or proficiency in engineering sciences (materials, surveying, etc.) 
• Current record of scholarly activities, research and publications 
• Professional certification or licensure 

Twenty-Five (25) individuals applied for this position including:  Eleven (11) White males; Two (2) Black 
males; Nine (9) Other males; and Three (3) Other females. 

Seven (7) applicants were determined to be not qualified:  Two (2) White males; Two (2) Other males; 
and Three (3) Other females.  These candidates did not meet the industry experience requirement; 
there were no goal candidates in the not qualified pool as the Other female goal was previously 
achieved.   

Nine (9) applicants were found to be minimally qualified:  Six (6) White males; and Three (3) Other 
males.  These candidates did not have US construction experience, limited (less than three) scholarly 
activity, and/or professional certification; there were no goal candidates remaining in the minimally 
qualified pool. 

Nine (9) applicants were determined to be qualified and were considered finalists:  Three (3) White 
males; Two (2) Black males; and Four (4) Other males.  

One (1) White male was hired for the position.   

The selected White male met all the required and five out of the seven preferred qualifications.  Based 
on his resume and his responses during interview, the committee determined that he had a superior 
background and experience in construction services, an area of need for the department.  His 
experiences with study abroad and distance learning would be an addition to the department.  He also 
has an excellent teaching record, having received an excellence in teaching award from his former 
institution and he has an extensive publication record.   

There were no goal candidates in the finalist pool; the Other female goal was met with C13-034 
search. 

3. ASSOCIATE PROFESSOR –ACCOUNTING  (C13-011)  

Selection:  One (1) White Male and One (1) Other Male as Associate Professors 

The University conducted a search to recruit for two Assistant/Associate Professors in Accounting.  
Advertisements and/or announcements were placed in the Chronicle of Higher Education; 
HigherEdJobs.com; Hispanic Outlook; Diverse; and Online web posting with American Accounting. 

Required Qualifications  

• Earned doctorate in Accounting or equivalent from an accredited university; ABD with a 2013 
expected completion date will be considered 

• Experience and/or teaching interest in accounting information systems and/or auditing; and, 
• Demonstrated commitment to excellence in teaching and scholarship 
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Preferred Qualifications  

• Professional certifications 

Twenty-Four (24) individuals applied for this position:  Four (4) White males; Three (3) White females; 
One (1) Black male; One (1) Black female; One (1) Hispanic male; Nine (9) Other males; and Five (5) 
Unknown males. 

Four (4) applicants were determined to be not qualified:  One (1) White male; One (1) White female; 
One (1) Hispanic male and One (1) Unknown male.  These candidates did not have an earned doctorate.  
There were no goal candidates in the not qualified pool.    

Five (5) applicants were found to be minimally qualified:  One (1) White male; One (1) White female; 
One (1) Black male and Two (2) Unknown males.  These candidates had had less than three publications 
or their degree was not in the required area.  There were no goal candidates in the minimally qualified 
pool.  

Fifteen (15) applicants were determined to be qualified and were considered finalists:  Two (2) White 
males; One (1) White female; One (1) Black female; Nine (9) Other males; and Two (2) Unknown males.   

One (1) White male and One (1) Other male were hired for the positions.  

• The selected White male received his Ph.D. from an AACSB accredited university in Italy with a 
concentration in finance and accounting.  He has been teaching the past five years, two years at the 
TOBB Economics and Technology University (Turkey) and three years at the Izmir University of 
Economics (Turkey).  He has taught in the areas of financial and managerial/cost accounting.  He can 
teach three of our core courses and one of our elective courses.  He also indicated the willingness to 
teach two other core classes:  auditing and accounting information systems.  He has shown that he 
has an active research agenda.  He has fourteen published articles in recent years and presented a 
couple of papers in recent years.  He demonstrated in his interview that he was articulate and 
knowledgeable in his area of expertise. 

• The selected Other male has a Ph.D. from an AACSB accredited university with a major field in 
management.  He is also a Certified Information Systems Auditor and he has taken the required 
accounting courses to take the CPA exam.  He has four years of teaching experience, one year at a 
university in Ohio and three years at University of Puerto Rico.  For the last three years, he has 
taught Accounting Information Systems.  Accounting information systems (AIS) is a core accounting 
class at CCSU; the department offers three sections every semester.  The department has been 
trying to hire someone to teach this course for the last two years with no success.  In addition, he 
can also teach one of the department’s electives, accounting applications.  His reference at 
University of Puerto Rico stated that he is a good colleague and is a contributing member of the 
department.  During the last few years, he has published articles in Information Technology 
Outsourcing, Advances in Management Information Systems and another paper in an Accounting 
journal has been accepted with revisions in Review of Business Information Systems.  He has also 
presented at the American Accounting Association’s Midyear Accounting meeting as well as at the 
Northeast Regional Meeting in the last few years.  He presented a paper during his interview 
presentation and the research was an offshoot of his dissertation on the topic of outsourcing 
controls.  Controls are one of the major issues in accounting.  He showed effective communication 
and presentation skills.  He has some work experience in Information technology, corporate finance 
and budgeting. 

• The non-selected Black female is ABD in Accounting from a non-research and non-accredited AACSB 
institution.  Her publication record did not demonstrate her effectiveness in research and 
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scholarship.  In addition her dissertation topic was not disclosed in her curriculum vitae and when 
asked about her topic, she could not relate it to the field of accounting.  She also had no teaching 
experience in accounting.   

• Three (3) Other males and one (1) Unknown male were offered and refused the position.  

There were no other goal candidates remaining in the pool. 

4. ASSOCIATE PROFESSOR –FINANCE (C13-014) 

Selection:  One (1) Hispanic Male 

The University conducted a search to recruit for this Assistant/Associate Professor in Finance.  
Advertisements and/or announcements were placed in the Financial Management Association website, 
American Association of Hispanics in Higher Education; Chronicle of Higher Education; 
HigherEdJobs.com; Hispanic Outlook; and, Diverse.  The successful candidate will teach undergraduate 
finance courses and contribute actively and effectively to student growth, service, and scholarship.  
Candidates are expected to be committed to multiculturalism and working with a diverse student body.   

Required Qualifications  

• Ph.D. in Finance or a related discipline (Finance ABD will be considered; the completion of the Ph.D. 
required by August 30, 2013) 

• A proven record of excellence in teaching finance courses 
• Commitment to serving culturally, ethnically and linguistically diverse communities 

Preferred Qualifications  

• Ph.D. from AACSB-accredited school 
• Business experience 
• Finance research 

Forty-One (41) individuals applied for this position including:  Nine (9) White males; Three (3) White 
females; Two (2) Black males; Two (2) Hispanic males; Eighteen (18) Other males; Six (6) Other females; 
and One (1) Unknown male. 

Twenty-Nine (29) applicants were determined to be not qualified:  Six (6) White males; Three (3) White 
females; Two (2) Black males; One (1) Hispanic male; Ten (10) Other males; Six (6) Other females; and 
One (1) Unknown male.  These candidates did indicate in their application materials a proven record of 
teaching excellence finance courses.  There were no goal candidates in the not qualified pool as the goal 
for Other female was previously achieved?   

Twelve (12) applicants were determined to be qualified and were considered finalists:  Three (3) White 
males; One (1) Hispanic male and Eight (8) Other males.  There were no goal candidates in the finalist 
pool. 

One (1) Hispanic male was hired for the position.   

The selected Hispanic male has completed his dissertation and is scheduled to graduate in August of 
2013.  He has taught financial management, money and capital markets, and principle of finance for 
engineers.  His student evaluations have been very good with an overall average of 4.33 out of 5.  The 
courses he has taught are the courses the department needs coverage of and he will be able to move 
into the curriculum seamlessly.  His teaching presentation was clear and well organized.  He has an 
active research agenda.  He has published two papers in The Global Journal of Finance and Economics 
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and Accounting Research Journal and is planning to submit another paper shortly.  His references speak 
highly of his research and teaching, as well as his excellent work ethic and pleasant demeanor.   

There were no goal candidates in the finalist pool. 

5. ASSOCIATE PROFESSOR – SOCIAL WORK (C13-052) 

Selection:  One (1) White Female 

The University conducted a search to recruit for Assistant Associate Professor in Social Work.  
Advertisements and/or announcements were placed in the NASW News; CSWE; Chronicle of Higher 
Education; HigherEdJobs.com; Hispanic Outlook; and Diverse.  The successful candidate will teach in a 
CSWE-accredited undergraduate social work program and contribute actively and effectively to student 
growth, service, and scholarship.  Additional responsibilities include coordinate and teach in the 
weekend social work program, academic advising, serving as field liaison, serving on academic 
committee assignments, community engagement, grant writing, and other department and academy 
service activities.  The accredited program has a strong teaching emphasis including a competency-
based education with a proactive stance valuing diverse and minority perspectives.  Candidates are 
expected to be committed to multiculturalism and working with a diverse student body.   

Required Qualifications 

• Ph.D. in Social Work or related field (Completion of the Ph.D. required by June 1, 2013) 
• Master’s degree in Social Work from a CSWE accredited university  
• Three years full-time post MSW social work direct practice experience 
• Commitment to serving culturally, ethnically and linguistically diverse communities 
• College teaching experience in a variety of foundation and practice courses such as Research 

Methods, Human Behavior and the Social Environment, Generalist Practice & Policy 

Preferred Qualifications 

• Demonstrated research, scholarship and publication 
• Communication and interpersonal skills sufficient to work effectively with a diverse array of students 

and colleagues 
• Experience in reaccreditation, student academic advising, committee assignments, professional 

development activities, and research and community service 

Seventeen (17) individuals applied for this position including:  Two (2) White males; Four (4) White 
females; Two (2) Black males; Three (3) Black females; Three (3) Hispanic females; One (1) Other male; 
One (1) Other female; and One (1) Unknown female.  

Ten (10) applicants were determined to be not qualified:  Two (2) White males; One (1) White female; 
One (1) Black male; Three (3) Black females; One (1) Hispanic female; One (1) Other male; and One (1) 
Other female.  These candidates either submitted incomplete applications or did not have teaching 
experience in social work.   

• The Hispanic female candidate submitted an incomplete application 
• Of the three (3) Black females, two (2) Black females did not have teaching experience in social 

work; the third Black female did not have the required full time teaching experience in social work.   

There were no other goal candidates in the not qualified pool as the goal for Other female had 
previously been achieved. 
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Seven (7) applicants were determined to be qualified and were considered finalists:  Three (3) White 
females; One (1) Black male; Two (2) Hispanic female; and One (1) Unknown female. 

One (1) White female was hired for this position. 

• The selected White female meets the required and preferred qualifications for the position.  She 
has 12 years of full-time teaching experience as an assistant professor in the Baylor University 
School of Medicine.  She also has been a co-principal investigator in the University of Texas, School 
of Public Health.  She was the Director of Social Work and a tenured associate professor at Grand 
Valley State University in Michigan.  She has worked at the federal level conducting trainings for the 
Maternal and Child Health Division of the U.S. Department of Health and Human Services.  She has a 
strong commitment and experience in working with diverse communities.  She has several 
publications and has conducted extensive presentations.  She is qualified to teach clinical practice, 
human behavior in the social environment, social work methods, research, and generalist practice in 
policy.  She was the only finalist that was eligible to be hired at the associate professor rank.   

• The first Hispanic female was hired as an assistant professor as she did not meet the requirements 
for the rank of associate professor.   

• The second non-selected Hispanic female met the required qualification for the position.  She was 
only qualified for an assistant professor level; therefore, she was not eligible to be hired in the 
associate professor rank. 

• The non-selected Unknown female declined an interview because she had accepted another 
position.   

6. ASSOCIATE PROFESSOR –MECHANICAL/MANUFACTURING (C13-020) 

Selection:  One (1) White Male 

The University conducted a search to recruit for this Assistant/Associate Professor in Manufacturing and 
Mechanical in the Engineering Department.  Advertisements and/or announcements were placed in the 
Chronicle of Higher Education; Mechanical Engineering Magazine; Society of Manufacturing Engineers 
Magazine; Postjobsnow.com; Engineering.academickeys.com; HigherEdJobs.com; Hispanic Outlook; and 
Diverse.   

The successful candidate is expected to develop and teach a variety of manufacturing and mechanical 
engineering and engineering technology courses, independently develop and run associated hands-on 
laboratory exercises, mentor undergraduate and graduate student research at all levels in the 
engineering and engineering technology programs, participate in assessment activities for all of EAC of 
ABET and ETAC of ABET accredited programs, actively engage in scholarly activity, and participate in 
service activities for the University, local community and professional organizations.  Candidates are 
expected to be committed to multiculturalism and working with a diverse student body.   

Required Qualifications  

• BS in Mechanical or Manufacturing Engineering and Ph.D. in Mechanical or Manufacturing 
Engineering or a closely related field by the date of appointment 

• Exceptional background in areas of manufacturing process design, analysis and optimization utilizing 
modern analysis and simulation software (including FEM) 

• Integration of CAD/CAM/CNC with CMM metrology and either rapid prototyping or reverse 
engineering 

• Two years of relevant full-time industrial experience in the related areas 
• Excellent communication and presentation skills 
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Preferred Qualifications  

• Experience with composite/plastics manufacturing, or additive manufacturing 
• Teaching experience in ABET accredited Mechanical and/or Manufacturing engineering or 

engineering technology programs 
• Expertise and experience to teach a broad range of manufacturing/mechanical engineering and 

engineering technology courses 
• Demonstrated record of outstanding teaching, advising, service, and significant scholarly activities; 

experience developing and/or maintaining laboratories; and experience working with industry and 
both undergraduate and graduate students in applied research  

• Record of successful externally funded research 
• A Professional Engineering (P.E.) license 

Forty (40) individuals applied for this position including:  Nineteen (19) White males; Two (2) White 
females; Two (2) Black males; One (1) Black female; One (1) Hispanic male; Eleven (11) Other males; 
Three (3) Other females; and One (1) Unknown male.   

Thirty (30) applicants were determined to be not qualified:  Thirteen (13) White males; Two (2) White 
females; Two (2) Black males; One (1) Black female; One (1) Hispanic male; Eight (8) Other males; Two 
(2) Other females; and One (1) Unknown male.  These candidates did not meet the required industrial 
experience or degree requirements, and one (1) submitted an incomplete application.  

• The Black female candidate did not meet the degree requirement.   

There were no other goal candidates in the not qualified pool as the Other female goal had previously 
been achieved. 

Three (3) applicants were found to be minimally qualified:  Three (3) Other males.  No goals in the 
minimally qualified pool.   

Seven (7) applicants were determined to be qualified and were considered finalists:  Six (6) White 
males; and One (1) Other female. 

One (1) White male was hired for this position. 

The selected White male candidate met the required and four out of the seven preferred qualifications.  
He also has over two years of industry-based experience and has over six year of full-time teaching 
experience.  In his teaching presentation, he demonstrated good teaching skills through a well-planned 
and timely delivered lecture that was supported with examples and interactive activities to 
communicate his points to the students.  He has a diverse industrial background in design and 
manufacturing engineering with experience with a variety of traditional equipment and new 
technologies, including solar and other green technologies.  He also has experience in computational 
applications in fields of mechanical engineering and he also has extensive experience in optimization 
and simulations.  In addition to delivering and teaching lecture-type courses, he also has experience with 
laboratory courses including working on projects involving students.  During his interactions with faculty 
and students, he also demonstrated good oral and interpersonal communications skills.   

There were no remaining goal candidates in the pool as the affirmative action goal for Other female 
has been met in search C13-034. 
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C. ASSISTANT PROFESSOR (including Instructors) 

Short-Term Long-Term 

2 White Females  
1 Black Male  
1 Black Female  
1 Hispanic Male  
1 Other Female  

1. ASSISTANT PROFESSOR BIOLOGY (C13-031) 

Selection: One (1) White Female 

One Hundred Fifteen (115) individuals applied for this position:  Fifty-Five (55) White males; Thirty-
Four (34) White females; One (1) Black male; Two (2) Black females; Two (2) Hispanic males; Two (2) 
Hispanic females; Seven (7) Other males; Eight (8) Other females; Three (3) Unknown males; and One (1) 
Unknown female.   

Forty-One (41) applicants were determined to be not qualified:  Eighteen (18) White males; Ten (10) 
White females; One (1) Black male; One (1) Black female; One (1) Hispanic female; Five (5) Other males; 
Four (4) Other females; and One (1) Unknown female.   

Fifty-Five (55) applicants were found to be minimally qualified:  Twenty-Five (25) White males; 
Nineteen (19) White females; One (1) Black female; One (1) Hispanic male; Two (2) Other males; Four (4) 
Other females; and Three (3) Unknown males.   

Nineteen (19) applicants were determined to be qualified and were considered finalists:  Twelve (12) 
White males; Five (5) White females; One (1) Hispanic male; and One (1) Hispanic female.  

One (1) White female was hired for this position.  This hire meets an affirmative action goal for the 
university; the first of two White female goals met. 

2. ASSISTANT PROFESSOR – PSYCHOLOGICAL SCIENCE  (C13-047) 

Selection: One (1) White Female 

Twenty-Two (22) individuals applied for this position:  Seven (7) White males; Eleven (11) White 
females; Three (3) Other females; and One (1) Unknown female.  

The following Eight (8) applicants were determined to be not qualified:  Three (3) White males; Three 
(3) White females; One (1) Other female; One (1) Unknown female.  

Eight (8) applicants were found to be minimally qualified:  Three (3) White males and Five (5) White 
females.  

Six (6) applicants were determined to be qualified and were considered finalists:  One (1) White male; 
Three (3) White females; and Two (2) Other females.  

A White female was hired for this position.  This hire met an affirmative action goal for the University.  
This hire achieved the second of two hiring goals set for White female in the Assistant Professor 
category.   
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3. ASSISTANT PROFESSOR – PHYSICS & EARTH SCIENCES (C13-046) 

Selection: One (1) Black Male 

Thirty-Four (34) individuals applied for this position:  Twelve (12) White males; Three (3) White 
females; Three (3) Black males; One (1) Black female; One (1) Hispanic male; Ten (10) Other males; 
Three (3) Other females; and One (1) Unknown male. 

Eight (8) applicants were determined to be not qualified:  Four (4) White males; One (1) White female; 
Two (2) Other males; and One (1) Unknown male.   

Twenty (20) applicants were found to be minimally qualified:  Seven (7) White males; One (1) White 
female; One (1) Black male; One (1) Hispanic male; Eight (8) Other males; and Two (2) Other females.  

Six (6) applicants were determined to be qualified and were considered finalists:  One (1) White male; 
One (1) White female; Two (2) Black males; One (1) Black female; and One (1) Other female.  

A Black male was hired for this position.   

This hire met an affirmative action goal for the University.  This hire achieved the goals set for Black 
male in the Assistant Professor category.   

4. ASSISTANT PROFESSOR–SOCIOLOGY (C12-077) 

Selection:  One (1) Black Female  

Seventy-Three (73) individuals applied for this position:  Twenty-Two (22) White males; Seventeen 
(17)White females; Three (3) Black males; Nine (9) Black females; Nine (9) Hispanic males; Two (2) 
Hispanic females; Five (5) Other males; Two (2) Other females; and Four (4) Unknown males. 

Sixty-Three (63) applicants were determined to be not qualified:  Twenty-One (21) White males; 
Fifteen (15) White females; Three (3) Black males; Seven (7) Black females; Five (5) Hispanic males; Two 
(2) Hispanic females; Four (4) Other males; Two (2) Other females; and Four (4) Unknown males. 

Five (5) applicants were found to be minimally qualified:  Two (2) White females; Two (2) Hispanic 
males; and One (1) Other male.  

Five (5) applicants were determined to be qualified and were considered finalists:  One (1) White 
male; Two (2) Black females; and Two (2) Hispanic males.  

A Black female was hired for this position.  This hire met an affirmative action goal for the University.  
This hire achieved the goal set for Black female in the Assistant Professor category. 

5. ASSISTANT PROFESSOR COMMUNICATION  (C13-033) 

Selection:  One (1) Other Female 

Twenty (20) individuals applied for this position:  Seven (7) White males; Two (2) White females; Two 
(2) Black females; Five (5) Other males; and Four (4) Other females.   

Nine (9) applicants were determined to be not qualified:  Five (5) White males; Three (3) Other males; 
and One (1) Other female.   

Six (6) applicants were found to be minimally qualified:  One (1) White male; Two (2) White females; 
One (1) Black female; One (1) Other male; and One (1) Other female.   

Five (5) applicants were determined to be qualified and were considered finalists: One (1) White male; 
One (1) Black female; One (1) Other male; and Two (2) Other females.   
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This hire met an affirmative action goal for the University.  This hire achieved the goal set for the 
Other Female in the Assistant Professor category.  

The only unmet hiring goal in the Assistant Professor category is Hispanic male. 

6. ASSISTANT PROFESSOR—GEOGRAPHY  (C13-018) 

Selection:  One (1) White Male 

Central Connecticut State University’s Geography Department invited applications for a tenure-track 
Assistant Professor in geography/tourism or hospitality beginning fall 2013.  The successful candidate 
will have expertise in Tourism Geography with complementary interests in Hospitality and Cultural 
Geography.  The candidate will teach introductory and advanced level courses in geography, tourism 
and/or hospitality, mentor students, supervise graduate theses and interns, and contribute to 
department’s outreach activities.  A strong commitment to teaching and an active program of research 
and publication are expected.  Candidates are expected to be committed to multiculturalism and 
working with a diverse student body.   

Required Qualifications  

• Ph.D. in geography or tourism/recreational studies (For ABD’s, Ph.D. must be completed within one 
year of hire.) 

• Teaching experience in geography/tourism/hospitality 
• Ability to teach introductory and advanced level courses in geography/tourism/hospitality; and, 
• Practical/outreach experience in tourism/hospitality 

Preferred Qualifications  

Ph.D. in geography or tourism/recreation with complementary interest in hospitality and college 
teaching experience 

Twenty-Two (22) individuals applied for this position:  Six (6) White males; Six (6) White females; Three 
(3) Hispanic males; Two (2) Other males; One (1) Other female; and Four (4) Unknown males. 

Seven (7) applicants were determined to be not qualified:  Three (3) White males; Two (2) White 
females; and Two (2) Other males.  These candidates did not meet the educational degree requirement.  
There were no goal candidates in the not qualified pool as all goals for the category had been achieved 
expect for one (1) Hispanic male goal.   

Ten (10) applicants were found to be minimally qualified:  Two (2) White males; One (1) White female; 
Three (3) Hispanic males; and Four (4) Unknown males.  These candidates did not have a complimentary 
focus in hospitality or they had no teaching experience in tourism or hospitality.   

• Two (2) Hispanic males and two (2) Unknown male had no teaching experience in tourism or 
hospitality. 

• One (1) Hispanic male and two (2) Unknown males did not have a complimentary focus in 
hospitality.  

There were no other goal candidates in the minimally qualified pool. 

Five (5) applicants were determined to be qualified and were considered finalists:  One (1) White male; 
Three (3) White females; and One (1) Other female.  There were no goal candidates in this finalist pool, 
as goals for White female and Other female had previously been achieved.   

Initially an offer was made to a White female candidate who declined the offer. 
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A White male was hired for the position.   

The selected White male is a Ph.D. candidate in Geography and is expected to complete his degree by 
August 2013.  He has six years of college level teaching experience including teaching courses in world 
regional geography, physical and cultural geography.  Additionally he has conducted field work 
experience in Australia and New Zealand and has first-hand experience in tourism and hospitality 
practice.  He has a modest publication record with three manuscripts under review and has six 
conference presentations. 

There were no goal candidates in the pool as the only remaining goal was for Hispanic male. 

7. ASSISTANT PROFESSOR – SOCIAL WORK (C13-052) 

Selection:  One (1) Hispanic Female 

The University conducted a search to recruit for Assistant Professor in Social Work.  Advertisements 
and/or announcements were placed in the NASW News; CSWE; Chronicle of Higher Education; 
HigherEdJobs.com; Hispanic Outlook; and Diverse.  The successful candidate will teach in a CSWE-
accredited undergraduate social work program and contribute actively and effectively to student 
growth, service, and scholarship.  Additional responsibilities include coordinate and teach in the 
weekend social work program, academic advising, serving as field liaison, serving on academic 
committee assignments, community engagement, grant writing, and other department and academy 
service activities.  The accredited program has a strong teaching emphasis including a competency-
based education with a proactive stance valuing diverse and minority perspectives.  Candidates are 
expected to be committed to multiculturalism and working with a diverse student body.   

Required Qualifications 

• Ph.D. in Social Work or related field (Completion of the Ph.D. required by June 1, 2013) 
• Master’s degree in Social Work from a CSWE accredited university with individuals, families and 

groups 
• Three years full-time post MSW social work direct practice experience 
• Commitment to serving culturally, ethnically and linguistically diverse communities 
• College teaching experience in a variety of foundation and practice courses such as Research 

Methods, Human Behavior and the Social Environment, Generalist Practice & Policy 

Preferred Qualifications 

• Demonstrated research, scholarship and publication 
• Communication and interpersonal skills sufficient to work effectively with a diverse array of students 

and colleagues 
• Experience in reaccreditation, student academic advising, committee assignments, professional 

development activities, and research and community service 

Seventeen (17) individuals applied for this position:  Two (2) White males; Four (4) White females; Two 
(2) Black males; Three (3) Black females; Three (3) Hispanic females; One (1) Other male; One (1) Other 
female; and One (1) Unknown female.  There were no goal candidates in this applicant pool as all goals 
in the category had been achieved with the exception of one Hispanic male goal. 

Ten (10) applicants were determined to be not qualified:  Two (2) White males; One (1) White female; 
One (1) Black male; Three (3) Black females; One (1) Hispanic female; One (1) Other male; and One (1) 
Other female.  These candidates either submitted incomplete applications or did not have teaching 
experience in social work.  No goal candidates remained in this pool.   
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Seven (7) applicants were determined to be qualified and were considered finalists:  Three (3) White 
females; One (1) Black male; Two (2) Hispanic females; and One (1) Unknown female. 

One (1) Hispanic female was hired for this position.   

The selected Hispanic female met the required qualifications for the position.  She has over fifteen years 
of clinical background and has served as an adjunct professor at Smith College and Central Connecticut 
State University over the past three years.  She is qualified to teach in the clinical practice area as well as 
human behavior in the social environment.  She has a strong commitment and experience in working 
with diverse communities.  She has conducted a number of clinical presentations, but has no 
publications. 

There are no goal candidates in the finalist pool.  The affirmative action goals for White females (C13-
031 & C13-047), Black male (C13-046) and Other female (C13-033) have been met; there were no 
other goal candidates in the finalist pool. 

8. ASSISTANT PROFESSOR –MANUFACTURING AND CONSTRUCTION MANAGEMENT (C12-076)  

Selection:  One (1) Other Male and One (1) White male was hired as an Associate Professor (see 
Associate Professor Category)  

The University conducted a search to recruit for this Assistant Professor in Manufacturing and 
Construction Management.  Advertisements and/or announcements were placed in the Inside Higher 
Education (web); Associated Schools of Construction (web); ASEE ListServ and website; 
ScholarlyHires.com; Academic Keys (web); ASCE ListServ and website; Chronicle of Higher Education; 
HigherEdJobs.com; Hispanic Outlook; and Diverse. 

The successful candidate’s primary responsibilities include teaching undergraduate and graduate 
courses that may include construction engineering (materials, structural analysis and surveying), 
construction site operations (superintendency or safety), and construction graphics (including 
CAD/BIM).  Other responsibilities include developing and sustaining a research agenda, publishing 
professional papers and applying for grants; assisting in curriculum development that meets American 
Council of Construction Education (ACCE) standards; student recruitment/retention activities; advising 
and job placement; participating and leading service activities for the university and local community.  
Candidates are expected to be committed to multiculturalism and working with a diverse student body.   

Required Qualifications 

• Ph.D. in Construction Management, Construction Engineering, Civil Engineering, Architectural 
Engineering or closely related disciplines (completion of the Ph.D. is within two years of hire) 

• Two years of full-time professional experience in the construction industry 
• Excellent oral and written communication skills 

Preferred Qualifications  

• Bachelors or Master’s degree in Construction Management or Construction Engineering 
• Two years of teaching experience 
• Demonstrated ability or potential for guiding undergraduate and graduate students in applied 

research 
• Three years of construction industry experience in the U.S 
• Proficiency in current construction industry computer applications software, particularly in BIM 

related software; or proficiency in engineering sciences (materials, surveying, etc.) 
• Current record of scholarly activities, research and publications 
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• Professional certification or licensure 

Twenty-Five (25) individuals applied for this position:  Eleven (11) White males; Two (2) Black males; 
Nine (9) Other males; and Three (3) Other females.  No goal candidates remained in this applicant pool.   

Seven (7) applicants were determined to be not qualified:  Two (2) White males; Two (2) Other males; 
and Three (3) Other females.  These candidates did not meet the industry experience requirement; no 
goal candidates remained in this pool.     

Nine (9) applicants were found to be minimally qualified:  Six (6) White males; and Three (3) Other 
males.  These candidates did not have US construction experience, limited (less than three) scholarly 
activity, and/or professional certification.  No goal candidates remained in this pool. 

Nine (9) applicants were determined to be qualified and were considered finalists:  Three (3) White 
males; Two (2) Black males; and Four (4) Other males.  

One (1) Other male was hired for this position. 

The selected Other male met the required and five of the seven preferred qualifications.  He has a Ph.D. 
in Construction Management and over four years of teaching experience in this area.  He also has over 
10 years of work experience in building information modeling, an area of need for the department.  His 
teaching demonstration was rated highly by the students.  Additionally he has some distance learning 
experience, an area that the department is planning on pursuing.  He has five peer-reviewed journals, 10 
peer-reviewed publications and 12 presentations.   

The affirmative action goal for Black male has already been met in search C13-046 and there are no 
other goal candidates in the finalist pool.   

9. ASSISTANT PROFESSOR MATHEMATICAL SCIENCE (C13-021) 

Selection:  One (1) White Male 

The University conducted a search to recruit for this Assistant in Geography.  Advertisements and/or 
announcements were placed in the National Council of Teachers of Mathematics; eMath.com; Chronicle 
of Higher Education; HigherEdJobs.com; Hispanic Outlook; and Diverse.  The successful candidate will 
demonstrate a strong commitment to teaching in the undergraduate and graduate mathematics 
education programs and in the sixth year program, maintaining a commitment to continued scholarship 
in mathematics education, as well as service to the university and the profession.  Candidates are 
expected to be committed to multiculturalism and working with a diverse student body.   

Required Qualifications  

• An earned doctorate in Mathematics Education or with a specialization in mathematics education 
(Completion by the spring of 2016) 

• Two-years of full-time teaching experience (or equivalent) at the K-12 level 

Preferred Qualifications  

• Five years’ experience teaching mathematics at the K-12 level 
• Experience with technology in the classroom 
• Experience teaching at the college level 

Twenty-Five (25) individuals applied for this position:  Five (5) White males; Five (5) White females; 
Seven (7) Black males; One (1) Black female; One (1) Hispanic male; One (1) Other male; Three (3) Other 
females; and Two (2) Unknown females.   
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Fifteen (15) applicants were determined to be not qualified:  Four (4) White males; One (1) One 
female; Five (5) Black males; One (1) Black female; One (1) Hispanic male; One (1) Other male; One (1) 
Other female; and One (1) Unknown female.  These candidates either did not meet the degree 
requirement or did not have the K-12 teaching experience. 

• The non-qualified Hispanic male candidate did not meet the required two years of full-time K-12 
teaching experience. 

No minimally qualified candidates were identified.   

Ten (10) applicants were determined to be qualified and were considered finalists:  One (1) White 
male; Four (4) White females; Two (2) Black males; Two (2) Other females; and One (1) Unknown 
female.   

One (1) White male was hired for this position.   

The selected White male met the required and preferred qualifications.  He has eight years of college 
and university level teaching experience.  He has a good scholarly record with the publication of two 
book chapters, four articles and three recent publications.  He has taught at culturally and ethnically 
diverse high schools and colleges.   

The affirmative action goals for White females (C13-031 & C13-047), Black male (C13-046) and Other 
female (C13-033) have been met; there were no other goal (Hispanic male) candidates in the finalist 
pool. 

10. ASSISTANT PROFESSOR – ENGINEERING (C13-026) 

Selection: One (1) White Male  

The University conducted a search to recruit for this Assistant in Civil Engineering.  Advertisements 
and/or announcements were placed in the ASCE Career Connections; HigherEdJobs.com; Chronicle of 
Higher Education; Hispanic Outlook; Engineering.academickeys.com; S of E & T, ASCE-CT section of 
newsletter; and University career services sites hosted by U. CT, U. Mass, ASU, UTEP, U. Texas, U. NM, U. 
Cal., etc.  Candidates are expected to be committed to multiculturalism and working with a diverse 
student body.   

Required Qualifications 

• Earned B.S. in Civil Engineering, and Ph.D. in Civil Engineering or engineering in a field closely related 
to Civil Engineering (with documented completion by June  15, 2013) 

• Minimum three years of combined professional practice and/or college teaching experience, 
including two full-time years of industry or government professional practice 

• Graduate work and experience with an emphasis in environmental engineering.  Exemplary and 
effective oral and written communications skills 

• Commitment to serving culturally, ethnically and linguistically diverse communities 

Preferred Qualifications  

• Experience and skills required to teach water and wastewater treatment, waste management, and 
groundwater protection components within environmental engineering courses 

• Education and experience required to teach at least one of the following undergraduate courses: 
hydraulic engineering, soil mechanics, foundation design, and hydrology 

• Discipline related scholarly activity, externally funded research, and participation in professional 
organizations 

• Successful teaching experience in an ABET accredited engineering program  
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• Demonstrated progress toward obtaining Professional Engineering licensure, or completion of 
licensure 

Forty (40) individuals applied for this position:  Thirteen (13) White males; Two (2) White females; 
Three (3) Black males; Nineteen (19) Other males; Two (2) Other females; and One (1) Unknown female.  
There were no goal candidates in this applicant pool. 

Thirty Four (34) applicants were determined to be not qualified:  Twelve (12) White males; Two (2) 
White females; Three (3) Black males; Fourteen (14) Other males; Two (2) Other females; and One (1) 
Unknown female.  These candidates either did not meet the degree or experience requirement.  No goal 
candidates remained in the not qualified pool.   

Two (2) applicants were found to be minimally qualified:  Two (2) Other males.  These candidates did 
not have a professional engineering license.  No goal candidates remained in this pool.   

Four (4) applicants were determined to be qualified and were considered finalists: One (1) White male; 
and Three (3) Other males.  

One (1) White male was hired for this position.   

The selected White male met the required qualifications and additionally has Professional (PE) license.  
He had published five peer-reviewed journals.  He has over eight years of part-time teaching experience 
at the University of Connecticut.  Based on his education and experience he can teach 12 of the 18 
major requirement courses of the major.  He passed the PE exam and his industry civil engineering 
experience will allow him to complete the exam for the CT professional engineering licensure.  During 
his teaching demonstration, he displayed clear and understandable teaching style.  All his references 
provided positive information about the candidate’s qualifications.   

There were no other goal candidates in the applicant pool.   

11. ASSISTANT PROFESSOR THEATER (C13-029) 

Selection:  One (1) Hispanic Female 

The University conducted a search to recruit for this Assistant in Theatre.  Advertisements and/or 
announcements were placed in the Backstage.com; Chronicle of Higher Education; HigherEdJobs.com; 
Hispanic Outlook; and Diverse.  The successful candidate will teach undergraduate classes in Theatre 
Design, will design for the Mainstage Season of four plays and contribute actively and effectively to 
student growth, service, and scholarship.  Candidates are expected to be committed to multiculturalism 
and working with a diverse student body.   

Required Qualifications 

• MFA in Theatrical Design or related discipline.  The completion of the MFA is required by May 2013 
• Theatrical design experience in either scenery or costume and knowledge in the other area 
• Commitment to serving culturally, ethnically and linguistically diverse communities 

Preferred Qualifications  

• College teaching experience 

Fifty-Five (55) individuals applied for this position including:  Eighteen (18) White males; Twenty-Five 
(25) White females; One (1) Hispanic male; Two (2) Hispanic females; Two (2) Other males; Four (4) 
Other females; Two (2) Unknown males; and One (1) Unknown female.   
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Forty-Three (43) applicants were determined to be not qualified:  Fifteen (15) White males; Eighteen 
(18) White females; One (1) Hispanic male; One (1) Hispanic female; Two (2) Other males; Three (3) 
Other females; Two (2) Unknown males; and One (1) Unknown female.  These candidates either did not 
have the set or costume experience or submitted incomplete applications.   

• The Hispanic male and the two (2) Unknown males did not have costume experience.   

Six (6) applicants were found to be minimally qualified:  Two (2) White males; Three (3) White females; 
and One (1) Other female.  These candidates did not have experience at a professional level.  No goal 
candidates remained in this pool.    

Six (6) applicants were determined to be qualified and were considered finalists:  One (1) White male; 
Four (4) White females; and One (1) Hispanic female.  

One (1) Hispanic female was hired for this position.   

The selected Hispanic female candidate met the required and preferred qualifications.  She has eight 
years of part-time teaching experience and over 10 years as a theatrical designer in over 50 theater 
productions.  Based on her responses, she will study how to make her work fit the program, having 
described how she has accomplished this at several other educational settings in which she tailored her 
curriculum to the specific needs of the student population.  She had a good design portfolio 
representing several different theatrical styles and a mixture of professional and academic settings.  
Additionally her experience with interior design could be an asset to the program as she could weave 
those skills into the student’s portfolio and increase their marketability after graduation.  She has great 
drafting skills and experience in teaching them with the ability to do traditional as well as computer 
assisted drafting.  These skills are already included in the department’s curriculum and would need to be 
taught in the next academic year.  Her Costume designs were very detailed with clearly defined palettes 
of color as well as material swatches, both of which were revealed in her renderings.  She had previously 
worked on the West Coast in costume design and her limited professional contacts locally mean it could 
take a while before her professional contacts were of value to the students.   

A White female was offered the positions but she declined the offer.   

The affirmative action goals for White females were met in searches (C13-031 and C13-047); no other 
goals remained in the finalist pool.   

12. ASSISTANT PROFESSOR CHEMISTRY & BIOCHEMISTRY (C13-032) 

Selection:  One (1) White Female 

The University conducted a search to recruit for this Assistant in Chemistry and Biochemistry.  
Advertisements and/or announcements were placed in the Chemical and Engineering News; and 
HigherEdJobs.com.  The successful candidate will teach undergraduate biochemistry lecture and lab 
courses as well as other courses as required and contribute actively and effectively to student growth, 
service, and scholarship.  Candidates are expected to be committed to multiculturalism and working 
with a diverse student body.   

Required Qualifications 

• Ph.D. in chemistry, biochemistry, biophysics, or a related discipline by August 2013 
• Ability to teach undergraduate biochemistry lecture and lab courses 
• Commitment to serving culturally, ethnically and linguistically diverse communities  
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Preferred Qualification:  Research appropriate for work with undergraduate chemistry and biochemistry 
majors.  

Eighty-Three (83) individuals applied for this position:  Twenty-Four (24) White males; Nine (9) White 
females; Four (4) Black males; Two (2) Black females; Two (2) Hispanic males; Thirty-Four (34) Other 
males; and Eight (8) Other females.  

The following Forty-Three (43) applicants were determined to be not qualified:  Thirteen (13) White 
males; Three (3) White females; Two (2) Black males; Two (2) Hispanic males; Twenty (20) Other males; 
and Three (3) Other females.  The non-qualified candidates either did not submit complete applications 
or did not meet the educational requirement. 

• The first Hispanic male did not submit a complete application 
• The second Hispanic male did not meet the educational requirement; his field (Pharmacology) was 

not closely related.   

Twenty-Nine (29) applicants were found to be minimally qualified:  Eight (8) White males; Two (2) 
White females; One (1) Black male; Two (2) Black females; Twelve (12) Other males; and Four (4) Other 
females.  These candidates did not have appropriate teaching and/or research for a predominantly 
undergraduate institution meaning their research would require laboratory facilities that CCSU does not 
own; no goal candidates remained in the pool.   

Eleven (11) applicants were determined to be qualified and were considered finalists:  Three (3) White 
males; Four (4) White females; One (1) Black male; Two (2) Other males; and One (1) Other female.   

One (1) White female was hired for this position.   

The selected White female met the required and preferred qualifications.  She stated a strong desire to 
work and teach at a predominantly undergraduate institution.  Her research interests align with the 
current department’s holdings.  For her teaching demonstration, she received high ratings from students 
who indicated the seminar was engaging. 

The affirmative action goals for White female (C13-0131 & C13-047), Black male (C13-046.) and Other 
female (C13-033) have been met; there were no other goals candidates in the finalist pool. 

13. ASSISTANT PROFESSOR – CRIMINOLOGY (C13-036) 

Selection:  One (1) White Female and One (1) White Male 

The University conducted a search to recruit for two Assistant Professors in Criminology & Criminal 
Justice.  Advertisements and/or announcements were placed in the American Society of Criminology; 
Chronicle of Higher Education; HigherEdJobs.com; Hispanic Outlook; and Diverse.  The Criminology 
Department’s mission is to lead the state of Connecticut in the creation and dissemination of 
theoretical, scientific, and practical knowledge of Criminal Justice and is a growing multi-disciplinary 
department offering a B.A. in Criminology and an M.S. in Criminal Justice.  Candidates are expected to 
be committed to multiculturalism and working with a diverse student body.   

Required Qualifications 

• A doctorate in criminology/criminal justice or related field at the time of appointment; areas of 
specialization are open.  ABD considered if the completion of the Ph.D. is by January 15, 2014.  (A 
J.D. is not considered a terminal degree for these positions) 

• Demonstrated commitment to serving culturally, ethnically and linguistically diverse communities 
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Preferred Qualifications  

• University teaching experience 
• A record of scholarly activity (e.g., publications and presentations at professional conferences 
• Evidence of university and professional service, especially with underserved populations 

Forty-Two (42) individuals applied for this position:  Sixteen (16) White males; Eleven (11) White 
females; Six (6) Black males; One (1) Black female; One (1) Hispanic male; One (1) Hispanic female; Two 
(2) Other males; Two (2) Other females; and Two (2) Unknown males.   

Fourteen (14) applicants were determined to be not qualified:  Six (6) White males; Four (4) White 
females; Three (3) Black males; and One (1) Other female.  These candidates did not meet the degree 
requirement or failed to address their commitment to serving a diverse university community.  No goal 
candidates remained in this pool.  

Sixteen (16) applicants were found to be minimally qualified:  Eight (8) White males; Four (4) White 
females; Two (2) Black males; One (1) Other female; and One (1) Unknown male.  These candidates 
either did not articulate their research agenda; their area of interest or expertise was not in an area 
needed by the department and/or their teaching was limited to one or two courses.   

• The minimally qualified Unknown male candidate’s research agenda was not articulated in his 
application materials and there was no record of empirical research in criminology; no other goal 
candidates remain.     

Twelve (12) applicants were determined to be qualified and were considered finalists:  Two (2) White 
male; Three (3) White females; One (1) Black male; One (1) Black female; One (1) Hispanic male; One (1) 
Hispanic female Two (2) Other males; and One (1) Unknown male.   

One (1) White female and One (1) White male were hired for this position.   

• The selected White female met the required and preferred qualifications.  This candidate was highly 
ranked by the committee based on her resume, and during the phone interview this candidate 
provided highly rated responses to all of the questions.  For example, when asked what interested 
her in our department, she cited specific characteristics of the department that fit with her interests 
such as opportunities to work with graduate students and the areas of similarity between her 
research areas and those of the current faculty.  Her ideal balance between teaching and research is 
consistent with the department and she indicated the use of her research to inform her teaching.  
When asked about her research, she discussed applied projects as well as basic research and 
projects that could involve students.  When asked about experience incorporating multi-cultural 
diversity in teaching/research she discussed both, describing her consideration of diversity in 
classroom lectures and assignments, and her research with culturally informed survey items and 
culturally diverse populations.  During her on-campus interview she conducted a presentation in 
order to evaluate her teaching and research.  The presentation was attended by members of the 
search committee and other faculty.  The committee found the quality of the candidate’s teaching 
to be very good:  It was observed that she was able to engage the students and to elicit question 
and participation from those present.  She appeared to have sound knowledge of the theory and 
research she was presenting and was able to fully answer faculty questions about the project.   

• The selected White male met the required and preferred qualifications for the position.  This 
candidate was highly ranked by the committee based on his resume and during the phone 
interview; he provided complete responses with examples.  For example when asked what 
interested him in our department, he cited specific characteristics of the department that fit with his 
interests including the blend of teaching, research, and service expected, size of faculty and greater 
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opportunities to conduct research that is currently available at his current institution.  When asked 
about his research, he discussed ongoing projects and described opportunities that could involve 
students.  When asked about experience incorporating multicultural diversity in teaching/research, 
he described teaching a course in cultural diversity in the criminal justice and integrating modules on 
race, class, and gender throughout all of his courses.  During his on-campus interview, he conducted 
a presentation which was attended by members of the search committee, other faculty and 
students.  They found the quality of the candidate to be very good:  it was observed that his style 
was engaging and energetic and he generated a number of questions from students and faculty 
which he fully addressed.  The content of his presentation reflected a high level of mastery of the 
theory and research and was consistent with the expectations of a methodologically sound research 
project.   

• The non-selected Hispanic male’s resume indicated that he met the required and some preferred 
qualifications for the position; however, during the phone interview this candidate did not compare 
to those brought on campus.  Candidate’s responses to three questions were concerning to the 
committee.  When asked what interested the candidate in CCSU, his response was that it was close 
by as he lived 20 minutes away.  He also stated to the committee that he could “develop us” and/or 
“mentor us” because he’s run a department in the past.  Although, experientially this might be an 
asset, he would be coming in as a junior faculty member and not in a position to “develop faculty” 
members in this way.  It was a disconnected answer for the position of assistant professor.  The 
number one concern for the committee is that the candidate is not currently actively engaged in 
research, a key function of the position at CCSU and the Department.  

• The non-selected Unknown male met the required qualifications.  Although this candidate was 
highly ranked by the committee based on his resume, the committee was concerned about his 
overall presentation during the interview.  He provided unusually brief and undeveloped responses 
and had to be prompted by the committee to say more.  The committee was also concerned about 
this candidate’s responses to three out of the six questions asked of candidates.  1. When asked 
about what appeals to you about working in Central Connecticut he was unable to provide any 
specific characteristic.  2.  When asked about strategies to engage difficult or unmotivated students, 
he could not articulate a specific approach and instead cited general qualities for teaching such as 
being accessible and available to students through e-mail.  3. When asked about his experience in 
incorporating multi-cultural diversity, he indicated that he has taught students who couldn’t write 
English but did not describe how this incorporates diversity into his teaching. 

A Black female was offered the position but declined the offer. 

The affirmative action goals for White females (C13-031 & C13-047), Black male (C13-046), Black 
female (C12-077), Other female (C13-033) have been met. 

14. ASSISTANT PROFESSOR GEOGRAPHY (C13-041) 

Selection:  One (1) Other Male 

The University conducted a search to recruit for this Assistant in Geography.  Advertisements and/or 
announcements were placed in the AAG Newsletter; American Association of Hispanics in Higher 
Education; The Journal of Blacks in Higher Education; Black Issues in Higher Education; Chronicle of 
Higher Education; HigherEdJobs.com; and Hispanic Outlook. 

Central Connecticut State University’s Geography Department invited applications for a tenure-track 
Assistant Professor in Geography (GIS) beginning fall 2013.  The successful candidate will teach 
undergraduate and graduate courses in Geospatial Sciences (GIS & GPS) and contribute actively and 
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effectively to student growth, service, and scholarship.  Candidates are expected to be committed to 
multiculturalism and working with a diverse student body.   

Required Qualifications 

• Ph.D. in Geography or Geosciences or a related discipline.  For ABD’s, Ph.D. must be completed 
within one year of hire 

• Ability to teach introductory and Advanced level courses in GIS/Geospatial Science 
• Practical Outreach experience in GIS Applications 
• Commitment to serving culturally, ethnically and linguistically diverse communities 

Preferred Qualifications  

• Ph.D. in Geography with Specialization in GIS or Geo-spatial science 
• College teaching experience 

Sixty-Five (65) individuals applied for this position:  Eighteen (18) White males; Three (3) White 
females; One (1) Hispanic male; Thirty-Two (32) Other males; Nine (9) Other females; and Two (2) 
Unknown males. 

Thirty-Two (32) applicants were determined to be not qualified:  Seven (7) White males; One (1) White 
female; One (1) Hispanic male; Nineteen (19) Other males; and Four (4) Other females.  These 
candidates either submitted incomplete applications or did not meet the degree requirement.   

• The not qualified Hispanic male candidate did not submit a complete application.   

Twenty-Eight (28) applicants were found to be minimally qualified:  Ten (10) White males; Two (2) 
White females; Eleven (11) Other males; Four (4) Other females; and One (1) Unknown male.  The 
minimally qualified applicants either were ABD or they did not meet any of the preferred qualifications.  

• The minimally qualified Unknown male was ABD.  He also met only the required but none of the 
preferred qualifications.   

Five (5) applicants were determined to be qualified and were considered finalists:  One (1) White male; 
Two (2) Other males; One (1) Other female; and One (1) Unknown male.  

One (1) Other male was hired for this position.   

• The selected Other male has his PHD and met the required and preferred qualifications.  His 
specialties are in GIS, GIS applications in crime mapping, urban planning and web GIS which met the 
needs of the department.  He has three years of full-time and five years of part-time teaching 
experience.  He has a considerable publication record (seven publications) with peer-reviewed 
journal publications in print, in press and under review.  His research and outreach experiences in 
small towns and communities will help CCSU students get internships and employment 
opportunities.  His teaching and research presentation in two undergraduate classes at CCSU 
showed the committee his ability to relate well to students and engage them in class.   

• The non-selected Unknown male failed to respond to several requests to provide a list of 
references; therefore, he was not invited for an on-campus interview.   

The affirmative action goal for Other female has been met in search C13-033. 
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15. ASSISTANT PROFESSOR – MUSIC (C13-044) 

Selection:  One (1) White Male 

The University conducted a search to recruit for this Assistant professor in Music.  Advertisements 
and/or announcements were placed in the College Music Society; Attendance at CMS and NASM 
conferences; and Attendance at Mountain Lake Colloquium and posted on list SRU.  The successful 
candidate will be considered for activities including the following: demonstrated research and creative 
activity through regional and national performances, presentations, recordings and/or publications, and 
in addition to effective teaching.  Candidates are expected to be committed to multiculturalism and 
working with a diverse student body.  

Required Qualifications  

• Completed doctorate in Music by date of appointment 
• Three years of proven success in public school music teaching  
• Commitment to serving culturally, ethnically and linguistically diverse communities  

Preferred Qualifications  

• Successful college teaching experience in Music 
• Demonstrated success in all facets of university choral programs, including the recruitment and 

retention of quality students, establishing and maintaining positive relationships with public school 
choral directors, and university/community constituents 

• Demonstrated musical, financial, and administrative success with college and/or high school choral 
ensembles 

Forty-Five (45) individuals applied for this position:  Thirty (30) White males; Nine (9) White females; 
One (1) Black male; One (1) Hispanic male; One (1) Hispanic female; Two (2) Other males; and One (1) 
Other female.  

Sixteen (16) applicants were determined to be not qualified:  Six (6) White males; Five (5) White 
females; One (1) Hispanic male; One (1) Hispanic female; Two (2) Other males; and One (1) Other 
female.  These candidates either did not did not meet the degree requirement or did not have three 
years of public school teaching experience and/or submitted incomplete applications.   

• The not qualified Hispanic male did not submit a complete application.   

Seventeen (17) applicants were found to be minimally qualified:  Thirteen (13) White males; Three (3) 
White females; and One (1) Black male.  These minimally qualified candidates did not have the musical, 
financial or administrative experience or the evaluation of their video demonstration did not indicate 
positive changes as a result of effective conducting techniques.  No goal candidates remained in this 
pool.   

Twelve (12) applicants were determined to be qualified and were considered finalists:  Eleven (11) 
White males and One (1) White female.  

One (1) White male was hired for this position.  

The selected White male met all required qualifications.  During the rehearsal portion of the interview, 
there were positive changes in the sound and musicianship of the ensembles that he conducted, giving 
evidence that he is capable of moving the quality of our choral groups forward.  In the conversations 
that he had, both in the interview portion and informally, he asked extensive questions about the 
students, their career preparation, our relationship with the school of education, and areas that we see 
are in need of growth or development.  During a research presentation, in addition to a talk on the 
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relationship between text and rhythmic structure, he listed published compositions and arrangements 
of choral music as well as described his extensive work as an editor for a prestigious publishing house for 
choral music.  His ideas for recruitment were concrete, using current methods such as social media and 
reaching students both on and off campus. 

The affirmative action goals for White females (C13-031 & C13-047) have been met; no goal 
candidates remained in the finalist pool 

16. ASSISTANT PROFESSOR – SOCIOLOGY (C13-048) 

Selection: One (1) Hispanic Female 

The University conducted a search to recruit for this Assistant in Sociology.  Advertisements and/or 
announcements were placed in the American Sociological Association Job Bank; Ph.D. granting 
institutions; historically black institutions nationally; and Association for Black Sociologists Listserv.  The 
successful candidate will teach undergraduate courses in Sociology and contribute actively and 
effectively to student growth, service, and scholarship.  Candidates are expected to be committed to 
multiculturalism and working with a diverse student body.   

Required Qualifications   

• Ph.D. in Sociology is required at the time of appointment with a teaching and research focus in the 
Sociology of Health and Illness or Aging 

• Demonstrated teaching excellence 
• Commitment to scholarship 

Preferred Qualifications:  Additional consideration will be given to candidates who can contribute to the 
one or more of the university’s interdisciplinary programs in Caribbean studies, Latin American studies, 
Latino studies, African-American studies, or African studies.   

Twenty-Eight (28) individuals applied for this position:  Three (3) White males; Ten (10) White females; 
Two (2) Black males; Three (3) Black females; One (1) Hispanic male; One (1) Hispanic female; One (1) 
Other male; Five (5) Other females; One (1) Unknown male; and One (1) Unknown female. 

Twenty (20) applicants were determined to be not qualified:  Two (2) White males; Seven (7) White 
females; Two (2) Black males; One (1) Black female; One (1) Hispanic male; One (1) Other male; Four (4) 
Other females; One (1) Unknown male; and One (1) Unknown female.  These candidates either had no 
teaching experience or did not have teaching experience in the area sought.   

• The Hispanic male and the Unknown male did not have teaching experience in the area sought. 

Four (4) applicants were found to be minimally qualified:  One (1) White male; One (1) White female; 
One (1) Black female; and One (1) Other female.  These candidates did not have experience in the 
interdisciplinary areas sought.  No goal candidates remained in this pool.     

Four (4) applicants were determined to be qualified and were considered finalists:  Two (2) White 
females; One (1) Black female; and One (1) Hispanic female.   

One (1) Hispanic female was hired for this position.   

The selected Hispanic female met the required and preferred qualifications.  She has an extensive (over 
six years) teaching experience including one year of experience at CCSU.  She has a good publication 
record (four published publications and three in progress, and 12 publications).  She would contribute 
significantly to curriculum both within the discipline and in the interdisciplinary program of Latino 
Studies and she would be able to serve as a mentor to the Latino students.   
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A Black female was offered the position but declined the offer.   

The affirmative action goals for White female (C13-031 & C13-047) and Black female (C12-077) have 
been met.   

17. ASSISTANT PROFESSOR – ART (C13-051) 

Selection: One (1) White Male 

The University conducted a search to recruit for this Assistant in Art.  Advertisements and/or 
announcements were placed in the National Art Education Association; College Art Association; 
Chronicle of Higher Education; HigherEdJobs.com; Hispanic Outlook; and Diverse.  The successful 
candidate will have an understanding of the K-12 classroom environment; a commitment to student-
centered instruction; and a willingness to collaborate in ongoing art teacher preparation research.  
Candidates are expected to be committed to multiculturalism and working with a diverse student body.   

Required Qualifications  

• MFA, Doctorate in Art Education preferred 
• Active and ongoing research in art education  
• Strong background in studio-based practice 
• Knowledge of contemporary art and art education theories and recent national educational trends: 

comprehensive models of art education, NAEA initiatives, and issues in general education, such as 
assessment and standards-based learning 

• Commitment to serving a culturally, ethnically and linguistically diverse community 
• Three years K-12 public school art teaching experience 
• Experience with the application of current and emerging technologies 

Preference will be given to applicants with an in-depth knowledge or demonstrated experience in three 
or more of the following areas.  

1. Teaching grades K-12 art in multicultural, urban, and culturally diverse public school 
2. Two years teaching college level art education courses that involves diverse populations 
3. Studio expertise in art-based digital technologies; and/or, 
4. Collaborative interdepartmental university programs 

Forty-Six (46) individuals applied for this position:  Eight (8) White males; Twenty-two (22) White 
females; One (1) Black male;  Two (2) Black females; One (1) Hispanic male; Two (2) Hispanic females; 
One (1) Other male; Five (5) Other females; Two (2) Unknown males; and Two (2) Unknown females.   

Thirty-Eight (38) applicants were determined to be not qualified:  Six (6) White males; Twenty (20) 
White females; One (1) Black male; One (1) Black female; Two (2) Hispanic females; One (1) Other male; 
Four (4) Other females; Two (2) Unknown males; and One (1) Unknown female.  These candidates either 
did not meet the degree requirement, the three years of K-12 public teaching experience, and/or did not 
have art education experience.   

• The two (2) Unknown males did not have the three years K-12 public school teaching experience. 

No other goal candidates remained in the pool as the affirmative action goals for White females (C13-
031 & C13-047), Black male (C13-046), Black female (C12-077), Other female (C13-033) have been met. 

Two (2) applicants were found to be minimally qualified:  One (1) White female; and One (1) Unknown 
female.  These candidates met the required qualifications; however, they had either less than one year 
of teaching experience in the college setting.  All female goals have been met.  No goal candidates 
remained in this pool.   
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Six (6) applicants were determined to be qualified and were considered finalists:  Two (2) White males; 
One (1) White female; One (1) Black female; One (1) Hispanic male; and One (1) Other female.   

One (1) White male was hired for this position.   

• The selected White male met all the required and preferred qualifications.  He has 17 years of K-12 
experience and ten years of college teaching experience.  He was the only candidate with 
experience with the State of Connecticut Trace Maps Project under the State’s Improvement 
Initiative.   

• The non-selected Hispanic male met the required and three of the four preferred qualifications.  He 
had ten years of K-12 teaching experience and two years of college teaching experience.  Although 
his references stated he had strong studio practices, they expressed concerns about his 
interpersonal skills and his ability to work/teach with large groups.   

The affirmative action goals for Black female (C12-077), Other female (C13-033) and White females 
(C13-031 & C13-047) have been met. 

18. ASSISTANT PROFESSOR—PHILOSOPHY  (C13-053) 

Selection:  One (1) White Male 

The University conducted a search to recruit for this Assistant in Philosophy.  Advertisements and/or 
announcements were placed in the Jobs for Philosophers; Chronicle of Higher Education; 
HigherEdJobs.com; Hispanic Outlook; and Diverse. 

Central Connecticut State University invited applications for a full-time, tenure-track position in the 
Philosophy department.  The successful candidate will teach undergraduate courses and contribute 
actively and effectively to student growth, service, and scholarship.  Candidates are expected to be 
committed to multiculturalism and working with a diverse student body.   

Required Qualifications  

• Ph.D. in Philosophy (completion of the Ph.D. is required by August 2013) 
• Areas of specialization/Area of competency:  Asian philosophy and philosophy of religion 
• Commitment to serving culturally, ethnically and linguistically diverse communities. 

Preferred Qualification:  College teaching experience 

Sixty-Five (65) individuals applied for this position:  Thirty-Two (32) White males; Three (3) White 
females; Three (3) Hispanic males; One (1) Hispanic female; Eleven (11) Other males; Six (6) Other 
females; Eight (8) Unknown males; and One (1) Unknown female.  

Fifty-Five (55) applicants were determined to be not qualified:  Twenty-Six (26) White males; Two (2) 
White females; Two (2) Hispanic males; One (1) Hispanic females; Ten (10) Other males; Six (6) Other 
females; Seven (7) Unknown males; and One (1) Unknown female.  These candidates either did not 
meet the area of specialization/competency or did not meet the degree requirement.   

• Three (3) Unknown males did not meet the degree requirement.  
• Two (2) Hispanic males and four (4) Unknown males did not meet the specialization/competency 

requirement.  

Five (5) applicants were found to be minimally qualified:  Two (2) White males; One (1) White female; 
One (1) Other male; and One (1) Unknown male.  These candidates were ABD and/or did not meet the 
area of specialization required.   
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• The Unknown male was ABD and would not complete degree by August 2014.   

Five (5) applicants were determined to be qualified and were considered finalists:  Four (4) White 
males; and One (1) Hispanic male.  

One (1) White male was hired for this position. 

• The selected White male met the required and preferred qualifications with two years of full-time 
and three years of part-time teaching experience.  He has numerous publications in Asian 
philosophy and philosophy of religion including a book, four book chapters, nine refereed journals 
and two in progress, 25 presentations, etc.   

• The Hispanic male was offered the position but declined the offer.    

There were no other goal candidates in the finalist pool. 

19. ASSISTANT PROFESSOR - ECONOMICS (C13-055) 

Selection:  One (1) White Female 

The University conducted a search to recruit for this Instructor in Economics.  Advertisements and/or 
announcements were placed in the American Society of Hispanic Economist ListServ; National Economic 
Association ListServ; Union for Radical political Economic ListServ; Economics Graduate Student 
Organization of UMass-Amherst ListServ; Chronicle of Higher Education; HigherEdJobs.com; Hispanic 
Outlook; and Diverse.  The successful candidate’s responsibilities include teaching introductory and 
upper-division undergraduate courses, engaging in scholarly research leading to refereed publications, 
serving on departmental and university committees, advising students, and participating in allied 
professional activities.  Candidates are expected to be committed to multiculturalism and working with a 
diverse student body.   

Required Qualifications  

• Ph.D. in Economics, by June 2013, with primary specialization in Health Economics  
• Commitment to serving culturally, ethnically and linguistically diverse communities  

Preferred Qualifications  

• A secondary specialization in aging 
• Evidence of demonstrated effectiveness in teaching as a primary instructor at the undergraduate 

level, scholarly research, and professional activity commensurate with experience 

Eighteen (18) individuals applied for this position:  Six (6) White males; Three (3) White females; Six (6) 
Other males; and Three (3) Other females.  

Seven (7) applicants were determined to be not qualified:  Four (4) White males; Two (2) Other males; 
and One (1) Other female.  These candidates either submitted incomplete applications or did not meet 
the degree requirement or area of specialization.  No goal candidates remained in this pool.   

Seven (7) applicants were found to be minimally qualified:  One (1) White male; One (1) White female; 
Four (4) Other males; and One (1) Other female.  These candidates did not have the secondary area of 
specialization.  No goal candidates remained in this pool. 

Four (4) applicants were determined to be qualified and were considered finalists:  One (1) White 
male; Two (2) White females; and One (1) Other female.   

One (1) White female was hired for this position.   
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The selected White female met the required and preferred qualifications.  She has four years of 
teaching experience as an assistant professor and has four peer-reviewed publications and five 
conference presentations.  Her teaching and scholarly interests would enhance the department’s 
academically through new courses in health, welfare or public economics as well as the university’s 
interdisciplinary programs in gerontology.  During her teaching demonstration she was clear, concise, 
engaging and understandable to students.   

The affirmative action goal for White female (C13-031 & C13-047) and Other female (C13-033) have 
been met. 

20. ASSISTANT PROFESSOR – ECONOMICS (C13-056) 

Selection:  One (1) Black Male 

The University conducted a search to recruit for this Assistant in Economics.  Advertisements and/or 
announcements were placed in the American Society of Hispanic Economists ListServ; National Economic 
Association; Chronicle of Higher Education; HigherEdJobs.com; Hispanic Outlook; and Diverse.  
Responsibilities include teaching introductory and upper-division undergraduate courses, engaging in 
scholarly research leading to refereed publications, serving on departmental and university committees, 
advising students, and participating in allied professional activities.  Candidates are expected to be 
committed to multiculturalism and working with a diverse student body.   

Required Qualifications  

• Ph.D. in Economics, by June 2013, with primary specialization in Economic Development  
• Commitment to serving culturally, ethnically and linguistically diverse communities 

Preferred Qualifications  

• A secondary specialization in Latin America; Caribbean or Environmental Economics  
• Evidence of demonstrated effectiveness in teaching as a primary instructor at the undergraduate 

level, scholarly research, and professional activity commensurate with experience 

Forty-Nine (49) individuals applied for this position:  Eight (8) White males; Four (4) White females; 
Twelve (12) Black males; Two (2) Black females; Four (4) Hispanic males; One (1) Hispanic female; Ten 
(10) Other males; Six (6) Other females; and Two (2) Unknown males.    

Thirty-Four (34) applicants were determined to be not qualified:  Five (5) White males; One (1) White 
female; Eleven (11) Black males; One (1) Black female; Four (4) Hispanic males; Seven (7) Other males; 
Four (4) Other females; and One (1) Unknown male.  These candidates either submitted incomplete 
applications or did not meet the degree requirement.   

• Of the four (4) Hispanic male candidates, three submitted incomplete applications and the fourth 
Hispanic male did not meet the degree requirement.   

• The Unknown male submitted an incomplete application.   

Nine (9) applicants were found to be minimally qualified:  Two (2) White males; Three (3) White 
females; Two (2) Other males; One (1) Other female; and One (1) Unknown male.  These candidates did 
not meet the secondary specialization preferred requirement in Latin America, Caribbean or 
environmental economics.   

• The Unknown male also did not meet the secondary specialization an area of need for the 
department. 
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Six (6) applicants were determined to be qualified and were considered finalists: One (1) White male; 
One (1) Black male; One (1) Black female; One (1) Hispanic female; One (1) Other male; and One (1) 
Other female. 

One (1) Black male was hired for this position.   

The selected Black male met the required and preferred qualifications.  He has five years of teaching 
experience as an instructor.  His research and teaching interests match the needs of the department.  
His teaching demonstration was on crime and development; the lecture was  
well-received by the students and he was able to interact with them in a short period of time.  He is 
currently teaching a similar course load (4/4 per semester) at another institution that is required at 
CCSU.   

The affirmative action goals for Black male (C13-046), Black female (C12-077) and Other female (C13-
033) have been met. 

21. ASSISTANT PROFESSOR – NURSING  (C13-057) 

Selection:  One (1) White Female 

The University conducted a search to recruit for this Assistant in Nursing.  Advertisements and/or 
announcements were placed in the Minority Nurse; AACN Website; HigherEdJobs.com; networking; E-
mail to nurse graduate programs and Conference attendance distribution.  The successful candidate will 
teach undergraduate courses in the BSN and RN/BSN levels, and contribute actively and effectively to 
student growth, service, and scholarship.  Candidates are expected to be committed to multiculturalism 
and working with a diverse student body.   

Required Qualifications  

• Master’s  degree in Nursing 
• Commitment to serving culturally, ethnically and linguistically diverse communities 

Preferred Qualifications  

• Baccalaureate teaching experience along with recent clinical experience 
• Doctorate in Nursing or a related discipline 
• Eligibility for Connecticut RN and/or APRN licensure 
• Experience in adult health or gerontology 

Eleven (11) individuals applied for this position:  Eight (8) White females; One (1) Hispanic female; and 
Two (2) Unknown females. 

Eight (8) applicants were found to be minimally qualified:  Six (6) White females and Two (2) Unknown 
females.  These candidates did not meet the degree, baccalaureate teaching experience and/or they did 
not have experience with adult health or gerontology.  No goal candidates remained in the pool.   

Three (3) applicants were determined to be qualified and were considered finalists: Two (2) White 
females and One (1) Hispanic female.  These candidates did not have one or more of the following:  
enrolled in a doctoral program, BSN teaching experience and/or adult or gerontology experience.  No 
goal candidates remained in this pool. 

One (1) White female was hired for this position. 

The selected White female met the required and three of the four preferred qualifications for the 
position however she is currently completing her doctoral in nursing practice.  She has three years of 
teaching experience at CCSU as an adjunct faculty member teaching in health assessment within the 
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clinical lab and has taught several nursing core courses and clinical practicum in the sophomore and 
senior levels.   

The affirmative action goal for White female has already been met in search C13-031 & C13-047; there 
were no other goal candidates in the finalist pool.   

22. ASSISTANT PROFESSOR - PHYSICAL EDUCATION & HUMAN PERFORMANCE (C13-060) 

Selection:  One (1) White Female 

The University conducted a search to recruit for this Assistant in Physical Education and Human 
Performance.  Advertisements and/or announcements were placed in the AAHPERD Career Link; 
Chronicle of Higher Education; HigherEdJobs.com; Hispanic Outlook; and Diverse.  The successful 
candidate will engage in the preparation of physical education teachers and have an expertise in motor 
learning, motor development, supervision of student teachers, methods of teaching team sports, 
racquet sports and/or golf.  Candidates are expected to be committed to multiculturalism and working 
with diverse students.   

Required Qualifications  

• Doctorate in education with a physical education emphasis or closely related field preferred, active 
doctoral candidates with an expected completion by fall 2015 will be considered  

• Record of creative activity or research 

Preferred Qualifications 

• One year college teaching experience 
• One year Pre K–12 physical education teaching experience 
• Experience as a cooperating teacher and/or university supervisor 

Thirty-One (31) individuals applied for this position including:  Eleven (11) White males; Seven (7) 
White females; One (1) Black male; One (1) Hispanic female; Seven (7) Other males; Two (2) Other 
females; One (1) Unknown male; and One (1) Unknown female.  

Eight (8) applicants were determined to be not qualified:  Six (6) White males; One (1) White female 
and One (1) Hispanic female.  These candidates either did not meet the degree requirement or 
submitted incomplete applications.  No goal candidates remained in this pool.   

Four (4) applicants were found to be minimally qualified: One (1) White female; One (1) Other male; 
One (1) Other female; and One (1) Unknown female.  These candidates met the required qualifications 
but did not have the PreK-12 teaching experience or the experience as cooperating teacher or university 
supervisor.  No goal candidates remained in this pool. 

Nineteen (19) applicants were determined to be qualified and were considered finalists: Five (5) White 
males; Five (5) White females; One (1) Black male; Six (6) Other males; One (1) Other female; and One 
(1) Unknown male.    

One (1) White Female was hired for this position.   

• The selected White female met all the required and preferred qualifications for the position.  She 
has 21 years of physical education teaching experience with 14 years at the elementary level and 
seven years at the secondary level in Connecticut at a public school setting.  During the last seven 
years in the public schools, she has served as a cooperating teacher for student teachers.  She has 
also taught for one year as an emergency faculty appoint at CCSU.   
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• The non-selected Unknown male met the required and two of the preferred qualifications.  He has 
approximately 10 years college teaching experience; however, he has only two years of PreK-12 
teaching experience in a private school setting.  During telephone interview, he gave brief or 
incomplete responses to some of the questions and failed to provide examples.   

The affirmative action goals for White female, (C13-031 & C13-047) Black male (C13-046) and Other 
female (C13-033) have been met. 

23. ASSISTANT PROFESSOR - ENGLISH (C13-061) 

Selection:  One (1) White Male 

The University conducted a search to recruit for this Assistant professor in English.  Advertisements 
and/or announcements were placed in the Chronicle of Higher Education; MLA Job Information List; 
WPA Listserv; HigherEdJobs.com; Hispanic Outlook; and Diverse.  The Department of English at Central 
Connecticut State University sought to fill a tenure-track position at the Assistant Professor level to 
teach developmental writing and to build and eventually direct a new developmental writing program.  
In addition to teaching, responsibilities include taking a leadership role in developing curriculum, 
placement, assessment and faculty training for a one-semester developmental writing course, a 
freshman writing course with embedded remediation, and a summer intensive developmental writing 
program.  Additional responsibilities include publication, student advising, and other service to the 
department and university.  Opportunities to teach courses outside the developmental writing program 
exist as well.  We are particularly interested in hiring a faculty member with an active scholarly agenda 
in developmental writing theory and practice at the college level.  Candidates are expected to be 
committed to multiculturalism and working with a diverse student body.   

Required Qualifications  

• Ph.D. in Composition and Rhetoric or related field by date of appointment; 
• Two years of full-time experience (or equivalent) teaching developmental writing 
• Evidence of scholarship in the field 
• Commitment to serving culturally, ethnically and linguistically diverse communities 

Preferred Qualifications  

• Experience developing and/or administering a writing or developmental writing program 
• Experience training and supervising writing faculty or tutors 
• Desired secondary specializations include: digital writing/literacy; writing education (grades 6-12); 

professional writing; ESL/ESOL 

Twenty-five (25) individuals applied for this position:  Eight (8) White males; Eight (8) White females; 
One (1) Black male; One (1) Hispanic male; Three (3) Other males; Three(3) Unknown males; and One (1) 
Unknown/Unknown.   

Thirteen (13) applicants were determined to be not qualified:  Four (4) White males; Three (3) White 
females; One (1) Black male, One (1) Other male, Three (3) Unknown males and One (1) 
Unknown/Unknown.  Of these thirteen applicants five (5) submitted incomplete applications, seven (7) 
applications did not show the required scholarship in the field, and one (1) did not have the required 
degree.   

• The Unknown/unknown submitted an incomplete application. 
• Of the three Unknown males one submitted an incomplete application and the other two did not 

indicate the required experience related to scholarship in the field in their applications.  
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Eight (8) applicants were found to be minimally qualified:  Two (2) White male; Three (3) White female, 
One (1) Hispanic male and Two (2) Other males.  These candidates were deemed minimally qualified as 
they met all the required qualifications, however, they did not have all preferred qualifications.   

• The Hispanic male goal candidate did not have experience administering a writing development 
program.    

Four (4) applicants were determined to be qualified and were considered finalists:  Two (2) White male 
and Two (2) White females.    

One (1) White male was hired for this position.   

• The selected White male met all required and preferred qualifications.  He also has experience 
developing a developmental writing program for international students at his current institution, 
training writing faculty (having taught a graduate-level training course for developmental writing 
instructors).  He also has experience in secondary specialized areas of digital literacy, professional 
writing, and ESL.  He has good experience working with students making the transition to college life 
and representing a writing program and writing generally, to a campus community.   

The affirmative action goals for White female, (C13-031 & C13-047) Black male (C13-046) and Other 
female (C13-033) have been met. 

COACHING STAFF 

Short-Term Long-Term 

2 Black Males  
1 Black Female  
1 Hispanic Male  
1 Other Male  

1. Part-Time to Full-time Coaching Transitions  

Selection:  Three (3) White Males, Two (2) White Females, and One (1) Black Female. 

During the reporting period, the University athletics department was allocated funding to convert six 
part-time coaching positions into full-time coaching positions.  Since these individuals were already 
performing the functions of the coaching position and given their success in their part-time roles, a 
request was made to approve the transition of these six part time employees into full-time positions 
within their respective positions.  After consultation with the CHRO on or about July 2013, the Office of 
Diversity and Equity was given the approval to make these transactions, but a programmatic goal would 
be established to ensure equal access to employment within the athletic department.  The goal for the 
2014-2015 AA Plan shall state that all coaching positions (permanent, temporary, full-time or part time) 
shall follow the traditional CCSU search process for unclassified positions (see section 46a-68-44 
Program Goals And Timetables of this AA Plan for more information on this goal). 

1. After serving the last five years as CCSU’s part time head men’s golf coach, this White male’s 
position was made full-time.  He has achieved back-to-back New England championships in 2011 
and 2012.  In 2013, the team saw their first finish at St. Peter’s Invitational coming in second.  He 
brings 30+ years of golf experience.  

2. After serving the last four years as a CCSU part-time assistant baseball coach, this White male’s 
position was made full time.  He helped the team to their most recent title in 2010, when they 
put together the most productive offense season in school history, with a 33-23 record.  They 
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won their fourth NEC title in 2010.  In 2012 the team finished 28-24 overall and 19-13 in the 
NEC, making it to their seventh consecutive NEC tournament.   

3. After serving the last four years as a CCSU part-time assistant men’s basketball coach, this White 
male’s position was made full-time.  In his four years, he has assisted the team to an NEC 
tournament appearance each year.  In total, the Blue Devils have gone 15 straight seasons with 
an NEC tournament appearance, the longest streak in the league.  He has been an assistant 
coach when a sophomore reached 1000 point mark faster than any other CCSU player and 
earned player of the year and later became the school’s all-time leading scorer.  Under the 
direction of the head coach, he had helped the team win over 250 games.  

4. Although this White female only served one year as the assistant softball coach by the time her 
position was transitioned into full time; she successfully helped her team to their best season on 
record in 2013.  As a part time coach, she helped the team set their third consecutive record for 
the number of games won in a season (36), become  NEC regular season co-champions, and win 
their first ever NEC Conference title.  Both she and the head coach earned the title of NEC 
coaching staff of the year.   

5. After service the last two years at CCSU’s part-time and only head women’s golf coach, this 
White female’s position transitioned to full-time.  In her second year with the Blue Devils, she 
was named NEC coach of the year.  In the same year, the team finished second in the 
conference, their best finish to date.  Under the direction, the team has won the Mount Saint 
Mary’s Invitational for the last two years.  

6. Although only serving one year as the assistant women’s basketball coach this Black female’s 
position was transitioned into full-time.  This transaction achieved the goal for Black female in 
this category.  In her first season as an assistant coach, the team won 16 games:  the fifth most 
in CCSU’s 27 year D1 history.  Under her guidance a senior was named to COSIDA’S Capitol One 
Academic Team and the NEC First Team.  The team saw success as they made it to the NEC for 
the fourth time in the last five years, finishing fourth in the conference.  

2. ASSISTANT MEN’S SOCCER COACH A – ATHLETICS (C13-049) 

Selection:  One (1) White Male 

The University conducted a search to recruit for this Assistant Soccer Coach in Athletics.  Advertisements 
and/or announcements were placed in the NCAA Website; National Soccer Coaches Association of 
America; Internal internet Posting; HigherEdJobs.com; Hispanic Outlook; and Diverse.  The successful 
candidate will be responsible to assist in the organization and administration of all aspects of the men’s 
soccer program.  Responsibilities include, but are not limited to, recruitment and development of 
student-athletes, ensuring academic progress and graduation; assisting in scheduling and travel 
arrangements, ensuring compliance with all NCAA, NEC and University rules and regulations and 
participation in fund raising events.  The Assistant Coach will be expected to work cooperatively and 
effectively with the staff and personnel of the department and University.  This position requires an 
excellent work ethic along with exceptional motivational and communication skills.  Candidates are 
expected to be committed to multiculturalism and working with a diverse student body.   

Required Qualifications  

• Bachelor of Science/Arts degree 
• Three years of coaching and/or playing experience at the college level in the sport of men’s soccer 

and an understanding of NCAA rules compliance or in lieu of college level coaching experience, a 
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combination of four years of coaching experience at the high school, college, professional or 
national team level and playing experience at the college, professional or national team level in the 
sport of men’s soccer will be considered 

Preferred Qualifications  

• Master’s degree 
• Prior experience with recruiting, skill instruction, practice/game plan development, and 

administrative responsibilities in the sport of men’s soccer 
• Experience in a Division I men’s soccer program 
• Excellent organization and communication skills 

One Hundred Seventy-One (171) individuals applied for this position:  One Hundred Thirty-Four (134) 
White males; Twenty-One (21) Black males; Ten (10) Hispanic males; One (1) Other male; and Five (5) 
Unknown males.   

One Hundred Thirty-Three (133) applicants were determined to be not qualified:  One Hundred-Two 
(102) White males; Seventeen (17) Black males; Nine (9) Hispanic males; One (1) Other male, and Four 
(4) Unknown males.  These applicants either did not meet the three years of college level coaching 
experience or submitted incomplete applications 

• Seventeen (17) Black males, Nine (9) Hispanic males, One (1) Other male and the Four (4) 
Unknown males did not meet the three years of experience or equivalent.   

Twenty-Two (22) applicants were found to be minimally qualified: Seventeen (17) White males; Four 
(4) Black males; and One (1) Unknown male.  All of these candidates met the required qualifications but 
did not have Division 1 collegiate coaching experience.  

Sixteen (16) applicants were determined to be qualified and were considered finalists:  Fifteen (15) 
White males; and One (1) Hispanic male.  These applicants had the 3+ years of experience and D1 
college coaching experience.  

One (1) White male was hired for this position.   

• The selected White male was extremely prepared and answered all questions with the utmost 
professionalism.  His answers were clear and concise and certainly exhibited his overall coaching 
experience throughout the interview.  This candidate had the most Division 1 experience of all the 
candidates with seven years.  While coaching at a division one school, he gained experience with 
recruitment of athletes and administrative experience in the sport of men’s soccer.  He has coached 
at both the university and professional levels with over 11 years of experience.  He is currently the 
assistant coach at Southern Connecticut State University and the head Coach of AZUL of the United 
Soccer League.  He has experience in New England including Connecticut.   

• The non-selected Hispanic male has only one year of Division 1 experience and only three years of 
college coaching experience.  He has never recruited off campus and has little experience in 
identifying and evaluating student athletes at the Division 1 level.  He admitted during questioning 
that he has never run a team practice or skill session on his own without supervision.   
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3. HEAD COAH II WOMEN’S LACROSSE – ATHLETICS (C13-076) 

Selection:  One (1) White Female 

The University conducted a search to recruit for this Head Lacrosse Coach in Athletics.  Advertisements 
and/or announcements were placed in the NCAA; USLacrosse.org; HigherEdJobs.com; Diverse; Chronicle 
of Higher Education; and DAS. 

Central Connecticut State University invites applications for a full-time, Head Women’s Lacrosse Coach, 
Coach II, in the Department of Intercollegiate Athletics.  The successful candidate will be responsible to 
assist in the organization and administration of all aspects of the Women’s Lacrosse program.  
Responsibilities include, but are not limited to, recruitment and development of student-athletes, 
ensuring academic progress and graduation; coordinating scheduling and travel arrangements, ensuring 
compliance with all NCAA, NEC and University rules and regulations and participation in fund raising 
events.  The Head Coach will be expected to work cooperatively and effectively with the staff and 
personnel of the Department and University.  This position requires an excellent work ethic along with 
exceptional motivational and communication skills.  Candidates are expected to be committed to 
multiculturalism and working with a diverse student body.   

Required Qualifications  

• Bachelor’s degree 
• Three years of coaching and/or playing experience at the college level in the sport of women’s 

lacrosse and an understanding of NCAA rules compliance.  In lieu of college level coaching 
experience, a combination of four years of coaching experience at the high school, professional or 
national team level and playing experience at the college, professional or national team level in the 
sport of women’s lacrosse will be considered 

Preferred Qualifications  

• Master’s degree 
• Prior experience with recruiting, skill instruction, practice/game plan development, and 

administrative responsibilities in the sport of women’s lacrosse 
• Experience in a Division I women’s lacrosse program as a coach or student athlete 
• Excellent organization and communication skills 

Twenty-three (23) individuals applied for this position:  Five (5) White males; Fifteen (15) White 
females; One (1) Black female; and Two (2) Hispanic females. 

Nine (9) applicants were determined to be not qualified: Three (3) White males; Four (4) White 
females; One (1) Black female; and One (1) Hispanic female.  These candidates either did not have 
Division 1 experience or the three year’s coaching experience.  No goal candidates remained in this pool 
as the goal for Black female had previously been achieved. 

Six (6) applicants were found to be minimally qualified:  Two (2) White males and Four (4) White 
females.  These candidates did not have Division 1 coaching experience.  There were no goal candidates 
in the minimally qualified applicants. 

Eight (8) applicants were determined to be qualified and were considered finalists: Seven (7) White 
females; and One (1) Hispanic female.  

One (1) White female was hired for this position.  

• The selected White female met the required and preferred qualifications.  She has 7+ years of 
experience as a head lacrosse coach including coaching at two Division 1 schools as head coach.  She 
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has won a conference championship and has extensive recruiting experience.  In her last four 
seasons her win loss record was 38 wins and 31 losses.  

A White female was initially offered the position but declined the offer. 

There were no other goal candidates remaining in the pool. 

4. HEAD FOOTBALL COACH (C14-038) 

Selection:  One (1) White Male 

The University conducted a search to recruit for this Head Football Coach in Athletics.  Advertisements 
and/or announcements were placed in the Black Coaches Association; American Football Coaches 
Association; Diverse; Higher Ed Jobs; NCAA News; and Hispanic Outlook.  The successful candidate will 
be responsible for the overall organization and administration of all aspects of the football program.  
Responsibilities include, but are not limited to; recruitment and development of student-athletes, 
ensuring academic progress and graduation, budget development and management, oversight of 
scheduling and travel arrangements, ensuring compliance with all NCAA, NEC and University rules and 
regulations.  The Head Coach will be expected to work cooperatively and effectively with departmental 
and institutional staff in fundraising initiatives and serve as an ambassador for the University.  This 
position requires impeccable personal and professional integrity, an excellent work ethic along with 
exceptional motivational and communication skills.  Candidates are expected to be committed to 
multiculturalism and working with a diverse student body.   

CCSU is an NCAA Division I institution competing in the Football Championship Subdivision as a full 
member of the Northeast Conference and is eligible for the NEC’s automatic qualification to the NCAA 
FCS playoffs.  CCSU currently supports 360 student-athletes across 18 intercollegiate programs and has a 
rich athletics tradition and history of success.  Blue Devil Athletics embraces core values of Hard Work, 
Commitment, Dedication, Determination, Passion, Pride, and Family! 

Required Qualifications  

• Bachelor’s degree 
• Three years of football coaching experience at the collegiate or professional level 
• Ability to establish a good rapport and effective working relationships with student-athletes, 

parents, administrators, faculty, staff and the community 

Preferred Qualifications  

• Master’s degree 
• Previous coaching experience in Division I as a full-time head or assistant coach  
• Proven success recruiting high-level student-athletes 
• Proven track record of NCAA compliance and academic integrity 
• Demonstrated ability to develop student-athletes holistically in their quest for excellence - 

academically, athletically and socially  
• Proven administrative and organizational skills 

Eighty-Three (83) individuals applied for this position:  Forty-Eight (48) White males; Thirty-Two (32) 
Black males; One (1) Other male; and Two (2) Unknown males.   

Twenty-Four (24) applicants were determined to be not qualified:  Thirteen (13) White males; Ten (10) 
Black males; and One (1) Unknown male.  These applicants did not meet the three years of coaching 
experience requirement, did not indicated how they met the degree requirement, submitted an 
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incomplete application, and/or did not address the required ability to establish rapport with 
stakeholders. 

• Seven (7) Black males and one (1) Unknown male candidates did not meet the required three years 
of college or professional coaching experience 

• One (1) Black male candidate did not have the required bachelor’s degree  
• One (1) Black male candidate did not address the required ability to establish rapport with 

stakeholders in his application documents 
• One (1) Black male submitted an incomplete application 

Forty-Four (44) applicants were found to be minimally qualified:  Twenty-Two (22) White males; 
Twenty (20) Black males; One (1) Other male; and One (1) Unknown male.  The applicants deemed 
minimally qualified met the required qualifications for the position; however, they either did not possess 
three or more years previous coaching experience in division 1 as a full-time head coach (HC) or 
assistant coach (including Offensive Coordinator (OC) and/or Defensive Coordinator (DC) coaching 
positions) and/or did not have recent team success as a coach (wins versus losses).   

• Eleven (11) Black male goal candidates had fewer than three years HC/OC/DC coaching experience 
at the Division 1 level. 

• Four (4) Black male, 1 Other male and 1 Unknown male goal candidates did not have any Division 1 
coaching experience. 

• Five (5) Black male goal candidates did not have recent success (wins versus losses) in recent 
positions held. 

Fifteen (15) applicants were determined to be qualified and were considered finalists:  Thirteen (13) 
White males and Two (2) Black males.  These applicants met all required qualifications and four or more 
of the preferred qualifications including 3+ years division 1 coaching at the head or assistant coach 
(including OC/DC coaching experience) and recent success (wins versus losses) in recent positions held.  

One (1) White male was hired for this position.   

• The selected White Male has 19 years of college coaching experience at five universities.  He has 
been a head coach for the last five years with an overall record of 40-12.  He has coached in two 
NCAA championship playoffs in 2011 and 2012.  He won three consecutive Northeast 10 titles in 
2010, 2011 and 2012.  He was the former Associate Head Football Coach at the University at Albany 
(Division 1 School), a former member of the Northeast Conference.  He has extensive in-state 
(Connecticut) recruiting experience and has helped fund raise around 2.5 million dollars to build a 
new stadium at his current coaching position at the University of New Haven.  

• The first non-selected Black Male has 23 years of college coaching experience serving seven years in 
the administrative position of defensive coordinator; however he has never been a head coach.  He 
has no recruiting experience in the Northeast which is problematic in the opinion of the search 
committee.  His answers to several questions, including team rules and academics, were not very 
detailed and lacked organization.  He did not talk about an overall plan for academics including team 
study hall hours, mentoring program and the responsibility of the head coach to make sure that a 
plan is carried out.  He felt that it was more of a responsibility of the assistant coaches; however at 
CCSU it is was one of the major job functions of a head coaches.  He also has very little experience 
with fund raising which is an important aspect of this position.   

• The second non-selected Black Male has 16 years of college coaching experience at eight different 
universities including serving as head coach for years at two universities.  He was extremely 
organized in his presentation to the committee and appeared to do a tremendous amount of 
research which was apparent in the way he answered many of the questions.  He also believed and 
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spoke about being a good mentor and positive role model for his student athletes.  He talked about 
his plan to ensure that his student athletes graduated and was successful academically.  He 
articulated a clear plan for recruiting and staff development.  He did an adequate job in 
demonstrating and teaching his subject area in the committee’s opinion.  The committee had some 
concern that his record this past year in his current position was just 1-10 (wins to losses) as head 
coach.   

5. Assistant Football Coach (C14-039) 

Selection:  Two (2) White Males and One (1) Hispanic Male. 

The University conducted a search to recruit for this Assistant Head Football Coach in Athletics.  
Advertisements and/or announcements were placed in the Black Coaches Association; American 
Football Coaches Association; Diverse; Higher Ed Jobs; NCAA News; and Hispanic Outlook. 

Central Connecticut State University invites applications for full-time and part-time, Assistant Football 
Coaches in the Department of Intercollegiate Athletics.  The successful candidates will be responsible to 
assist in the organization and administration of all aspects of the football program.  Responsibilities 
include, but are not limited to, recruitment and development of student-athletes, ensuring academic 
progress and graduation; assisting in scheduling and travel arrangements, ensuring compliance with all 
NCAA, NEC and University rules and regulations and participation in fund raising events.  The Assistant 
Coach will be expected to work cooperatively and effectively with the staff and personnel of the 
department and University.  This position requires an excellent work ethic along with exceptional 
motivational and communication skills.  Candidates are expected to be committed to multiculturalism 
and working with a diverse student body.   

CCSU is an NCAA Division I institution competing in the Football Championship Subdivision as a full 
member of the Northeast Conference and is eligible for the NEC’s automatic qualification to the NCAA 
FCS playoffs.   

Required Qualifications  

• Bachelor’s Degree 
• Previous coaching experience in the sport of football  

Preferred Qualifications  

• Master’s degree 
• Previous coaching experience and experience in Division I as a coach or student-athlete 
• Proven track record of NCAA compliance and academic integrity 

Three Hundred Forty-Eight (348) individuals applied for this position including:  Two Hundred Twelve 
(212) White males; One (1) White female; One Hundred Four (104) Black males; Twelve (12) Hispanic 
males; Three (3) Other males; and Sixteen (16) Unknown males. 

Fifty-One (51) applicants were determined to be not qualified:  Twenty-Four (24) White males; One (1) 
White female; Nineteen (19) Black males; Three (3) Hispanic males; One (1) Other male; and Three (3) 
Unknown males.  These candidates were deemed not qualified for the one or more of the following 
reasons: they did not meet one or more of the required qualifications for this position, one had a 
violation in their previous position that would disqualify them for this position, they were only 
interested in part time positions and/or they submitted incomplete applications. 

• Five (5) Black males, One (1) Hispanic male, One (1) Other male and One (1) Unknown male goal 
candidates  did not have the required coaching experience 
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• Two (2) Black males, One (1) Hispanic male and One (1) Unknown male goal candidates did not have 
the required bachelor’s degree 

• Ten (10) Black males and One (1) Unknown male goal candidate submitted incomplete applications  
• One (1) Black male and One (1) Hispanic male were only interested in part-time positions 
• One (1) Black male goal candidate met the required qualifications but had an NCAA violation in a 

previous position that disqualified him from recruiting athletes for one full year.  

Two Hundred Eighty-Six (286) applicants were found to be minimally qualified: One Hundred Eighty-
One (181) White males; Eighty-Two (82) Black males; Eight (8) Hispanic males; Two (2) Other males; and 
Thirteen (13) Unknown males.  The applicants deemed minimally qualified met the required 
qualifications for the position; however, they either lacked three years of division 1 or 2 (D1/D2) 
experience, had no college coaching experience, did not have coaching experience in D1/D2 in the last 
three years, had a questionable work history (multiple positions in a short period of time), lacked recent 
success in current position (wins versus losses), withdrew at this phase or were only interested in part-
time.   

• Thirty four (34) Black males, six (6) Hispanic males , one (1) Other male and seven (7) Unknown 
males goal candidates had less than three years of division 1 or division 2 experience 

• Forty-one (41) Black males, Two (2) Hispanic males, One (1) Other male and Three (3) Unknown 
male goal candidates did not have any college level coaching experience 

• Two (2) Black male goal candidates did not have recent (within the last three years) D1/D2 college 
coaching experience  

• Three (3) Black males and one (1) Unknown male candidates work history was questionable as they 
changed jobs/positions multiple times within their most recent years of coaching experience.   

• One (1) Black male and two (2) Unknown male candidates did not have proven success (wins versus 
losses) in their current positions,  

• One (1) Black male candidate withdrew  

Eleven (11) applicants were determined to be qualified and were considered finalists:  Seven (7) White 
males; Three (3) Black males; and One (1) Hispanic male. 

Two (2) White males and One (1) Hispanic male were hired for these positions. 

• The selected Hispanic Male met an affirmative action goal for this category.  This applicant initially 
was interested in a part time position; however, after coming on board as part-time, he expressed 
interest in the full-time position.  He coached on two conference championship teams, and two 
teams who competed in the NCAA championships.  He has extensive experience recruiting in CT and 
the Northeast.  He clearly articulated his commitment to student character and academic success.   

• The first selected White Male did not meet an affirmative action goal.  This applicant has several 
years of playing experience at the Division I level.  In his 3 ½ years of Division II coaching experience, 
he was part of a staff that won several Northeast 10 Conference championships.  He also has 
experience in the NCAA football playoffs appearing on two different occasions.  During his interview, 
he spoke of his recruiting philosophy and what to look for as personal intangibles in each student 
athlete.  He is very committed to playing an important role in the academic success of his student 
athletes.  He has experience recruiting in both Connecticut and all of the other New England states.   

• The second selected White Male did not meet an affirmative action goal.  He has six years of 
Division II coaching experience and has been a defensive coordinator at the Division II level.  He was 
extremely successful; he was part of several Northeast 10 Conference Championships and NCAA 
appearances.  He spoke of the type of student athletes that he believed in recruiting and that 
character was the biggest asset in a potential student athlete.  He also spoke about his goal to make 
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sure that every student athlete he coaches graduates on time.  It was clear that academic success 
and the overall development of his student athletes was very important to him.  He has extensive 
experience recruiting in Connecticut and the New England States. 

• The first non-selected Black Male was offered and declined the position as he decided to leave the 
coaching profession.  Since he had previously worked at CCSU, he was strongly encouraged to 
accept but declined after numerous attempts.   

• The second non-selected Black Male is not currently employed in the field of coaching as he was 
terminated from his previous position after having two wins and nine losses.  He does not have any 
experience recruiting in the New England or northeast regions in the country.  On the questions 
about academic and recruiting philosophies, he spoke for several minutes without giving a clear and 
concise answer to the question.   

• The third non-selected Black Male recently resigned from his previous coaching position after three 
mediocre (wins-losses:  7-4, 7-4 and 6-5) seasons.  In his most current position, his coaching 
experience was limited to wide receiver’s coach.  He does not have any recruiting experience in the 
New England area.  When discussing recruitment, this candidate displayed a basic level of 
knowledge regarding the traits an assistant coach should be looking for while recruiting.  While 
talking about his coaching philosophy, he failed to mention anything regarding the individual 
development of his student athletes.  

No other goal candidates remained in the pool. 

PROFESSIONAL/NON-FACULTY 

Short-Term Long-Term 

4 White Females  
3 Black Females  
1 Other Male  
3 Other Females 3 Other Females 

1. CONTINUING EDUCATION DIRECTOR  (C13-009) 

Selection:  One (1) White Female 

Eighty-Two (82) individuals applied for this position:  Twenty-Six (26) White males; Twenty-Six (26) 
White females; Four (4) Black males; Thirteen (13) Black females; One (1) Hispanic male; Four (4) 
Hispanic females; One (1) Other male; Two (2) Other females; Two (2) Unknown males; and Three (3) 
Unknown females.   

Sixty (60) applicants were determined to be not qualified:  Seventeen (17) White males; Seventeen (17) 
White females; Three (3) Black males; Twelve (12) Black females; One (1) Hispanic male; Three (3) 
Hispanic females; One (1) Other male; Two (2) Other females; Two (2) Unknown males; and Two (2) 
Unknown females. 

Ten (10) applicants were found to be minimally qualified:  Three (3) White males; Four (4) White 
females; One (1) Black male; One (1) Black female; and One (1) Hispanic female. 

Twelve (12) applicants were determined to be qualified and were considered finalists:  Six (6) White 
males; Five (5) White females; and One (1) Unknown female.   

This hire met the first of four White female affirmative action goals for the University.   
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2. ACCOUNTING & BUDGET ASSISTANT – ATHLETICS (C13-063) 

Selection: One (1) White Female 

One Hundred Twenty-Six (126) individuals applied for this position:  Thirty-Three (33) White males; 
Forty-Five (45) White females; Fourteen (14) Black males; Nine (9) Black females; Three (3) Hispanic 
males; Nine (9) Hispanic females; Four (4) Other males; Five (5) Other females; Two (2) Unknown males; 
and Two (2) Unknown females.   

Eighty-Two (82) applicants were determined to be not qualified:  Twenty-Four (24) White males; 
Twenty-Seven (27) White females; Ten (10) Black males; Five (5) Black females; Three (3) Hispanic males; 
Six (6) Hispanic females; Two (2) Other males; Four (4) Other females; and One (1) Unknown male.  

Thirty-Eight (38) applicants were found to be minimally qualified:  Eight (8) White males; Fourteen (14)  
White females; Four (4) Black males; Four (4) Black females; Two (2) Hispanic females; Two (2) Other 
males; One (1) Other female; One (1) Unknown male; and Two (2) Unknown females.  

Six (6) applicants were determined to be qualified and were considered finalists:  One (1) White male; 
Four (4) White females; and One (1) Hispanic female.  

This hire met the second of four White female affirmative action goals for the University. 

3. SCIENCE TECHNICAL SPECIALIST – CHEMISTRY & BIOCHEMISTRY (C13-065) 

Selection:  One (1) White Female 

Forty-Three (43) individuals applied for this position including:  Fourteen (14) White males; Sixteen (16) 
White females; One (1) Black male; Two (2) Black females; Two (2) Hispanic females; One (1) Other 
male; Four (4) Other females; and Three (3) Unknown females.  

Twenty-Four (24) applicants were determined to be not qualified:  Eight (8) White males; Eight (8) 
White females; One (1) Black female; One (1) Hispanic female; One (1) Other male; Two (2) Other 
females; and Three (3) Unknown females. 

Fifteen (15) applicants were found to be minimally qualified:  Five (5) White males; Six (6) White 
females; One (1) Black female; One (1) Hispanic female; and Two (2) Other females.  

Four (4) applicants were determined to be qualified and were considered finalists:  One (1) White 
male; Two (2) White females; and One (1) Black male. 

This hire met the third of four White female affirmative action goals for the University.   

4. DIGITAL RESOURCES LIBRARIAN (C13-067) 

Selection:  One (1) White Female 

Thirty-Eight (38) individuals applied for this position:  Eight (8) White males; Sixteen (16) White 
females; One (1) Black female; One (1) Hispanic male; One (1) Hispanic female; Three (3) Other males; 
Four (4) Other females; and Four (4) Unknown males.  

Twenty-Nine (29) applicants were determined to be not qualified:  Seven (7) White males; Eleven (11) 
White females; One (1) Black female; One (1) Hispanic male; One (1) Hispanic female; Two (2) Other 
males; Three (3) Other females; and Three (3) Unknown males.   

One (1) applicant was found to be minimally qualified:  One (1) White female.  

Eight (8) applicants were determined to be qualified and were considered finalists:  One (1) White 
male; Four (4) White females; One (1) other male; One (1) Other female; and One (1) Unknown male.  
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One (1) White female was hired for this position.  This hire met the final White female goal.   

5. PROGRAM ADMINISTRATOR (C13-015) 

Selection:  One (1) Other Female 

Ninety-Five (95) individuals applied for this position: Twenty-Two (22) White males; Twenty-Seven (27) 
White females; One (1) Black male; Four (4) Black females; Three (3) Hispanic females; Thirteen (13) 
Other males; Eighteen (18) Other females; Four (4) Unknown males; and Three (3) Unknown females.   

Forty-Four (44) applicants were determined to be not qualified:  Eleven (11) White males; Thirteen (13) 
White females; One (1) Black male; Three (3) Black females; One (1) Hispanic female; Four (4) Other 
males; Seven (7) Other females; Two (2) Unknown males; and Two (2) Unknown females.    

Forty-Five (45) applicants were found to be minimally qualified:  Ten (10) White males; Fourteen (14) 
White females; One (1) Black female; Two (2) Hispanic females; Eight (8) Other males; Seven (7) Other 
females; Two (2) Unknown males; and One (1) Unknown female.  

Six (6) applicants were determined to be qualified and were considered finalists:  One (1) White male; 
One (1) Other male; and Four (4) Other females.    

This hire met one of the six affirmative action goals for Other female. 

6. DATA NETWORK SPECIALIST – INFORMATION TECHNOLOGY (C13-050) 

Selection:  One (1) Black Male 

The University conducted a search to recruit for this Data Network Specialist.  Advertisements and/or 
announcements were placed in the HigherEdJobs.com; Chronicles of Higher Education; and Educause.  
The successful candidate will be a member of a team with primary responsibility for data network 
infrastructure hardware and software.  Other responsibilities include data network planning and 
troubleshooting, development of network security policies, procedures and implementation.  
Candidates are expected to be committed to multiculturalism and working with a diverse student body.   

Required Qualifications  

• Bachelor’s degree in computer science or related field 
• Five years’ experience supporting network hardware and software 
• Experience with network technologies and standards 

Preferred Qualifications  

• Experience with LAN/WAN/WLAN network technologies and standards 
• Certified Network Engineer (CCNA or CCNP) or equivalent 
• Experience with Cisco NAC/ISE, VoIP, 802.1x, Firewall, and VPN technologies 

Equivalent combination of training and experience may be considered. 

Twenty-Eight (28) individuals applied for this position:   Sixteen (16) White males; Six (6) White 
females; Four (4) Black males; and Two (2) Other males.   

Sixteen (16) applicants were determined to be not qualified:  Eleven (11) White males; Two (2) White 
females; Two (2) Black males; and One (1) Other male.  These candidates did not meet the five year’s 
work experience requirement or submitted incomplete applications.  

• The Other male did not meet the work experience requirement.   
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Seven (7) applicants were found to be minimally qualified:  Four (4) White males; Two (2) White 
females; and One (1) Black male.  These applicants did not have WLAN technologies experience.  No goal 
candidates remained in this pool.   

Five (5) applicants were determined to be qualified and were considered finalists: One (1) White male; 
Two (2) White females; One (1) Black male; and One (1) Other male.  

One (1) Black male was hired for this position. 

• The selected Black male met the required qualification and the two of the three preferred 
qualifications.  He had experience with network configuration and design.  The candidate 
participated in an ERP evaluation.  The candidate explained the needs of balancing academic 
freedom with network security and he applies the principle of least privilege to secure the network 
and computing resources.  The candidate has supported data center virtualization for a VMware 
environment including v-switches, blade center switches, and aggregation switches.  The candidate 
has worked with VoIP technologies and multicast.  The candidate has deployed network security 
solutions using IPS, network segmentation, and network firewalls and has experience supporting the 
Blackboard Vista Learning Management System.  

• While the non-selected Other male met the required qualifications; however, he was unable to 
address questions related to LAN configuration, WLAN framing access point management and 
wireless protocols.  He also stated that he was not familiar with CISCO wireless controller 
technology.   

The White male was offered the position but he declined the offer.  There were no other goals in the 
finalist pool.   

7. DIGITAL MEDIA PRODUCTION COORDINATOR – INFORMATION TECHNOLOGY (C13-062) 

Selection:  One (1) White Male 

The University conducted a search to recruit for this Digital Media Production Coordinator position.  
Advertisements and/or announcements were placed in the Career Builders; Association of Higher 
Education Cable Television Administrators list server; HigherEdJobs.com; Hispanic Outlook; and Diverse.  
The successful candidate will develop, produce and distribute television programming in support of the 
University's mission; integrate video material into computer based multimedia, web based and other 
digital media and contribute actively and effectively to student growth, service, and scholarship.  
Candidates are expected to be committed to multiculturalism and working with a diverse student body.   

Required Qualifications  

• Bachelor's degree; communication or media studies degree preferred 
• Three years professional experience in television production 
• Demonstrated communication and interpersonal skills 
• Two years of experience in digital video production, editing and integration of digital video into 

multimedia instructional materials 
• Demonstrated communication and interpersonal skills   

Preferred Qualifications  

• Master's in educational media and technology or equivalent 
• Knowledge and trends of media production within a higher education environment 
• Experience working in online delivery systems 
• Working knowledge of Final Cut Pro and Adobe CS software 
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• Knowledge of shared storage systems 

Forty-Six (46) individuals applied for this position: Thirty (30) White males; Seven (7) White females; 
Four (4) Black males; Three (3) Hispanic males; One (1) Hispanic female; and One (1) Unknown male.   

Thirty-Two (32) applicants were determined to be not qualified:  Twenty (20) White males; Four (4) 
White females; Four (4) Black males; Two (2) Hispanic males; One (1) Hispanic female; and One (1) 
Unknown male.  These candidates either submitted incomplete applications or they did not meet the 
professional experience in television production.   

• The not qualified Unknown male did not meet the three years of professional experience in 
television production.   

Six (6) applicants were found to be minimally qualified:  Five (5) White males; and One (1) Hispanic 
male.  These candidates met the required and only one preferred; no goal candidates remain in this 
pool.   

Eight (8) applicants were determined to be qualified and were considered finalists:  Five (5) White 
males; and Three (3) White females.  

One (1) White male was hired for this position.   

• The selected White male met the required and preferred qualifications with the exception of the 
master’s degree.  The candidate has video production experience on a university campus (6 years 
part time experience) and four years of television news industry experience as a videographer and 
editor.  He trained and supervised student workers on equipment and techniques for field and 
studio productions.  In addition, his other technical experience includes: editing with Final Cut Pro, 
Adobe Creative Suite and Avid Video Editing.  

The White female goals have been met and there were no other goal candidates in the finalist pool.   

8. SPORTS COMMUNICATION TRAINEE – ATHLETICS (C13-066) 

Selection: One (1) White Male 

The University conducted a search to recruit for this Sports Communication Trainee in Athletics.  
Advertisements and/or announcements were placed in the CoSIDA; HigherEdJobs.com; Hispanic 
Outlook; and Department of Administrative Services.  The successful candidate will be responsible to 
assist in the compiling and dissemination of information for Intercollegiate Athletics both on and off 
campus.  Responsibilities include, but are not limited to, assisting the Assistant Director of Athletics for 
Sports Communication in all aspects of managing the Athletics Communication Office; may serve as 
sports information contact for women’s sports, participate in writing and distributing press releases for 
assigned sports, may participate in writing, editing and producing publications for assigned sports; assist 
with maintenance of department website.  The successful candidate will maintain accurate records, 
including statistics, accomplishments, press releases, articles, pictures and attendance figures for 
assigned sports.  This position requires an excellent work ethic along with exceptional motivational and 
communication skills.  Candidates are expected to be committed to multiculturalism and working with a 
diverse student body.   

Required Qualifications  

• Bachelor’s degree 
• One year of work experience in sports information 
• Demonstrated ability to communication effectively both orally and in writing 
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Preferred Qualifications  

• Master’s degree in Communication, Public Relations or Organizational Communication 
• Two years of experience in Division I Intercollegiate Athletics as a student athlete or Graduate 

Assistant 
• Experience in video editing, streaming and other multi-media aspects of Intercollegiate Sports 

Information 
• Demonstrated understanding of NCAA rules compliance 

One Hundred Sixty-One (161) individuals applied for this position:  One Hundred Two (102) White 
males; Twenty-Three (23) White females; Sixteen (16) Black males; Four (4) Black females; Three (3) 
Hispanic males; Three (3) Hispanic females; Two (2) Other males; Three (3) Other females; and Five (5) 
Unknown males.  

One Hundred Nineteen (119) applicants were determined to be not qualified:  Seventy-One (71) White 
males; Sixteen (16) White females; Fifteen (15) Black males; Three (3) Black females; Three (3) Hispanic 
males; Three (3) Hispanic females; Three (3) Other females; and Five (5) Unknown males.  These 
candidates did not submit complete applications or did not meet the work experience requirement.   

• The three (3) Black females and two (2) Other females did not meet the one year work experience 
requirement.   

• The third Other female did not submit a complete application.   
• The five (5) Unknown males either submitted incomplete applications or did not meet the work 

experience requirement.   

Thirty-Eight (38) applicants were found to be minimally qualified:  Twenty-Seven (27) White males; 
Seven (7) White females; One (1) Black male; One (1) Black female; and Two (2) other males.  These 
candidates met the required qualifications but did not meet the preferred qualifications such as 
Master’s degree or did not have Division 1 experience.   

• The two (2) minimally qualified Other males and the minimally qualified Black female met all the 
required qualifications; however, they did not have a Master’s degree or have Division I 
intercollegiate athletics experience.   

Four (4) applicants were determined to be qualified and were considered finalists:  Four (4) White 
males.  

One (1) White male was hired for this position.   

• The selected White male met the all required qualifications and preferred qualifications.  During his 
interview, he was able to answer interview questions in a concise manner with examples.  He has 
possess technical skills related to multimedia, video streaming and editing and work experience in 
professional statistical sports programs and development of weekly press releases.  Additionally, he 
has experience working with people of diverse backgrounds. 

There were no goal candidates in the finalist pool.   

9. ASSISTANT MANAGER INTERNET SERVICES MARKETING AND COMMUNICATION (C13-069) 

Selection:  One (1) White Male 

The University conducted a search to recruit for this Assistant Manager Internet Services Marketing and 
Communication.  Advertisements and/or announcements were placed in the Hartford Courant; Diversity 
careers; Minority Jobs; HigherEdJobs.com; Hispanic Outlook; and Diverse.  The successful candidate will 
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develop and maintain the University’s website.  Candidates are expected to be committed to 
multiculturalism and working with a diverse student body.   

Required Qualifications  

• Bachelor’s degree in Communication, Computer Science, Management Information Systems or 
equivalent 

• Three years’ recent experience in the design, development and management of web pages 
• Demonstrated ability to design, develop and maintain web pages 
• Working knowledge of digital video capture and editing using NLE software, digital still cameras, and 

video encoding 
• Strong technical knowledge of HTML and current web editing/authoring and photo editing software, 

particularly MS ExpressionWeb, Adobe DreamWeaver & Adobe PhotoShop 
• Thorough understanding of Mobile Web Design Standards and internet browser compatibility 
• Advanced knowledge and demonstrated experience with CSS, JavaScript, jQuery, and ActionScript 

2.0 
• Excellent instructional, communication, management and organizational skills and demonstrated 

ability to work collaboratively  
• Ability to work in high volume, fast-paced and demanding environment 

Preferred Qualifications  

• Master’s degree 
• Experience with Finalsite Content Management System, PHP/MySQL, Google Analytics, and  web-

based e-learning solutions 

Sixteen (16) individuals applied for this position:  Eight (8) White males; (7) White females; and One (1) 
Other male.  

Twelve (12) applicants were determined to be not qualified: Five (5) White males; Six (6) White 
females; and One (1) Other male.  These candidates either submitted incomplete applications or they 
did not meet the degree or work experience requirements.   

• The not qualified Other male did not meet the three years of experience in design and development 
and management of web pages.   

There were no other goal candidates considered minimally qualified.  

Four (4) applicants were determined to be qualified and were considered finalists: Three (3) White 
males; and One (1) White female.  No goal candidates remained in this pool 

One (1) White male was hired for this position.   

The selected White male candidate met all the required and preferred qualifications with the exception 
of the master’s degree.  He has several years of work experience and extensive knowledge of website 
design, development and management using Finalsite - the University’s web content management 
system.  He also has experience in PHP/MySQL and in retrieving and applying Google Analytics to better 
manage the University’s websites and social media marketing.  Employed since 2009 by the CCSU 
Marketing & Communications Department as part of a cooperative work (student) experience, he has 
been immersed in building, redesign and maintenance of the CCSU website.  He has served as a 
videographer, photographer, and editor for a myriad of design and video projects.  Among his 
accomplishments is the development and design of the International Education Resources (IERConn) 
website, hosted by CCSU’s Center for International Education and serves 11 of the state’s colleges and 
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universities by providing study abroad information and resources for students.  When asked to share his 
ideas for improving the campus map and mobile website, using a laptop he methodically walked us 
through his ideas.  He explained how he could rewrite code to create a system of touchscreen campus 
maps that could be located at heavily visited sites, such as Davidson Hall and the Student Center.  

White female goals haven been met; there were no goal candidates in the finalist pool.   

10. ASSISTANT TO THE DIRECTOR /AREA COORDINATOR – RESIDENCE LIFE (C13-070) 

Selection:  One (1) Hispanic Female 

The University conducted a search to recruit for this Assistant to the Director of Residence Life.  
Advertisements and/or announcements were placed in the Chronicle of Higher Education; 
HigherEdJobs.com; Hispanic Outlook; and Diverse.  The successful candidate will have overall 
responsibility for the overall quality of life in a university residence hall.  The emphasis of this position is 
on establishing and maintaining an atmosphere conducive to personal growth, community building and 
academic achievement.  Candidates are expected to be committed to multiculturalism and working with 
a diverse student body.   

Required Qualifications  

• Bachelor’s  degree 
• Three years of recent residence life work experience directly supervising resident assistant staff 
• Demonstrated ability utilizing Microsoft Office software 
• Experience developing and providing training 
• Experience working with a culturally diverse student body 
• Demonstrated experience with crisis management and student conduct  

Preferred Qualifications  

• Master’s degree 
• Experience managing summer conference programs  
• Experience with Banner and/or other Enterprise database software (e.g., Adirondack Solutions, 

RMS) 
• Demonstrated presentation and advising skills 

Eighty-Six (86) individuals applied for this position:  Twenty-Three (23) White males; Thirty-Three (33) 
White females; Seven (7) Black males; Ten (10) Black females; Seven (7) Hispanic males; Two (2) Hispanic 
females; Two (2) Other females; One (1) Unknown male; and One (1) Unknown female.  

Sixty-Six (66) applicants were determined to be not qualified:  Eighteen (18) White males; Twenty-Four 
(24) White females; Six (6) Black males; Nine (9) Black females; Four (4) Hispanic males; One (1) Hispanic 
female;  Two (2) Other females; One (1) Unknown male; and One (1) Unknown female.  The non-
qualified applicants either submitted incomplete applications or they did not meet the three of resident 
life work experience.   

• Eight (8) of the nine(9) not qualified Black females, one (1) Unknown male and one (1) Unknown 
female did not meet the three year of recent residence life experience.   

• The ninth Black female, two (2) Other females and did not submit complete applications.   

There were no minimally qualified candidates.   
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Twenty (20) applicants were determined to be qualified and were considered finalists:  Five (5) White 
males; Nine (9) White females; One (1) Black male; One (1) Black female; Three (3) Hispanic males; and 
One (1) Hispanic female.   

One (1) Hispanic female was hired for this position.   

• The selected Hispanic female candidate met all the required and preferred qualifications.  Her 
references reported that she has excellent experience supervising and motivating staff, and during 
her interview shared multiple strategies she utilizes to challenge and support the students she works 
with.  As a conduct officer she has experience adjudicating low level infractions, and stressed how 
positive interactions and connections can be derived from conducting meetings with students.  She 
demonstrated excellent communication skills during her interview, and is an experienced presenter.  
She has assisted with the implementation of a summer conference program, and is knowledgeable 
of the software utilized by the department.  She was the only candidate that had significance 
experience working with the software utilized by residence life.   

• The non-selected Black female met the required ant three of the four preferred skills.  She did not 
have the same level of experience with the housing software utilized but residence life and 
additionally did not suggest she could get support and guidance from her supervisor when 
responding to situational (difficult situations) based scenarios.   

11. REGISTRAR’S OFFICE – DEGREE AUDITOR (C13-073)  

Selection:  One (1) Hispanic Female 

The University conducted a search to recruit a Degree Auditor for this Registrar’s Office.  Advertisements 
and/or announcements were placed in the HigherEdJobs.com; NEACRAO; Connecticut Association of 
Collegiate Registrars and Diverse.  Central Connecticut State University invites applications for a 
full-time, Degree Auditor in the Office of the Registrar.  The successful candidate will be 
responsible for producing reports, preparing audits for graduation evaluations, and determining 
completion of graduation requirements by students.  Candidates are expected to be committed 
to multiculturalism and working with a diverse student body.   

Required Qualifications  

• Bachelor’s degree 
• Three years of experience working at a college or university, including at least one year in a 

registrar’s office, academic advising or degree evaluation process 
• Demonstrated ability to effectively maintain detailed records, apply and communicate policies, 

regulations, and other information, and to relate, in a constructive manner, to students and staff 
• Knowledge of computer applications 

Preferred Qualifications  

• Master’s degree in higher education administration or student development in higher education, or 
closely related field 

• Experience as an academic degree auditor or evaluator  
• Experience with Banner Student and Banner CAPP Degree Audit or other Enterprise student 

information systems 

Eighty-Five (85) individuals applied for this position:  Nineteen (19) White males; Forty-two (42) White 
females; Two (2) Black males; Six (6) Black females; Two (2) Hispanic males; Seven (7) Hispanic females; 
Two (2) Other females; Three (3) Unknown males; and Two (2) Unknown females.  
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Fifty-Six (56) applicants were determined to be not qualified:  Twelve (12) White males; Twenty-Five 
(25) White females; Two (2) Black males; Five (5) Black females; Two (2) Hispanic males; Five (5) Hispanic 
females; Two (2) Other females; Two (2) Unknown males; and One (1) Unknown female.  The non-
qualified applicants either did not meet the work experience requirement or submitted incomplete 
applications.   

• Two (2) Black females, two (2) Other females and one (1) Unknown male submitted incomplete 
applications. 

• Three (3) Black females, one (1) Unknown male and one (1) Unknown female did not meet the 
work experience requirement. 

Sixteen (16) applicants were found to be minimally qualified:  Seven (7) White males; Seven (7) White 
females; One (1) Hispanic female; and One (1) Unknown male.  These candidates met the required and 
two of the three preferred qualifications.   

• The minimally qualified Unknown male met two of three preferred qualifications; however, he only 
had 18 months experience in the area sought.  No other goal candidates remained in the pool.  

Thirteen (13) applicants were determined to be qualified and were considered finalists:  Ten (10) 
White females; One (1) Black female; One (1) Hispanic female; and One (1) Unknown female.  

One (1) Hispanic female was hired for this position.   

• The selected Hispanic female candidate met the required and preferred qualifications.  She has six 
years’ experience as an assistant registrar.  She has the necessary technical skills in the day to day 
use of Student Information Systems.  She uses Datatel and Excel to track students’ graduation 
progress.  She demonstrated experience advising and having a clear communication of policies when 
relating to students.  During the interview, she was interactive and asked specific questions about 
the Degree Auditor Position. 

• The non-selected Black female candidate met the required and two of the three qualifications.  
While she has ten years of registration work experience, she has not conducted electronic degree 
evaluations in the last five years.   

• The non-selected Unknown female did not meet the degree auditing experience as her 
responsibility has been primarily as an academic advisor.  In her interview, she addressed her role as 
a professor and advisor and did not provide examples to demonstrate her knowledge as a degree 
auditor.   

12. MEDIA TECHNICIAN – INFORMATION TECHNOLOGY (C14-001) 

Selection:  One (1) White Male 

The University conducted a search to recruit a Media Technician for the Office of Information 
Technology.  Advertisements and/or announcements were placed in the HigherEdJobs.com; Association 
of Higher Education Cable Television Administrators; Society of Broadcast Engineers Connecticut 
Chapters; and Career Builder.  The successful candidate will provide support for media-related services 
and operations in the center in support of the University's mission and contribute actively and 
effectively to student growth, service, and scholarship.  Candidates are expected to be committed to 
multiculturalism and working with a diverse student body.   
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Required Qualifications  

• Bachelor’s degree in communications, media technology or other related field 
• Two years of experience in the operation and production of media center programs including 

equipment repair 
• Experience with broadcast production equipment, non-linear editing systems, audio equipment and 

lighting 
• Good interpersonal skills with demonstrated ability to work well with others 

Preferred Qualifications  

• Master’s degree 
• Knowledge and trends of media services within a higher education environment 
• Working knowledge of Serial Digital Interface (SDI) both standard definition and high definition 
• Working knowledge of classroom control systems (Extron) 
• Experience operating and understanding broadcast metering equipment 
• Minimal knowledge of networking media-related equipment via Internet protocol (IP) 
Twenty-Six (26) individuals applied for this position:  Ten (10) White males; Two (2) White females; Five 
(5) Black males; One (1) Hispanic male; Six (6) Other males; and Two (2) Unknown males.   

Nineteen (19) applicants were determined to be not qualified:  Six (6) White males; Two (2) White 
females; Four (4) Black males; One (1) Hispanic male; Five (5) Other males; and One (1) Unknown male.  
The minimally qualified applicants either submitted incomplete applications or they did not meet the 
two years of work experience requirement.   

• The five (5) Other males and the Unknown male did not meet the work experience requirement.  

There were no minimally qualified candidates.   

Seven (7) applicants were determined to be qualified and were considered finalists:  Four (4) White 
males; one (1) Black male, one (1) Other male; and One (1) Unknown male.   

One (1) White male was hired for this position.   

• The selected White male candidate met the qualifications for the position.  Additionally he has 
working knowledge of the trouble shooting process, specifically, troubleshooting to the component 
level.  This includes being able to complete diagnostic testing directly to the circuit board of various 
media equipment.  He has experience with hardware and classroom technology.  He addressed 
different factors in the troubleshooting process such as “gaining an understanding of the room 
and/or machine that is malfunctioning, human error, thinking of alternative solutions to get a 
classroom up and running to assist professors and students in need of the SMART Technology, in 
addition, to checking basic functions such as the switcher, power indicator, video input, etc.”  He has 
an understanding of what makes a “Smart Classroom” smart.  He also has experience training faculty 
on hardware and software.   

• The Other male declined the offer of employment.   
• The non-selected Unknown male met the required qualifications; however, during the telephone he 

did not have an understanding and knowledge about the troubleshooting process.  He also stated 
that he did not have equipment repair experience.   
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13. REFERENCE/INSTRCTION LIBRARIAN (C14-003) 

Selection: One (1) White Female 

The University conducted a search to recruit for this Reference Librarian.  Advertisements and/or 
announcements were placed in Chronicle of Higher Education; Hispanic Outlook; Diverse; higher Ed 
Jobs; Connecticut Library Association; and New England Library Instruction Group.  The Elihu Burritt 
Library at Central Connecticut State University invites innovative and energetic applicants to fill a  
full-time, tenure-track librarian position that will serve on the Library’s Reference and Instruction team.  
The successful candidate will be responsible for a variety of tasks that successfully support the research 
needs of CCSU’s students, faculty, and staff.  Candidates are expected to be committed to 
multiculturalism and to working with a diverse student body.   

Required Qualifications 

• Master’s in Library Science or equivalent from an ALA accredited institution 
• Academic library reference experience 
• Demonstrated experience and knowledge of electronic and print information resources 
• A demonstrated commitment to public service 
• Excellent communication, interpersonal and presentation skills 
• Experience working effectively with a highly diverse group of faculty, students, colleagues and the 

general public 

Preferred Qualifications 

• Experience with commercially or institutionally developed testing of information literacy skills (e.g. 
Project Sails, Madison Assessment for James Madison University) 

• Experience with the development and the implementation of a program for the assessment of 
library instruction 

• Experience with online learning management systems (e.g. Blackboard, D2L “Desire to Learn,” 
Moodle, Canvas) 

• Experience providing concise information to undergraduate and graduate students in brief library 
instructions sessions covering a wide range of subject areas 

• Experience teaching semester long information literacy credit course 
• Demonstrated ability to effectively use instructional technologies 

Ninety (90) individuals applied for this position:  Twenty-One (21) White males; Fifty-Two (52) White 
females; One (1) Black male; Four (4) Black females; One (1) Other male; Four (4) Other females; Five (5) 
Unknown males; and Two (2) Unknown females.  

Thirty-Eight (38) applicants were determined to be not qualified:  Seven (7) White males; Twenty-Three 
(23) White females; Two (2) Black females; One (1) Other male; Two (2) Other females; Two (2) 
Unknown males; and One (1) Unknown female.  The non-qualified applicants either did not have the 
experience as a reference librarian or did not have a master’s degree in library science.   

• The two (2) Black females did not meet the degree requirement.   
• The Unknown female submitted an incomplete application.   
• Two (2) Unknown males did not have experience as reference librarians.   

Forty-One (41) applicants were found to be minimally qualified:  Eleven (11) White males; Twenty-One 
(21) White females; One (1) Black male; Two (2) Black females;  Two (2) Other females; Three (3) 
Unknown males; and One (1) Unknown female.  The minimally qualified candidates met the required 
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qualifications and two preferred qualifications and/or had minimal experience with online management 
systems.   

• The two (2) Other females, two (2) Black females and (2) Unknown males only met the required 
qualifications and none of the preferred qualifications. 

• The third Unknown male met the required and only two of the preferred qualification.  He did not 
have the level of experience needed to use instructional technology.   

Eleven (11) applicants were determined to be qualified and were considered finalists:  Three (3) White 
males and Eight (8) White females.  

One (1) White female was hired for this position. 

The selected White female candidate met all required and preferred qualifications.  She has experience 
with the development and the implementation of a program for the assessment of library instruction; 
she also has experience providing concise information to undergraduate and graduate students in brief 
library instructions sessions covering a wide range of subject areas.  Additionally she has experience 
teaching semester long information literacy credit course.  She has a demonstrated commitment to 
student learning outcomes.   

There were no goal candidates in the finalist pool. 

14. INFORMATION TECHNOLOGY – DESKTOP SUPPORT ASSISTANT (C14-014) 

Selection: One (1) White Female 

The University conducted a search to recruit for a full-time, Desktop Support Assistant in the 
Information Technology Department.  Advertisements and/or announcements were placed in the CCSU 
website, Diverse, Hispanic Outlook, Higher Ed Jobs, Career Builder and DAS website.  The successful 
candidate will provide Macintosh desktop support to the University including installation, maintenance 
and repair of computer systems, printers and peripheral equipment.  Candidates are expected to be 
committed to multiculturalism and working with a diverse student body.   

Required Qualifications  

• Bachelor’s degree in a technical or business related field   
• Two years’ experience providing desktop support, diagnosis, and repair, and installation of 

computers and associated software 
• Experience interacting with computer users while providing excellent customer service skills.  
• Understanding of help desk/call center procedures and practices 

Preferred Qualifications  

• Apple certifications  
• Experience supporting Macintosh desktops and peripherals 

Ninety-Eight (98) individuals applied for this position:  Forty-One (41) White males; Ten (10) White 
females; Seventeen (17) Black males; Four (4) Black females; Six (6) Hispanic males; Two (2) Hispanic 
females; Eight (8) Other males; Four (4) Other females; Five (5) Unknown males; and One (1) Unknown 
female.    

Sixty-Seven (67) applicants were determined to be not qualified:  Thirty-Two (32) White males; Six (6) 
White females; Ten (10) Black males; Two (2) Black females; Four (4) Hispanic males; Two (2) Hispanic 
females; Five (5) Other males; Two (2) Other females; and Four (4) Unknown males.  The non-qualified 
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applicants did not have a bachelor’s degree or equivalent and/or did not meet the work experience 
requirement.   

• Two (2) Black females, two (2) Other males and four (4) Unknown males did not meet the degree 
requirement.   

• Three (3) Other males and two (2) Other females did not meet the work experience requirement.   

Twenty-One (21) applicants were found to be minimally qualified:  Five (5) White males; Three (3) 
White females; Four (4) Black males; Two (2) Black females; Two (2) Hispanic males; One (1) Other male; 
Two (2) Other females; One (1) Unknown male; and One (1) Unknown female.  The minimally qualified 
candidates did not have experience supporting Macintosh desktops. 

• The two (2) Black females, one (1) Unknown male and the one (1) Unknown female did not have 
experience supporting Macintosh desktops 

Ten (10) applicants were determined to be qualified and were considered finalists:  Four (4) White 
males; One (1) White female; Three (3) Black males; and Two (2) Other males.   

One (1) White female was hired for this position.   

• The selected White female met all the required and preferred qualifications and has four years’ 
experience supporting Mac computers including hardware and software technical skills.  She is 
currently employed as a part-time Mac Technician at CCSU; therefore she is familiar with the 
standards of the environment.  She is an Apple Certified Macintosh Technician in both hardware and 
software.   

• The two non-selected Other male candidates met only the required qualifications; however, they 
have no apple certifications and/or no recent experience supporting Mac computers.   

There were no other goal candidates in the finalist pool.   

15. ACADEMIC SUPPORT SPECIALIST (C14-016) 

Selection:  One (1) White Female 

The University conducted a search to recruit for the Academic Support Specialist position.  
Advertisements and/or announcements were placed in the CCSU website, Diverse, Hispanic Outlook and 
Higher Ed Jobs.  The CCSU Learning Center is engaged in innovative approaches to academic support 
that underscore our belief that every student has the potential to be an independent and successful 
learner.  The successful candidate will deliver comprehensive learning support services and programs 
and assist with the development and execution of programs such as supplemental instruction, tutoring, 
and academic success coaching.  The successful candidate will also assist with the implementation of 
training programs for Learning Center staff on current tutoring, coaching, teaching and learning 
strategies, and provides mentorship for graduate and undergraduate student coaches and tutors.  
Candidates are expected to be committed to multiculturalism and working with a diverse student body. 

Required Qualifications 

• Bachelor’s degree 
• Three years of experience delivering academic support services 
• Experience with peer tutor, academic coaching and/or mentoring programs 
• Working knowledge of the needs of diverse student populations 

Preferred Qualifications 

• Master’s degree in counseling, education or related field 
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• Experience hiring, training and supervising students  
• Experience working within the framework of a recognized certification training program such as,  

CRLA International Peer Tutor/Mentor Training Certification Program (College Reading and Learning 
Association);NTA Certification Program (National Tutor Association) 

• Experience administering and interpreting learning assessments and/or course placement 
assessments 

• Experience utilizing electronic technologies to enhance the delivery of academic support services, 
staff development and assessment efforts 

• Excellent oral, written, organization and interpersonal skills 

Two Hundred-Ten (210) individuals applied for this position: Twenty-seven (27) White males; One 
Hundred (100) White females; Thirteen (13) Black males; Twenty-Five (25) Black females; Four (4) 
Hispanic males; Ten (10) Hispanic females; Two (2) Other males; Ten (10) Other females; three (3) 
Unknown males; and Sixteen (16) Unknown females.   

One Hundred Seventy-Two (172) applicants were determined to be not qualified:  Twenty-Two (22) 
White males; Eighty-Five (85) White females; Nine (9) Black males; Twenty (20) Black females; Three (3) 
Hispanic males; Nine (9) Hispanic females; Two (2) Other males; Ten (10) Other females; Three (3) 
Unknown males; and Nine (9) Unknown females.  The non-qualified candidates either did not meet the 
three years’ work experience requirement and/or peer tutoring experience or submitted incomplete 
applications.   

• Of the twenty (20) Black females, three (3) submitted incomplete applications and seventeen (17) 
did not meet the three years’ experience and/or did not have peer tutoring advising experience.   

• The two (2) Other males did not meet the work experience requirement.   
• Of the ten (10) Other females, five (5) did not submit complete applications and five (5) did not 

meet the work experience requirement and/or peer tutoring experience.   
• Of the three (3) Unknown males, two (2) submitted incomplete applications and one (1) did not 

possess the three years of required experience or peer tutoring experience.  
• Of the nine (9) Unknown females, four (4) did not submit complete applications and five (5) did not 

meet the work experience or peer work experience.    

Nineteen (19) applicants were found to be minimally qualified:  Three (3) White males; Seven (7) White 
females; Four (4) Black females; One (1) Hispanic male; and Four (4) Unknown females.  All but four of 
the minimally qualified applicants met two or less of the preferred qualifications and four (4) candidates 
met three preferred qualifications but had less than five years’ higher education experience.   

• Three  of the four (4) Black females met only two of the preferred qualifications and one (1) Black 
female met three preferred but had less than five years’ of higher education experience.   

• Two (2) of the four (4) Unknown females met only two of the preferred, the third Unknown female 
met only one of the preferred and the fourth Unknown female candidate met three preferred 
qualification however, she  had no higher education experience.   

Nineteen (19) applicants were determined to be qualified and were considered finalists:  Two (2) 
White males; Eight (8) White females; Four (4) Black males; One (1) Black female; One (1) Hispanic 
female; and Three (3) Unknown females.   

One (1) White female was hired for this position. 

• The selected White female met all the required and preferred qualifications for the position.  She 
has approximately eight years of experience delivering academic support services.  She has 
experience serving diverse groups of students including supporting the Latino populations through a 
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mentoring program.  Since she has worked at CCSU on a part-time basis, she has established a 
rapport with stakeholders; therefore, the selection panel felt her learning curve would be minimal.  
During her interview she demonstrated well-developed communication skills and discussed the 
innovation that she has brought to the Center.  Her most notable effort in innovation was the 
certification of the tutoring program through a national entity, College Reading and Learning 
Association (CRLA).  She possesses skills in the area of assessment and reporting in this certification 
process and has worked to prepare the Center for a level 3 certification.   

• The non-selected Black female met the required and three of preferred qualifications and ten years’ 
experience in higher education; however she lacks experience delivering support services to 
traditional aged students as the majority of her experience in higher education has been at an adult 
serving institution.  During her interview, her answers to the questions were vague and often lacked 
examples.  For example when asked to share the best practices in this field, she was unable to 
provide any examples.   

• The first non-selected Unknown female declined an invitation for a telephone interview because 
she accepted another position. 

• The second non-selected Unknown female met the required and four of the preferred qualifications 
for the position.  During her telephone interview, she was unable to provide examples of academic 
interventions and instead focused her answer on students taking the PRAXIS test.  She was not 
invited for an on-campus interview.   

• The third non-selected Unknown female candidate met all the required and preferred 
qualifications; however, during her interview she failed to provide examples of direct academic 
support experiences other than academic advising.  While she is a CCSU alumna, she did not explain 
how CCSU would be a good match for her and her skills.  Her answers demonstrated that her recent 
experiences have been more as an administrator and not as a direct service provider. 

16. ACADEMIC ADVISING SPECIALIST – ARTS AND SCIENCES (C14-025) 

Selection:  One (1) White Female 

The University conducted a search to recruit for this Academic Advising Specialist position.  
Advertisements and/or announcements were placed in the Hartford Courant, Higher Ed Jobs, Diverse, 
and Hispanic Outlook.  The successful candidate will manage the operations of School of Arts and 
Sciences Advising Center, work with individual students on academic issues, conduct orientation 
workshops for incoming transfer students, and supervise a group of peer advisors throughout the 
academic year, including winter and summer sessions.  Candidates are expected to be committed to 
multiculturalism and working with a diverse student body. 

Required Qualifications 

• Master’s degree in Counseling or related field 
• Three years’ of recent experience in academic advising and managing operations of an 

undergraduate advising center 
• Demonstrated strong communication (oral, written and interpersonal) and organizational skills 
• Commitment to serving a culturally and ethnically diverse student body 

Equivalent combination of training and experience may be considered. 

Preferred Qualifications 

• Experience in managing and supervising a peer advising program 
• Familiarity with Banner or similar student information system 
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One Hundred Twenty-Two (122) individuals applied for this position including:  Nineteen (19) White 
males; Fifty-Nine (59) White females; Three (3) Black males; Fourteen (14) Black females; Three (3) 
Hispanic males; Seven (7) Hispanic females; Two (2) Other males; Five (5) Other females; Two (2) 
Unknown males; and eight (8) Unknown females.  

One Hundred Thirteen (113) applicants were determined to be not qualified:  Eighteen (18) White 
males; Fifty-Three (53) White females; Three (3) Black males; Twelve (12) Black females; Three (3) 
Hispanic males; Seven (7) Hispanic females; Two (2) Other males;  Five (5) Other females; Two (2) 
Unknown males; eight (8) Unknown females.  The non-qualified candidates either did not meet the 
three years’ of academic advising experience and/or management experience of a center, no master’s 
degree or submitted incomplete applications.   

• Of the twelve (12) Black females, one (1) submitted an incomplete application; one (1)did not have 
a Master’s degree;  and ten (10) did not have the three years of academic advising experience at the 
undergraduate level.   

• The two (2) Other males did not have the three years of advising experience.   
• Of the five (5) Other females, three (3) submitted incomplete applications and two (2) did not meet 

the advising experience requirement.   
• Of the two (2) Unknown males, the first one submitted an incomplete application and the second 

applicant did not meet the academic advising experience.   
• Of the eight (8) Unknown females, two (2) did not have a master’s degree and six (6) did not have 

the experience managing the operations of an undergraduate advising center and/or the three years 
of academic advising experience at the undergraduate level.   

One (1) applicant was found to be minimally qualified:   One (1) White female.  The White female 
lacked the experience with peer advisors.  No goal candidates remained in this pool. 

Eight (8) applicants were determined to be qualified and were considered finalists:  One (1) White 
male; Five (5) White females; and Two (2) Black females.  

One (1) White female was hired for this position.   

• The selected White female candidate met all the required and preferred qualifications and 
currently works as a part-time advisor (university assistant) in CCSU’s Ammon School of Arts and 
Sciences Advising Center, where she has been since January 2012.  Her responsibilities at the 
advising center include one-on-one advising of undergraduates, recruitment, training and 
supervision of peer advisors, advising center program development, and working with incoming 
transfer students.  Prior to coming to CCSU, she worked at CT Community College as a Graduate 
Outreach Coordinator.  Additionally she has over five years of experience as transition program 
facilitator, assistant director of the student mentor program and academic advisor.  She has 
experience developing a peer advisor system at two institutions including CCSU. 

• The first Black female declined an offer for a telephone interview citing concerns about the salary 
range. 

• The second non-selected Black female met the required and preferred qualifications.  She is 
currently student support coordinator at a local college.  Her responsibilities are more consistent 
with the functions of a learning center, rather than an advising center.  She expressed an interest in 
working with supplemental instruction, which is not something that will be done in the A&S advising 
center.  She informed the committee that she worked with peer advisors at a previous institution 
about 10 years ago, but had no direct supervision experience.   

No other goal candidates remained in the pool. 
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17. ADVISING AND CAREER EXPLORATION SPECIALIST (C14-IS3) 

Selection:  One (1) Hispanic Female 

Per the SUOAF collective bargaining agreement all positions open initially to SUOAF members within the 
Board of Regents including the four Connecticut State Universities.  If the pool is acceptable the search 
will be filled through the internal search process, otherwise the position will be opened to the public and 
all who apply will be considered.  In this case, the pool was deemed acceptable to the hiring manager 
and the position was filled through the internal SUOAF process.  

Position Summary: 

Assists student populations served by the Center for Advising and Career Exploration in the 
development of academic and career plans through individual counseling and group activities on self-
assessment, major selection, career exploration, experiential learning opportunities, and job search 
strategies. 

Qualifications 

• Bachelor’s degree 
• Two years of experience in relevant student support services in academic advising  
• Credentials and/or experience substantially comparable to the above may also be considered 

Eight (8) individuals applied for this position including:  One (1) White male; Three (3) White females; 
One (1) Black female; Two (2) Hispanic females; and One (1) Other male.  

Three (3) applicants were found to be minimally qualified:  One (1) White female; One (1) Hispanic 
female; and One (1) Other male.  These candidates met the required qualification; however, they lacked 
in experience related to academic advising.   

• The minimally qualified Other male did not have any experience working with students in academic 
advising.   

Five (5) applicants were determined to be qualified and were considered finalists: One (1) White male; 
Two (2) White females; One (1) Black female; and One (1) Hispanic female.  

One (1) Hispanic female was hired for this position.   

• The selected Hispanic female met the qualifications for the position.  She is currently enrolled in a 
Master’s program in Student Development in Higher education and she will graduate in May 2014.  
She has experience in admissions, pre-enrollment academic advising and advising students on 
academic program requirements including course selection.  She has experience with Banner, the 
student information system currently used by CCSU.  She has experience creating student groups, 
and she has created and worked with a student ambassador group which is similar to the groups 
used by the center.   

• The non-selected Black female met the qualifications for the position and has a Master’s degree in 
school counseling; however, her work experience has been primarily in registration and degree 
auditing and not directly in academic advising. 

No other goal candidates remained in the pool. 
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SECRETARIAL CLERICAL (EXCLUDING ADMINISTRATIVE ASSISTANT and SECRETARY 2) 

Short-Term Long-Term 

3 White Males 2 White Males 
1 Other Male  
1 Other Female  

1. TELECOMMUNICATIONS DISPATCHER – POLICE (C13-024) 

Selection: One (1) Other Male 

The University conducted a search to recruit for this Telecommunication Dispatcher position.  
Advertisements and/or announcements were placed in the DAS Web site, CCSU’s HR web site, and email 
to all CT State agencies for posting. 

Eleven (11) individuals applied for this position including:  Three (3) White males; Four (4) White 
females; Two (2) Black males; One (1) Other male; and One (1) Unknown male.  

Four (4) applicants were determined to be not qualified: Two (2) White males; One (1) White female; 
and One (1) Unknown male. 

One (1) applicant was found to be minimally qualified: One (1) White female.  

Six (6) applicants were determined to be qualified and were considered finalists:  One (1) White male; 
Two (2) White females; Two (2) Black males; and One (1) Other male.  

This hiring of this Other male met an affirmative action goal for the university.   

SECRETARIAL CLERICAL/ADMINISTRATIVE ASSISTANT 

Short-Term Long-Term 

1 Black Female  
1 Other Female  

1. ADMINISTRATIVE ASSISTANT – INFORMATION TECHNOLOGY (C13-071) 

Selection: One (1) White Female 

The University conducted a search to recruit for the Administrative Assistant position.  Advertisements 
and/or announcements were placed in the CCSU website and DAS website. 

Eligibility Requirement:  

Candidates must have applied for and passed the Administrative Assistant exam and be on the current 
certification list promulgated by the Department of Administrative Services for this classification.  State 
employees currently holding the above title or those who have previously attained permanent status 
may apply for lateral transfer.   

Knowledge, Skills and Abilities:   

Considerable knowledge of office administration and management; considerable knowledge of 
department and/or unit policies and procedures; considerable knowledge of proper grammar, 
punctuation and spelling; considerable knowledge of business communications; knowledge of business 
math; considerable interpersonal skills; ability to operate office equipment which includes personal 
computers and other electronic equipment; ability to operate office suite software; ability to take notes 
(shorthand, speedwriting or other method acceptable to manager.) 



Goals Analysis 2014  62 

General Experience: Four (4) years’ experience above the routine clerk level in office support or 
secretarial work. 

Special Experience: One year of the General Experience must have been as a Secretary 2 or its 
equivalent. 

Substitutions Allowed:  College training in the secretarial sciences may be substituted for the General 
Experience on the basis of 15 semester hours equaling one-half (1/2) year of experience to a maximum 
of two (2) years. 

Seventy-Eight (78) individuals applied for this position:  Forty-Nine (49) White females; One (1) Black 
male; Twelve (12) Black females; Nine (9) Hispanic females; One (1) Other female; One (1) Unknown 
male; and Five (5) Unknown females. 

Twenty-Two (22) applicants were determined to be not qualified:  Eleven (11) White females; One (1) 
Black male; One (1) Black female; Five (5) Hispanic females; One (1) Other female; One (1) Unknown 
male; and Two (2) Unknown females. 

Forty-Two (42) applicants were found to be minimally qualified:  Thirty (30) White females; Seven (7) 
Black females; Two (2) Hispanic females; and Three (3) Unknown females.  The minimally qualified 
applicants are not currently classified as an administrative assistant or have less than five years in that 
role.   

Fourteen (14) applicants were determined to be qualified and were considered finalists:  Eight (8) 
White females; Four (4) Black females; and Two (2) Hispanic females. 

One (1) White female was hired for this position.   

• The selected White female candidate met the qualifications for the position and has experience 
working in a higher education environment.  Based on her responses to the interview questions and 
her references, she has the technical and customer service skills necessary for the position.  This 
candidate has experience with Banner and CoreCT. 

• The first non-selected Black female candidate met the required qualifications for the position; 
however, she did not have experience working in a higher education environment.  When asked 
what she liked least about her job, she said people leaving notes on her desk telling her what to do 
when she already knew what to do.  This position requires getting direction from different people 
and often getting this direction in writing.  When she was asked what her supervisor would say 
about her attendance, she said, “It was better.” 

• The second non-selected Black female candidate met the qualifications for the position; however, 
she did not have experience in a higher education environment.  She stated that she prefers not to 
remain at her desk and not to work alone.  As the primary support person in the IT administrative 
office, this position will require that the person staff the office, as s/he is the first line of contact for 
the unit.  Often time this will require to be work alone and to be autonomous.   

• The third non-selected Black female candidate met the qualifications for the position; however, she 
only had one month of experience at a university.  While she rated herself high on the use of the 
programs Microsoft Office Suite, she had no experience with banner and CoreCT. 

• The fourth non-selected Black female candidate met the qualifications for the position; however, 
she did not have experience in a higher education environment.  While she was enthusiastic, her 
answers to question were unfocused and she tended to talk excessively often veering off to  
non-work related issues.   

The position was initially offered to a Hispanic female who declined the offer.   
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SECRETARIAL CLERICAL/SECRETARY 2 

Short-Term Long-Term 

1 White Female  
1 Black Male 
1 Hispanic Male 

 

1. SCHOOL OF EDUCATION – SECRETARY II (C14-012) 

Selection:  One (1) White Female 

Seven (7) individuals applied for this position:  Six (6) White females and One (1) Black female. 

The following Seven (7) applicants were determined to be finalists:  Six (6) White females; and One (1) 
Black female. 

One (1) White female was hired for this position.  

This hire met an affirmative action goal for the University. 

2. School of Graduate Studies – SECRETARY II 

Selection:  One (1) Hispanic Female 

The agency did not achieve an affirmative action goal when this Hispanic female employee went from 
part-time to full-time within her own position during this reporting period.  There were no other goal 
candidates.   

TECHNICAL/PARAPROFESSIONAL 

Short-Term Long-Term 
1 White Female  
1 Black Male  
1 Black Female  
1 Hispanic Female  

No hires in this category.   

SKILLED CRAFTS 

Short-Term Long-Term 
1 Black Male  
2 Hispanic Males  
1 Other Male  

No hires in this category.   

SERVICE MAINTENANCE (EXCLUDING CUSTODIANS) 

Short-Term Long-Term 

1 White Female  
1 Black Male  
1 Hispanic Male  
1 Hispanic Female  
1 Other Male  
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1. FACILITIES STORE KEEPER ASSISTANT (C13-017) 

Selection:  One (1) Hispanic male 

One Hundred Fifty-Eight (158) individuals applied for this position including:  Fifty-Eight (58) White 
males; Twenty-Three (23) White females; Twenty-Six (26) Black males; Ten (10) Black females; Twenty-
One (21) Hispanic males; Five (5) Hispanic females; Four (4) Other males; Two (2) Other females; and 
Nine (9) Unknown males.  

Twenty-Seven (27) applicants were determined to be not qualified:  Six (6) White males; Five (5) White 
females; Four (4) Black males; Two (2) Black females; Seven (7) Hispanic males; One (1) Hispanic female; 
One (1) Other male; and One (1) Other female.   

Eighty-Five (85) applicants were found to be minimally qualified:  Thirty-Five (35) White males; 
Thirteen (13) White females; Ten (10) Black males; Seven (7) Black females; Six (6) Hispanic males; Four 
(4) Hispanic females; Three (3) Other males; One (1) Other female; and Six (6) Unknown males. 

Forty-Six (46) applicants were determined to be qualified and were considered finalists: Seventeen 
(17) White males; Five (5) White females; Twelve (12) Black males; One (1) Black female; Eight (8) 
Hispanic males; and Three (3) Unknown males.  

This Hispanic male hire met an affirmative action goal for the university.   

2. POWER PLANT OPERATOR – ENERY CENTER (C13-022) 

Selection: Two (2) White Males 

The University conducted a search to recruit for this Power Plant Operator position.  Advertisements 
and/or announcements were placed in the DAS Web site, CCSU’s HR web site, and email to all CT State 
agencies for posting. 

Eligibility Requirement:   

Candidates must have applied for and passed the Power Plant Operator Energy Center exam and be on 
the current certification list promulgated by the Department of Administrative Services for this 
classification.  State employees currently holding the above title or those who have previously attained 
permanent status may apply for lateral transfer.  

Knowledge, Skills and Abilities:  Knowledge of theory and application of high pressure boilers, heat 
recovery steam generators, reciprocating engines and auxiliary systems; knowledge of industrial 
instrumentation and control systems; interpersonal skills; oral and written communication skills; ability 
to read and interpret piping and instrument diagrams, electrical one-line, schematic and logic diagrams; 
ability to apply some principles of physics, chemistry, thermodynamics, heat transfer, fluid flow and 
combustion; ability to utilize computer software. 

General Experience:  Three (3) years of experience in a cogeneration power plant or industrial setting 
including the operation, maintenance and repair of high pressure steam boilers, heat recovery steam 
generators or other mechanical equipment. 

Substitutions Allowed: 

1. Graduation from a vocational or technical school with a diploma in a related field may be 
substituted for two (2) years of the General Experience. 



Goals Analysis 2014  65 

2. College training in mechanical engineering or a related field may be substituted for the general 
experience on the basis of fifteen (15) semester hours equaling one-half (1/2) year of experience to 
a maximum of three (3) years for a Bachelor’s degree. 

Working Conditions:  Incumbents in this class may be required to lift moderate to heavy weights, use 
protective equipment such as respirators and safety goggles and may be exposed to significant levels of 
noise, dust, heat and risk of injury from equipment and/or environmental conditions. 

Five (5) individuals applied for this position including:  Two (2) White males; One (1) White female; One 
(1) Hispanic male; and One (1) Other male.   

One (1) applicant was determined to be not qualified:  One (1) Hispanic male.  This candidate was not 
on the DAS certification list.   

Four (4) applicants were determined to be qualified and were considered finalists:  Two (2) White 
males; One (1) White female; and One (1) Other male.   

Two (2) White males were hired for this position.   

• Based on his interview and references, the first selected White male is highly skilled in all areas of 
the power plant industry.  He answered interview questions in full detail, explaining his experience 
with regards to steam traps, high pressure boilers, Dearator Feed tanks, cooling towers, water 
treatment, and chillers.  He is experienced with the operations, maintenance and repair of power 
plant equipment, based on his past experience working for the US Navy as a Machinist Mate 3rd class 
Petty Officer, and his current experience working as a Stationary Engineer for State of Connecticut 
Capital Community College (Board of Regents).  He is also highly trained in water treatment working 
as a Nalco service representative for eight years. 

• The second White male selected was deemed highly skilled in all areas of the power plant industry.  
He answered interview questions in full detail, explaining his experience with regards to steam 
traps, high pressure boilers, Dearator Feed tanks, cooling towers, water treatment and chillers.  He 
has experience with the operations, maintenance and repair of power plant equipment based on his 
combined industry experience for 23 years.  He is currently performing similar duties at UCONN.  

• The non-selected White female had no experience with steam boilers, chemical treatment, cooling 
towers, Dearator feed tanks or steam traps.  She is experience with hot water units but not steam.  
She did not have experience with the operations, maintenance and repair of power plant 
equipment.  Her latest experience dates back to April 20, 2002 in which she held a position as Chief 
of Heating and Water in the Ukraine. 

• The non-selected Other male is skilled in most areas of the power plant industry.  He answered 
interview questions with some detail, with the exception of chilled water; he has little to no 
experience with chilled water helping to maintain systems, contracting out services.  He is 
experienced with the operations, maintenance and repair of power plant equipment, based on his 
existing experience working as a Stationary Engineer for State of Connecticut Valley Hospital. 

SERVICE MAINTENANCE/CUSTODIANS 

Short-Term Long-Term 

1 White Male  
1 Black Male  
2 Black Females  
2 Hispanic Males  
1 Other Male  
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1. CUSTODIAN (C13-010) 

Selection:  Two (2) Hispanic males and One (1) White male 

Two-Hundred Sixty-Two (262) individuals applied for this position:  One Hundred Twenty-Six (126) 
White males; Eleven (11) White females; Forty-Six (46) Black males; Eight (8) Black females; Forty-Three 
(43) Hispanic males; Eight (8) Hispanic females; Four (4) Other males; Three (3) Other females; Seven (7) 
Unknown males; Two (2) Unknown females; and Four (4) Unknown Unknowns. 

Fifty-Two (52) applicants were determined to be not qualified: Twenty-Three (23) White males; Nine 
(9) Black males; Two (2) Black females; Twelve (12) Hispanic males; Two (2) Hispanic females; One (1) 
Other male; One (1) Other female; One (1) Unknown male; and One (1) Unknown female.   

One Hundred Ninety-Nine (199) applicants were found to be minimally qualified: Ninety-Nine (99) 
White males; Eleven (11) White females; Thirty-Four (34) Black males; Five (5) Black females; Twenty-
Eight (28) Hispanic males; Six (6) Hispanic females; Three (3) Other males; Two (2) Other females; Six (6) 
Unknown males; One (1) Unknown female; and Four (4) Unknown Unknowns.  

Eleven (11) applicants were determined to be qualified and were considered finalists: Four (4) White 
males; Three (3) Black males; One (1) Black female; and Three (3) Hispanic males.  

These three (3) hires met three affirmative action goals for the university.   

PROTECTIVE SERVICES 

Short-Term Long-Term 

2 White Males 2 White Males 
2 White Females  
1 Hispanic Female  

1. Police Officer  (C12-018) 

Selection:  One (1) White Female and One (1) Hispanic Male 

The University conducted a search to recruit for this Police Officer/Protective Services Trainee position.  
Advertisements and/or announcements were placed in the DAS Web site, CCSU’s HR web site, and email 
to all CT State agencies for posting.   

ELIGIBILITY REQUIREMENTS: 

Police Officer:  Candidates must have certification as a law enforcement officer in the State of 
Connecticut pursuant to regulations promulgated by the Police Officer Standards and Training Council.  
Note: Candidates with a pending certification status may be employed on a temporary basis pending 
recertification by the Police Officer Standards and Training Council. 

Protective Services Trainee:  Candidates must have applied and passed the Protective Services Trainee 
exam and be on the current certification list promulgated by the Department of Administrative Services.  
State employees currently holding the above title or those who have previously attained permanent 
status may apply for lateral transfer.  Applicants will not have the opportunity to take the exam prior to 
the above closing date to qualify for this particular vacancy.  

Knowledge, Skills and Abilities:  Knowledge of police and security practices and procedures, relevant 
state and federal laws, statutes and regulations, traffic and crowd control practices and procedures, 
criminal law and court procedures; considerable interpersonal skills; oral and written communication 
skills; ability to analyze emergency situations and develop effective courses of action to same. 
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Special Requirements:  Applicants must be U.S. citizens; must maintain certification as a Police Officer in 
the State of CT; must maintain certifications pursuant to the Police Office Standards and Training Council 
and/or agency requirements; must possess and retain a valid CT Motor Vehicle Operator license; may be 
required to obtain and maintain Emergency Medical Technician (EMT) certification. 

Physical Requirements:  Incumbents in this class must possess general good health, be free from any 
disease or injury which would impair health or usefulness and possess and retain sufficient physical 
strength, stamina, agility and visual and auditory acuity to perform the duties of the class.  A physical 
fitness assessment will be required of all applicants.  A comprehensive medical examination, including a 
controlled substance screening, will be required of all applicants upon a conditional offer of 
employment. 

Ninety-Two (92) individuals applied for this position:  Forty-Seven (47) White males; Eight (8) White 
females; Twelve (12) Black males; Four (4) Black females; Ten (10) Hispanic males; Six (6) Hispanic 
females; and five (5) Unknown males.   

Eighteen (18) applicants were determined to be not qualified:  Seven (7) White males; One (1) White 
female; Four (4) Black males; One (1) Black female; Two (2) Hispanic males; One (1) Hispanic female; and 
Two (2) Unknown males.   

• Seven White males were deemed not qualified for the following reasons Four (4) submitted 
incomplete applications, two (2) were not on the protective services trainee list and were not POST 
certified and one (1) did not follow the application instructions.   

• The White female was not on the protective services trainee list and was not POST certified. 
• The Hispanic female was not on the protective services trainee list and was not POST certified. 
• The first Unknown male submitted an incomplete application. 
• The second Unknown male was not on the protective services trainee list and was not POST 

certified. 

Sixty-Two (62) applicants were found to be minimally qualified:  Thirty-six (36) White males;  five (5) 
White females; Seven (7) Black males; One (1) Black female; Six (6) Hispanic males; Four (4) Hispanic 
females; and Three (3) Unknown males.  The minimally qualified (including the thirty-six(36) White 
males, five (5) White females, four (4) Hispanic females and the three (3) Unknown males) had no 
police experience and minimal related experience, irrespective of educational achievement.   

Twelve (12) applicants were determined to be qualified and were considered finalists:  Four (4) White 
males; Two (2) White females; One (1) Black male; Two (2) Black females; Two (2) Hispanic males; and 
One (1) Hispanic female.   

One (1) White Female and One (1) Hispanic male were hired for this position.   

• The selected White female met an affirmative action goal for the university.   
• The selected Hispanic male is POST certified and has a bachelor’s degree in criminal justice and a 

master’s degree in criminal justice homeland security.  He has over 23 years of police experience in 
an urban environment.    

• The non-selected White female withdrew from the process.  
• The first non-selected White Males withdrew his applications and the second White male declined 

the offer. 
• The third non-selected White male has a bachelor’s degree in justice and law.  He works as a 

substitute teacher.  While he works as an armed security officer, he does not have any experience as 
a police officer.  
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• The fourth non-selected White male does not possess a college degree.  He has worked at security-
related posts and has previously worked at a police agency for 12 years however not in an urban 
environment.  Additionally, he does not have recent experience as a police officer as he has not 
worked as a police officer in five years.  Additionally, he does not have the level of experience as the 
chosen Hispanic male candidate.  

• The position was also offered to two Black females—one did not pass related background a check 
and the second Black female did not pass the agility test after two attempts.  

• The Hispanic female was offered the position but did not pass related background and/or agility 
tests.   

No other goal candidates remained in the pool. 

PROMOTION GOALS ANALYSIS: 

EXECUTIVE/ADMINISTRATIVE (EE01) 

1 White Females  
 

1. ASSOCIATE VP & DEAN OF GRADUATE STUDIES (C13-059) FITZGERALD 

Selection:  One (1) White Female 

Nine (9) individuals applied for this position including: Three (3) White males; Two (2) White females; 
Three (3) Black males; and One (1) Unknown male.  

Five (5) applicants were determined to be not qualified: Three (3) White males; One (1) White female; 
and One (1) Black male.  

Four (4) applicants were determined to be qualified and were considered finalists: One (1) White 
female; Two (2) Black males; and One (1) Unknown male.  

The University met a goal with the promotion of this White female.  

FACULTY (EEO2) 
In this category, the American Association of University Professors (AAUP) Collective Bargaining 
Agreement (Article 4.11) governs promotions.  The criteria for promotion set forth in the contract 
include a terminal degree, years of successful teaching, strong scholarship, including publications, and 
service to the University.  A faculty member who wishes to be considered for promotion must submit 
notification in writing to the department chairperson as well as the Department Evaluation Committee 
(DEC) Chairperson by the deadline stated in the contract.  The faculty member’s portfolios are reviewed 
and evaluated by the DEC, the appropriate dean, and the Promotion and Tenure Committee (P&T), with 
each making a recommendation based on the criterion set forth in Article 4.11.9.1-4.11.9.5 of the 
Collective Bargaining Agreement.  These recommendations are then sent to the President and pursuant 
to Article 4.11.14, the President makes recommendations for promotion and/or tenure to the Board of 
Trustees, based on the criterion noted above.  If the President determines that the faculty member’s 
portfolio has not met the criterion set forth in the Collective Bargaining Agreement, that faculty member 
is not recommended for promotion and/or tenure.  This procedure for granting promotions is conducted 
on an annual basis.   
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A. PROFESSOR 

11 White Females 
8 Other males 

 

There were twelve (12) faculty members who applied for promotion to Professor:  Four (4) White 
males; Three (3) White females, One (1) Black female, Two (2) Hispanic males, and Two (2) Other males.  
Ten (10) applicants were recommended for promotions to Professor based on the evaluations of the 
DEC, the deans, the P&T, and the President: three (3) White males, Three (3) White females, One (1) 
Black female, two (2) Hispanic females and one (1) Other male.   

One (1) White male non-goal candidate and one (1) Other male goal candidate were denied promotion 
because he failed to meet the criterion set forth in Article 4.11.9.1-4.11.9.5 of the Collective Bargaining 
Agreement.   

Of the Ten (10) promotions that occurred, the University achieved three (3) White females and one (1) 
Other Male of the established promotional goals.  Thus out of the ten (10) possible opportunities for 
goal achievement, the University achieved four (4). 

No other goal candidates applied for promotion.   

From 
3 White males (Associate Professor) 
3 White females (Associate Professor) 
1 Black female (Associate Professor) 
2 Hispanic males (Associate Professor) 
1 Other male (Associate Professor) 

To 
Professors 
Professors 
Professor 
Professors 
Professor 

B. ASSOCIATE PROFESSOR 

1 Black male 
2 Black female 
2 Hispanic females 
1 Other females 

There were twenty (20) faculty members who applied for promotion to associate professor:  Eight (8) 
White males; Seven (7) White females; One (1) Black male; One (1) Black female; Two (2) Hispanic 
females; and One (1) Other male.  Eighteen (18) applicants were recommended for promotion to 
associate professor based on the evaluations of DEC, the deans, the P&T and the Provost:   Six (6) White 
males; Seven (7) White females; One (1) Black male; One (1) Black female; Two (2) Hispanic females; and 
One (1) Other male.   

Of the eighteen (18) promotions that occurred, the University achieved the Black male, one (1) Black 
female and two (2) Hispanic female goals established during the reporting period.  In addition, the 
promotion of the Other male achieved the university’s goal of diversifying the faculty in the rank of 
associate professor.   

From 
6 White males (Assistant Professor) 
7 White females (Assistant Professor) 
1 Black male (Assistant Professor) 
1 Black female (Assistant Professor) 
2 Hispanic females (Assistant Professor) 

To 
Associate Professors 
Associate Professors 
Associate Professor 
Associate Professor 
Associate Professors 
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1 Other Male (Assistant Professor) Associate Professor 

C. ASSISTANT PROFESSOR 

No promotional goals were established.  No promotions occurred in this category.   

D. Coaching/Athletics 

No promotional goals were established.  No promotions occurred in this category. 

PROFESSIONAL/NON-FACULTY (EEO3) 
No promotional goals were established.   

1. ASSISTANT IN HUMAN RESOURCES 1  (C14-013) REVOIR 

Selection: One (1) White female 

Two Hundred Seventy (270) individuals applied for this position:  Twenty-Six (26) White males; One 
Hundred Thirty-Four (134) White females; Seven (7) Black males; Fifty-One (51) Black females; Two (2) 
Hispanic males; Twenty-Eight (28) Hispanic females; Three (3) Other males; Nine (9) Other females; Two 
(2) Unknown males; and Eight (8) Unknown females.   

Two Hundred Fifty-Seven (257) applicants were determined to be not qualified:  Twenty-Five (25) 
White males; One Hundred Twenty-Four (124) White females; Seven (7) Black males; Fifty (50) Black 
females; One (1) Hispanic male; Twenty-Eight (28) Hispanic females; Three (3) Other males; Nine (9) 
Other females; Two (2) Unknown males; and Eight (8) Unknown females.    

Thirteen (13) applicants were determined to be qualified and were considered finalists:  One (1) White 
male; Ten (10) White females; One (1) Black female; and One (1) Hispanic male. 

One (1) White female was selection for this position. 

The selected White female candidate met all required and preferred qualifications.  She has 
experienced with the verification and auditing of timesheets submissions in CoreCT as well as extensive 
experience with Banner, CoreCT, creating reports and benefit processing for part-time faculty members.  
She also has experience with new hire forms for student workers in both CoreCT and Banner.  She has 
worked in the CCSU business for ten years.   

There were no promotional goals for this category.   

SECRETARIAL CLERICAL (EEO 4) 
A. SECRETARIAL CLERICAL   (Excluding Administrative Assistant and Secretary 2)   

No promotional goals were established.  No promotions occurred in this category.   

B. SECRETARIAL CLERICAL/ADMINISTRATIVE ASSISTANT 

1 Hispanic Female   

From 
1 Black female from Secretary 2 

To 
Administrative Assistant 

The University did not achieve a promotional goal when this Black female was reclassified and promoted 
within her position.  However, this did meet an underutilization in the category.  
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C. SECRETARIAL CLERICAL/SECRETARY 2 

No promotional goals were established.  No promotions occurred in this category. 

TECHNICAL/PARAPROFESSIONAL (EEO 5) 
No promotional goals were established.  No promotions occurred in this category. 

PROTECTIVE SERVICES 
No promotional goals were established.  No promotions occurred in this category. 

SKILLED CRAFTS (EEO 6) 
No promotional goals were established.  No promotions occurred in this category. 

SERVICE MAINTENANCE (Excluding Custodians) (EEO 7) 
1 White Female 
1 Hispanic Female 

No promotions occurred in this category. 

SERVICE MAINTENANCE/CUSTODIANS (EEO 7) 
No promotional goals were established.  No promotions occurred in this category. 

III. PROGRAM 

The Office of Diversity and Equity focused its recruitment activities on those areas where difficulties are 
identified.  The ODE collaborated the with Human Resources, SUOAF/ AFSCME Minority Recruitment 
and Mentoring Committee (MRMC), and AAUP Minority Recruitment and Retention Committee (MRRC) 
to target alternative recruitment sources, develop creative strategies, and explore new avenues in order 
to facilitate to the achievement of the 2013-14 established goals.  In addition, the University will 
continue to evaluate its comprehensive recruitment initiatives in light of the above stated program goal. 

It is important to note that with the current economic downturn and circumstances, most of the 
Universities hiring activities were severely curtailed.  Thus, many planned hiring and recruitment, which 
would have provided the University with the opportunity to meet its hiring/affirmative action goals, 
were not realized. 

The Office of Diversity & Equity expanded its recruitment activities in an effort to recruit qualified 
personnel in those areas where difficulties were identified.  The Office worked with Human Resources, 
SUAOF/AFSCME Minority Recruitment and Mentoring Committee (MRMC), and AAUP Minority 
Recruitment and Retention Committee (MRRC) to increase targeted recruitment sources in order to 
facilitate achievement of the established hiring goals for the 2013-2014 Affirmative Action Plan.  The 
Office, in conjunction with MRRC and MRMC, continued to explore all available avenues to expand its 
recruitment efforts and continue implementation of the University’s comprehensive recruitment 
initiative. 

In its efforts to expand its recruitment activities, the University continues to require that all search 
committees identify their recruitment sources and activities that they intend to utilize during the search 
process.  In many other instances, the Office of Diversity and Equity has advised and required that 
search committees utilize more sources of advertisement or extend searches in order to develop larger 
and more varied applicant pools.   
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In collaboration with the Office of Human Resources, the search process manual was updated, new 
advertising sources identified, and a new process of doing search charges (search committee training) 
was developed. 

Summary of Achievement of 2013-2014 Goals 

Goal Description of Goal Progress towards Goal 

Goal 1 Searches 
• Revise hiring manual as needed; 
• Continue to identify new advertising 

sources to maximize the applicant pool 
and lower the cost of advertising; 

• Continue to provide training to all 
unclassified search committees on 
search process, affirmative action and 
equal opportunity principles to ensure a 
thorough and complete process; 

• Assist search committees with the 
creation of their screening such as 
qualification rubric, interview  and 
reference questions;  

• Conduct an evaluation of the searches 
for the Assistant Professor which include 
Black males applicants to identify any 
barriers for progression in the hiring 
process;  

• Develop a recruitment plan with search 
committees that address the selection 
of advertising sources to increase the 
number of people of color and women 
applicants; and, 

• Continue to work with search 
committee members to minimize the 
number of preferred qualifications so 
that the applicant pool is more likely to 
be increased and diversified.   

 

1. Search and hiring manual was revised.  The 
following changes were made:  new forms 
developed 

2. The university advertised in over 90 
sources.  Continued to advertise all 
unclassified positions in higheredjobs.com, 
Diverse and Hispanic Outlook.  All 
classified searches were advertised using 
the DAS and CCSU web sites.   

3. All unclassified search committee were 
provided one hour training session on 
search process, affirmative action and 
equal opportunity principles.  Additional 
employees were provided ongoing 
technical assistance on conducting 
reference checks and documenting the 
search process to avoid using subjective 
language. 

4. During search charge meetings, the notice 
of vacancy and advertisement are 
reviewed, clarified and modified to ensure 
required qualifications focus on the 
essential job functions and the needs of 
the department.   

5. Worked with deans and hiring managers 
to ensure that their job announcements 
only included required qualifications were 
essential to the functions of the job.  
Additionally reduced the number of 
preferred qualifications concentrating on 
the needs of the department.   

Goal 2 1. Training 

• Expand training opportunities for 
employees, students and campus 
community by providing sessions 
concerning sexual harassment, sexual 
violence and disability awareness.  
Continue to provide cultural 
programming;   

 

1. Training opportunities were expanded and 
over 2000 employees were provided 
training.  In addition to the diversity and 
sexual harassment training sessions, a 
variety of speakers, workshops and 
performances addressing  

2. During the plan year the University 



Goals Analysis 2014  73 

Goal Description of Goal Progress towards Goal 

• Provide targeted sessions on protected 
class issues resulting from employee 
concerns or complaints;  

• Incorporate gender identity training 
component into the diversity training 
sessions in collaborations with LGBT 
Center Advisory Committee;  

• Increase the number and visibility of 
sexual harassment prevention posters; 

• Organize the third annual Disability 
Awareness Month; 

• Hire a victim’s advocate to provide 
additional training on prevention of 
sexual harassment including sexual 
misconduct; 

• As part of the recruitment and retention 
programs for AAUP and SUOAF fund 
professional development activities that 
increase the retention of these 
employees and their cultural 
competency to serve a cultural diverse 
student body; and, 

• Continue to provide sexual harassment 
on-line training.   

 

continued to provide cultural 
programming focusing on a variety of 
protected class areas such as race, 
religion, sexual orientation, gender 
identity and expression.  (see the internal 
communication supportive materials 
section) 

3. The third annual Disability Awareness 
Month was celebrated and a variety of 
program activities were held.  Because the 
previous year, the Challenging the Human 
Existence was cancelled twice due 
inclement weather two expos were held 
this reporting period—one in March and 
the second one in October.   

4. This year 13 diversity sessions were 
conducted serving 413 employees.  In 
collaboration with True Colors employees 
were provided training on gender identity 
and expression. 

5. The online sexual harassment continues to 
be successful over 680 completed the 
online training.  Supervisors, faculty and 
staff are required to complete the two 
hour training and student employees 
complete one hour training.   

6. The hiring of a full-time victim’s advocate 
and the person should be hired by the 
beginning of the next academic year.   

7. CCSU Spring 2014 Red Flag Campaign – 
Through a multi-departmental committee, 
CCSU successfully implemented a five-
week Red Flag Campaign to raise campus-
wide awareness on the warning signs (“red 
flag”) in relationships.  The university 
utilized multiple approaches to reach over 
10,000 individuals.   

• During the first week, the university 
conducted an extensive marketing 
campaign by placing several hundred red 
flags around campus, posting over 150 
posters in academic buildings, dining halls 
and resident halls, sending out campus-
wide emails and displaying campaign 
information on the electronic billboards.  
Activities included staffing informational 
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Goal Description of Goal Progress towards Goal 

tables at the student center and highly 
attended campus events including the 
double header basketball game, CAN 
Comedy Night, a Greek life event and 
various lecture/workshops events. 

• CCSU’s campaign was featured at a 
women’s and men’s double header 
basketball home game which included 
making public service announcements, 
staffing informational tables by university 
offices and community partners, 
cheerleaders wearing campaign  
t-shirts, coaches wearing red ties, and 
using the electronic advertising signage. 

• CCSU was able to utilize on- and off-
campus media sources to reach a broader 
audience.  The campaign was featured in 
three issues of The Recorder, CCSU student 
newspaper, two articles in the New Britain 
Herald and on a CT news network.  

• CCSU’s campaign placed door hang tags 
(listing campus/community partners’ 
resources and services) on every room in 
the residence halls, table tents in key 
university dining facilities, and mugs filled 
with candies and informational cards in 
key offices around the campus.  

In the fall, CCSU will once again launch the Red 
Flag Campaign and engage more departments 
to play an active role in this bystander 
intervention awareness initiative (training) and 
during the spring semester the university will 
launch a sexual awareness and prevention 
campaign (focusing on men as survivors, 
victims and bystander)led by men.   

8. The women center coordinator provided 
sexual harassment and sexual assault 
awareness prevention training at all 
residence halls. 

Goal 3 2. Women’s Issues 

• Increase the number of participants in 
the following support groups:  sexual 
violence, Latina, and Sisters;  

 
1. The center continues to provide support 

groups and the attendance ranges from 
one to 15 participants per week.   

2. Provided five sessions for women of color 
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Goal Description of Goal Progress towards Goal 

• Provide training opportunities to women 
of color on work life balance, financial 
planning and career planning.   

on financial planning, educational 
resources and workplace climate issues 

Goal 4 3. Policy Development  

• Update complaint procedure; 
• Work with the Committee for the 

Concerns of Women on developing an 
anti-bullying policy.  

• Notify employees of the changes to the 
existing polices and the development of 
new policies.   

 

1.  The review was conducted and changes to 
the complaint procedure were done.   

2. At this time, a policy has not been 
finalized. 

3. Over 2500 policy booklets printed.  
Notification was send to employees on 
XXXX and hard copies provided to 
employees who do not have an email 
address.   

Goal 5 4. Ensure Equal Access 

• Conduct ADA assessment of the 
University website; 

• Increase the number and quality of 
lactation rooms;   

• Increase the number of gender neutral 
bathrooms 

 

1.  The university is reviewing and making 
changes to the website.   

2. Added another lactation room.  Additional 
rooms are at identified as needed.  

3. The university increased the number of 
gender neutral bathrooms from four (4) to 
seventeen (17).   

 















































































































INNOVATIVE PROGRAMS 
Section 46a-68-49 

Innovative Programs Section 46a-68-49        1 

 

 

Central Connecticut State University (CCSU) supports and maintains a number of programs that benefit 
students, staff, faculty, potential employees and the community in ways that demonstrate the University's 
commitment to equal employment opportunity and affirmative action.   

Administrative Clerical Tuition Waiver Program 

The Connecticut State University System (CSU) reinstituted the agreement with AFSCME Council 4 to provide a 
tuition waiver program to clerical employees, effective January 1, 2014.  Members of the Administrative Clerical 
bargaining unit, who are permanent and work at least 20 hours weekly, may take up to two courses per 
semester at any of the four state universities, tuition free.  During the spring 2014 semester, eight CCSU 
employees benefitted from this program: three White females, three Black females, one Hispanic female, and 
one Hispanic male.  The prior agreement expired on June 30, 2013, thus there were no waivers authorized for 
the fall 2013 semester. 

Access to Low income and under-represented minority students –  

The Office of the Vice President for Student Affairs at Central Connecticut State University is dedicated to 
collaborating with community organizations whose mission is to expose young students to higher education.  
Over the past several years, Student Affairs has sponsored several Career Beginnings Programs which support 
the University’s initiative to diversify the campus.  This organization consists of three programmatic elements: 
“5th Graders Go to College”, “8th Graders Go to College” and the “High School/Mentorship Program”.  Each 
spring semester, the University has hosted the “5th Graders Go to College” and “8th Graders Go to College” 
programs in an effort to increase early awareness of higher education to students in the Greater Hartford Area.  
Students are provided an opportunity to tour the campus, eat lunch on the green, visit the gymnasium and 
planetarium, and hear from college students and personnel.  In addition, the Student Affairs Office has 
sponsored the Career Beginnings Mentorship Program by providing workshops on topics such as the financial 
aid process, the admission process, and strategies in succeeding in college.   

Alternate Work Schedules 

The University provides alternate work schedules for all employees, if requested and in accordance with union 
contracts.  This assists the individual in maintaining a full-time job while meeting other responsibilities outside 
the workday.    

Center for Teaching Excellence and Faculty Development  

The Center for Teaching Excellence and Leadership Development coordinates professional development 
activities and resources related to teaching, and faculty leadership.  The goals of the Center are to promote a 
learning community focused on studying and improving teaching to enhance students’ learning and to enhance 
the growth of academic leaders in the CCSU community.   

The Center sponsors various programs aimed at building and sustaining a learning community on the CCSU 
campus.  Among the many programs offered by the Center are Teaching Excellence Learning Colloquiums, 
Forums, and resources for new and non-tenured faculty for their continued instructional development in the 
teaching and learning process.   

CCSU Scholarships 

Scholarship funds are available to assist classified employees and their dependent children with educational 
goals at Central Connecticut State University.  The University designates funds for both the dependent children 
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and the employees enrolled in courses.  Each semester, the Human Resources Office sends mass mailings to all 
classified staff to notify them of this opportunity.  A total of eight recipients received this scholarship during this 
reporting period:  Summer 2013 – one (1) white female, Fall 2013—two (2) white males, three  (3) white females 
and, two (2) Hispanic females;  Spring 2014—one (1) white male, three (3) white females, two (2) Hispanic 
females.  The total awarded was $13,500. 

Center for University Technology Training (CUTT) 

The Center for University Technology Training was developed to provide a central resource for the campus 
community to access technology training, academic technology development and technology resources.  The 
center is comprised of three areas: Academic and Administrative Technologies, as well as general skills training.  
CUTT offers several training sessions including multimedia use, software instruction, and other programs that 
are used in the University.  In addition to scheduled classes, CUTT offers individual one-on-one training sessions, 
walk-in assistance and departmental training sessions.   

Child Care Center 

The Early Learning Program is a non-profit organization that holds the childcare license for this facility.  The 
University and its academic departments are not directly responsible for the daily operation of the facility.  An 
elected board of directors oversees the general operations. 

Our belief is that young children will thrive through their positive interactions with appropriate role models, 
exposure to developmentally appropriate materials and the introduction of educational concepts in a 
developmentally appropriate environment.  The children enrolled in our program are involved in activities, 
based on play, that address their developmental needs in the following areas of growth: social, emotional, 
language, cognitive and physical. 

We believe that it is the responsibility of all early childhood educational environments to provide, on a daily 
basis, challenging, and age-appropriate experiences in order to foster a child's positive developmental growth. 

In the year 2014 ELP served 49 children ages 3-7yrs. 

Diversity Grants Program 

The Diversity Grant Program provides funds to encourage faculty, staff, and students to implement innovative 
educational projects and/or activities that promote mutual respect and enhance our understanding of diversity 
and social justice.  Last year, faculty, staff and student groups received $5,980.00 in grants to organize events 
ranging from forums to promote equity and social justice among disadvantaged populations; a multidisciplinary 
discussion of an often neglected historical population and the importance of African and African descendant 
people to the formation and growth of the U.S. ; an art exhibit featuring “Human, All Too Human”, the wounds 
of the natural alphabet; a workshop for faculty conducted by the reacting to the past developers; The Amistad 
Lecture and Banquet:  The Amistad Gender and Struggle for Human Rights; and a conference for Language 
Teachers of Connecticut to promote understanding of different cultures through foreign language learning. 

Educational Opportunity Programs and Conn CAP College Readiness Programs 

ConnCAP 

Established in 1987 under the Connecticut Board of Governors for Higher Education, the Collegiate Awareness 
and Preparation Program (ConnCAP) was designed to increase the number of graduating New Britain high school 
students from disadvantaged backgrounds and prepare them with the necessary skills and motivation for 
success in college. 
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Now, in its second decade, Central Connecticut State University's ConnCAP Program is one of the oldest and 
largest in the state.  The program serves 120 students in grades 7 - 12, annually.  Over 2,200 students have 
participated in CCSU's ConnCAP program, which has an average program retention rate of 90% and a  
college-going rate well above the national average. 

Students accepted into the program as a 7th grader must commit to participate through high school graduation.  
Both 7th and 8th grade students participate in an after school program in which they learn about study skills, 
strategies on how to improve grades, and gain knowledge on what it takes to go to college.  While in the 
program, students enjoy exciting field trips to cultural and educational events, including college campus visits.  
Seventh and eighth grade students are required to participate in a six-week summer academic program.  High 
school students receive tutoring and mentoring throughout the school year and these students are also required 
to attend a summer program. 

EOP - The Educational Opportunity Program 

EOP has been in place at CCSU for over 40 years.  It offers a wide range of opportunities for students graduating 
from high schools across CT and wanting to attend our university.  EOP is a five week summer program designed 
for students who have the potential and the desire to do college-level work, but do not meet CCSU's regular 
admissions standards. 

EOP students live on campus in CCSU residence halls during the summer with all expenses paid including books, 
tuition, room, and board.  Graduates of the summer program are admitted to CCSU as full-time matriculated 
students. 

Employee Assistance Program 

The University, in conjunction with the Lexington Group, Inc., offers an Employee Assistance Program 
(EAP).  This program is a free, short-term counseling, assessment and referral service available to employees and 
eligible family members.  EAP counselors are available for six sessions of short-term counseling.  The EAP offers 
confidential assistance to employees in the identification and resolution of personal problems.  Its objective is to 
reduce problems in the workforce and to retain valued employees.  The Lexington Group also provides seasonal 
newsletters with tips for healthy living and stress relief.  During the reporting period, 47 cases were opened, 148 
clients were served, there were 3 management consultations and 57 cases were closed.  The annual utilization 
for the EAP was 12%.  EAP also provided the following onsite service:  facilitation of conversation in 
Administrative Department (4/24/12), Critical Incident Stress Debriefings 5/9/13 and 8/1/13, mediation 
9/11/13. 

Employee Appreciation Week 

For the past seven years during the last week in April, the Human Resources Department has sponsored 
“Employee Appreciation Week”.  Free workshops for all employees are offered, as well as a Recognition 
Ceremony for long term CCSU employees and retirees, a Fun Run, and campus wide picnic.  Workshops are 
developed and/or selected in order to provide employees with a wide variety of timely, interesting, and useful 
topics.  In April 2013, more than 250 employees attended the workshops, which included Half a Glass: The 
Realist’s Guide to Understanding Negativity; Introduction to Genealogy: Going Online to Find Your Roots; 
Snipping, Clipping & Downloading: Extreme Coupon Savings; Get Moving: Towards Better Health; and, Weather 
Forecasting 101: A Behind-the-Scenes Look at TV Forecasting.   

Information Technology Services "Tech Talk" 

The CCSU Information Technology Services’ “Tech Talk” series is held monthly as part of their commitment to 
addressing current issues in technology.  These hour-long programs offer helpful tips and solutions for problems 
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facing computer users.  This year, topics included gearing up for the start of the semester, National Cyber 
Security Awareness Month, technology purchasing for campus, holiday shopping for computers, computer 
security and Cornell University’s Spider utility. 

Institutional Advancement 

CCSU is an annual sponsor of the New Britain Chapter NAACP Freedom Fund Dinner,  

the OIC of New Britain Annual Dinner, the Latin American and Puerto Rican Affairs Commission Annual Award 
Banquet, the New Britain YWCA Women in Leadership Luncheon, and the Urban League of Greater Hartford 
Equal Opportunity Dinner.  In addition, the University provides sponsor support for the fund-raising events of 
numerous community non-profit organizations, among them: the Boys and Girls Club of New Britain, the Boys 
and Girls Club of Hartford, the New Britain Lions Club, the New Britain/Berlin Rotary Club, the Hospital of Central 
Connecticut, the Greater New Britain Arts Alliance and CALAHE. 

The CCSU Alumni Association has provided a grant to the Anthropology Department for an oral history project of 
African Americans in New Britain, CT.  

An agreement with Pratt &Whitney Aircraft Quality Engineering Scholarship Program at CCSU continues.  The 
scholarship will enhance a pipeline of qualified workers to the aircraft industry while building awareness of 
careers in the aerospace quality engineering field.  A key element of the program is the recruitment of students 
from CCSU existing network of community and school-based collegiate awareness programs to insure that 
scholarship recipients represent diverse social, economic, educational and cultural backgrounds. 

UTC Aerospace Systems provide scholarship support for women and minorities in STEM majors (Science, 
Technology, Engineering and Math) as a way of encouraging students. 

Lavender Graduation 

Lavender Graduation is a program that began in 1995 at the University of Michigan and now takes place in 
colleges and universities across the country.  It celebrates the academic achievements of lesbian, gay, bisexual, 
transgender, queer, questioning, intersex, and ally (LGBTQI/A) undergraduate and graduate students.  This event 
acknowledges the unique challenges, experiences and accomplishments that these students face during their 
pursuit of higher education and thanks them for their contributions to campus life, diversity and their fields of 
study.  Having completed degrees in higher education and become positive role models for younger LGBT 
students, this ceremony also thanks them for their perseverance through sometimes turbulent and hostile life 
and school experiences.  

This program was first brought to CCSU as a capstone project completed by two students of the graduate 
program for Counseling in Student Development in Higher Education.  It is now an institutional effort offered 
annually by the CCSU LGBT Center and the Office of Student Activities and Leadership Development.  Since 2010 
CCSU has recognized 59 LGBTQ and Ally students in our annual Lavender Graduation Ceremony.  Each Lavender 
Graduate receives a certificate of recognition and a rainbow cord and tassel to wear during commencement 
exercises.  This year the University recognized 10 students and 1 honorary recipient. 

Minority Recruitment & Retention 

To continue to enhance the recruitment program, the Office of Diversity & Equity and Human Resources work 
with the SUOAF/AFSCME Minority Recruitment and Mentoring Committee (MRMC) and AAUP Minority 
Recruitment and Retention Committee (MRRC) to develop strategies to attract a diversified pool of applicants 
for employment.   

The AAUP (Faculty) MRRC is charged with the responsibility of assisting search committees to recruit members 
of minorities and other protected groups; to assist the University in retaining such members; and to engage in 
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such other actions as will effectuate the above purposes.  Last year the University awarded $12,407.66 to two 
males and two female recipients in the following disciplines:  Economics, English, Communication, Counseling 
and Family Therapy, Counseling & Wellness Center and Teacher Education.   

The SUOAF/AFSCME MRMC (Professional Non-Faculty) is charged with the responsibility for identifying and 
recommending qualified minority candidates to search committees after the promotional process has been 
followed.  The committee ensures that mentoring arrangements are available for newly appointed minority 
employees.  The mentors are charged with responsibility for enhancing the professional development of 
minority employees during the first 1-6 years of their appointments and during the first three years in a new 
position or reassignment.  The program eligibility was changed from three to six years and it also now includes 
employees who are promoted to a higher level position.  During the reporting period 13 members attended an 
MRMC Mentoring Luncheon, a minority candidate was sponsored to come to an on-campus interview, and six 
members of color were funded to participate in professional development activities. 

Performance Excellence Award for Support Staff 

The Performance Excellence Award for Support Staff is designed to distinguish individuals or teams for their 
contributions to the University.  These employees consistently exhibit performance and behavior that exemplify 
the University’s values.  Permanent classified employees and Management/Confidential employees who are at 
or below salary grade 35 are eligible to be nominated for this award.  The Award is presented during Employee 
Appreciation Week each year.  Last year the University awarded $500 to one white female.   

The Red Flag Campaign  

CCSU Spring 2014 Red Flag Campaign – Through a multi-departmental committee, CCSU successfully 
implemented a five-week Red Flag Campaign to raise campus-wide awareness on the warning signs (“red flag”) 
in relationships.  The university utilized multiple approaches to reach over 10,000 individuals.   

During the first week, the university conducted an extensive marketing campaign by placing several hundred red 
flags around campus, posting over 150 posters in academic buildings, dining halls and resident halls, sending out 
campus-wide emails and displaying campaign information on the electronic billboards (located on Ella Grasso 
Boulevard).  CCSU’s campaign was featured at a women’s and men’s double header basketball home game 
which included making public service announcements, staffing informational tables by university offices and 
community partners, cheerleaders wearing campaign t-shirts, coaches wearing red ties, and using the electronic 
advertising signage.  Other activities included staffing informational tables at the student center and highly 
attended campus events including the double header basketball game, CAN Comedy Night, a Greek life event 
and various lecture/workshops events.  

CCSU was able to utilize off-campus media sources to reach a broader audience.  The campaign was featured in 
two articles in the New Britain Herald and on a CT news network (including an interview with the Chief Diversity 
Officer.  The campaign was featured in three issues of The Recorder, CCSU student newspaper.  CCSU’s 
campaign placed door hang tags (listing campus/community partners’ resources and services including the 
Office of Diversity and Equity) on every room in the residence halls, table tents in key university dining facilities, 
and mugs filled with candies and informational cards in key offices around the campus including but not limited 
to: the President’s Office, Admissions, Financial Aid, Resident Life, Bursar’s Office. 

Ruthe Boyea Women’s Center 

The Ruthe Boyea Women’s Center exists to provide resources, to advocate, to inform, and to support personal 
development.  The Center offers a variety of services for and about women.  It sponsors educational and cultural 
programs designed to promote gender equity, knowledge of women’s rights issues, leadership, and 
independence.  We encourage understanding and cooperation among women of varied socio-economic groups, 
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cultures, ethnic backgrounds, races and sexual orientations.  We welcome all women and men who enter our 
doors. 

Sexual Assault Survivors Group:  A weekly peer support group for sexual assault victims and survivors to discuss 
the impact of sexual violence.  Topics such as trust issues, flashback, anger, fear, relationship intimacy and 
others are addressed in a manner in which students can come together with other victims and survivors to share 
their thoughts and feelings in a safe place.  

Healthy Relationship Support Group: A weekly peer support group for victims and survivors of unhealthy 
relationships with intimidate partners.  Topics such as the cycle of violence, power and control, resolving 
conflict, identifying unhealthy behavior, trust, feeling valued within a relationship are discussed in a safe 
supportive environment.  

Latina Leadership and Personal Development Support Group: A weekly support group for and about Latina 
women.  The goals of the group are to empower and support participants to successfully adjust to college life 
and effectively use their college experience to achieve their educational and career goals.  

United Sisters Leadership Group:  A weekly support mentoring and empowerment group for African American 
females.  Discussions related to balancing academic and family responsibilities, development of leadership skills, 
navigating the academic and professional networking opportunities.  

School of Engineering and Technology (SE&T) – Student Services Center 

The student services center provides academic advising to declared and undeclared majors in the School of 
Engineering and Technology.  We effectively communicate available co-ops, internships, and job opportunities 
and establish close personal and institutional relationship with local manufacturing companies, and secure 
internship and co-op positions for all SE&T students.  The center provides tutoring in various academic 
areas.  Faculty serve as role models and mentors for students who are enrolled in school’s programs and provide 
students with access to specialized equipment beyond the regular classroom and laboratory.  Minority students 
are attracted to the school of engineering and technology through several scholarship awards which are made 
available to them. 

SE&T Activities contributing to recruitment of students from underrepresented groups 

The SE&T has been continuously supporting two annual robotics competitions, which are probably the best 
recruitment efforts made in order to inspire students and encourage them to consider the STEM program at the 
college level. 

The SE&T sponsored and funded again the Fifth Annual School of Engineering and Technology “Girls and STEM 
Expo”.  This event was organized on campus in April 2013 in collaboration with Connecticut Women’s Education 
and Legal Fund and CCSU’s Ruthea Boyea Women’s Center.  

Travelers EDGE – Empowering Dreams for Graduation and Employment 

In 2007 a unique scholarship program, Travelers EDGE, was created with input from academic partners serving 
the urban populations in which Travelers has a large base of operations.  The objective of EDGE is to create 
access and opportunity for first-generation and underrepresented groups to prepare for careers in the Insurance 
and Financial Services Industry.  The EDGE pipeline extends back to middle and high schools, and on to select 
two- and four-year colleges and universities.  Academic partners work together to identify high potential first-
generation students or students from diverse or underrepresented groups.  Individuals may also be from 
ethnically and racially diverse communities.  EDGE Partners guide and support the pipeline, offering unique 
programming.  Internships and mentoring help broaden the robust experiential learning component for high 
school and college participants that is the hallmark of the Travelers EDGE Program.  In 2010, CCSU became a 
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formal EDGE Partner Institution, joining Capital Community College and the University of Connecticut as 
Connecticut Partners.  During period from March 2012 to February 2014, 34 CCSU EDGE Scholars—including the 
third Freshmen Cohort—majoring in business or closely related subjects, were advised, coached, and financially 
supported on their journey to obtaining a bachelor’s degree.  Reaching back to the middle schools of New 
Britain, EDGE funds were also applied to a seven-week program helping 30 CCSU ConnCAP 8th grade 
students.  The theme of this reach-back program is “21 Powers” helping these first-in-family students to 
consider and develop the drive to place college in their future.  CCSU built on the experience to attract its third 
Freshmen Cohort of five EDGE Scholars.  For the third year, among this group are two from our CCSU ConnCAP 
Program.  Lesson learned from the close attention given to this program by two CCSU management professors 
are shared at with Travelers and across the EDGE Partner System, internally at CCSU on the Student Success 
Team, and at academic conferences.  Academic institutions including those that focus on meeting diversity 
missions such as Morgan State University and the University of Minnesota, are also part of the larger EDGE 
program.  CCSU continues to define itself as an excellent partner who produces results.  The retention rate is in 
the high nineties percentage rate.  To-date, every Travelers EDGE Scholar who has interned during his or her 
tenure in the program and graduated has converted to full-time employment with Travelers or within the 
Insurance and Financial Services Industry.  Thus, Travelers EDGE fulfills the dream of college graduation and 
success, important to both institutions in this partnership. 

University Ombudsperson 

The Office of the University Ombudsperson provides an extensive service that facilitates fair and equitable 
resolutions to concerns that arise within the university.  The Office remains a strategic part of CCSU’s 
commitment to pursuing educational excellence with productivity, due process, and fairness.  The practices of 
the Office of the University Ombudsperson reflect the values and principles expressed in the University’s mission 
and vision statements. 

The Office of the University Ombudsperson advocates for fairness, equity, justice and humane treatment at 
CCSU.  From these principles, The University Ombudsperson offers an impartial, objective, informal alternative 
for resolution of concerns for students, faculty, staff and management.  Acting as an impartial third-party, the 
University Ombudsperson informally investigates complaints, resolves differences through mediation, expedites 
processes or advocates for specific actions and, based on experience in dealing with individual cases, presents 
options for procedural changes within the University.  To the extent permitted by law, consultations with the 
University Ombudsperson will be kept confidential.  The University Ombudsperson reports directly to the 
University’s President.  In the 2013-14 academic years, the University Ombudsperson handled 322 cases.   

Work Life Balance  

The CCSU Work-Life Balance Committee, a sub-committee of the Committee on the Concerns of Women (CCW), 
is focused on providing leadership in facilitating the integration of work and study with family/personal life at 
Central Connecticut State University.  Our mission supports the broader goals of creating a healthy and 
productive environment for men and women across the life span and contributing to the well-being of future 
generations. 

Over the past decade, academic institutions have increasingly begun to focus attention on the importance of 
work/family issues for students, faculty, and staff, generating rapid growth in the number and variety of campus 
programs designed to address work/family needs.  Our focus is to encourage the university to develop strategies 
for all members of the campus community to better balance their Work-Life arenas.  We believe it is necessary 
and important to work with individuals from various organizations and groups on campus in order to achieve 
this important endeavor.  We believe that it is our responsibility to assist faculty, staff, and students in creating 
the best work-life balance possible.  To this end, we have created various resources to aid in this goal.   
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In response to CCW's recommendations, President Miller requested that a representative in Human Resources 
devote 10% of his/her workload to managing Work-Life balance resources.  This representative serves on CCW's 
Work-Life Balance Subcommittee, providing support and guidance for campus work-life balance initiatives. 

With financial support provided by CCW and the AAUP, CCSU is now an institutional member of the College and 
University Work Family Association (CUWFA) which maintains an active website and listserv and holds an annual 
national conference each year.  The association provides advice and support for Work-Life initiatives at 
institutions of higher learning.   

CCW has established a “clearinghouse” website (www.ccsu.edu/wlb) that serves as centralized places for 
information, services, and programs on or related to work-life balance issues.  The website includes a babysitting 
forum that can link CCSU parents with CCSU-affiliated caregivers for temporary child care.  It provides interested 
babysitters and parents with an accessible, simple, reliable, supported network to coordinate care.  The site 
includes job postings and supplemental materials to advice and support parents and caregivers.  This site is 
managed by the Work-Life Balance representative in Human Resources. 

The Work-Life Balance Sub-Committee of CCW prompted the Faculty Senate to set up a campus wide Child Care 
Task Force (CCTF) to specifically address campus child care needs and to tap the talents and resources of those 
across campus not affiliated with CCW.  The Task Force was asked to identify needs, options, and obstacles, as 
well as locate funding sources outside of the campus budget to support child care-related ideas and initiatives. 

The CCTF is currently working on finding ways to introduce child care into the campus culture and into long-term 
planning, including the campus facilities master plan to accommodate drop-in care sites on and in close 
proximity to campus.  This has included expanding the Early Learning Program, which resides in a CCSU-owned 
building, to include services beyond pre-school to toddler and infant care as well as after-hour care.  The CCTF is 
encouraging conversations and making other efforts to secure space to provide “drop-in” care services on 
and/or near campus such as in the library or the student center. 

Civil War Dream Conference 

On March 28, 2014, 436 middle and high school students came to CCSU to meet with Pulitzer Prize winning 
journalist and historian Tony Hurwitz.   

Weeks earlier the kids had received one of Tony’s books and had the opportunity to discuss them in class with 
their teachers, then write up questions to ask Tony.  Thus the whole conversation was driven by the kid’s 
ideas.  It was really amazing how smart they were and how they probed many issues related to the Civil War, 
race, and social movements.  Each student came to the microphone and asked his/her question. 

We also held an historic debate between black abolitionist Frederick Douglass, President Abraham Lincoln, and 
Vice President of the Confederacy to teach the history of the period in a different way.  Students had a transcript 
of the speeches ahead of time and were able to work with their teachers to prepare for hearing the debate. 

The schools that attended were: CREC Two Rivers Magnet School, Stafford High School, Rockville High School, 
Metropolitan Business Academy – Teacher Leslie Blatteau, West Haven High School, Madison Middle School, 
Shelton Intermediate School, King Philip Middle School, West Shore Middle School, Tolland Middle School, East 
Lyme Middle School. 

One teacher participant stated, “The majority of my students have never been on a college campus, let alone 
meet a Pulitzer Prize author.  They relished the day from the discussion, to the book signing, to the campus tour 
and the debate.  Overall, a great "life" experience for "working class" kids.  Hopefully, a few will attend CCSU in 
the next two to three years.  I cannot say enough about the day from an educator's point of view.  I would hope 
that we can do this every year, and I promise to bring a large group with us in the future.  We even intend to use 

http://www.ccsu.edu/wlb
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these books for our "honors" summer reading.  I would like to thank all of the people who were associated with 
this program and providing for this great day.” 

9th Grade Academy 

During the reporting period, 600 high school freshmen from New Britain High School participated in on-campus 
events throughout the academic year including library tours and a Programs of Study (accounting, social work, 
education, etc.) fair in May 2013.    
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