
GOALS ANALYSIS 
46a-68-90 

August 1, 2017 through July 31, 2018 

All activity that was undertaken to achieve the hiring, promotional, 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 the filling of positions is done in a non-discriminatory fashion and as a means of developing a 
representative pool of applicants and, ultimately, a workforce that 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 application materials, the university sends a letter acknowledging the receipt of their 
application.  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 developed, 
including a list of proposed committee members and advertisement outlets.  In accordance with 
Affirmative Action Policy, at least one (1) member must be representative of a minority group.  
Additionally search committees are generally gender diverse.  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 
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 Office of Diversity and Equity (ODE) must approve the composition of the search 
committee, the job announcement, and advertisement outlets prior to the start of the search.  ODE 
must also approve the list of interviewees before interviews are scheduled, as well as the list of the 
candidates recommended for hire prior to an extension of an offer.  Further, the committee is 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/HR/hiringprocess.html.)  At the conclusion of the 
search, the committee will submit a list of recommended unranked candidates to the hiring manager.  

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 list, the HRO prepares a form (See 
Supportive Materials) listing all eligible candidates, which is forwarded to the hiring manager as well as 
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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 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 s/he forwards 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 
CCSU 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 many are shared with the CT Association of 
Diversity and Equity Professionals listserv.  Additionally, during this reporting period, CCSU maintained 
and utilized an extensive local recruitment list for many of classified searches not requiring examination 
(see external communication for a copy of this list).  

EXECUTIVE/ADMINISTRATIVE (EE01) 
GOALS: 

Hires Promotions 
3 White females 1 White female 
1 Black female   
1 AAIANHNPI male   
1  AAIANHNPI female   

1. Provost (C18-008) 

Selection:  One (1) White male 

Central Connecticut State University announces the search for a new Provost and invites expressions of 
interest, nominations, and applications.  Central seeks an energetic and creative provost to collaborate 
with its recently hired president, Dr. Zulma Toro.  The oldest public institution of higher education in 
Connecticut and the largest of its regional comprehensive universities, CCSU is in a very strong financial 
position and enjoys stable enrollments.  It has a strong commitment to serve its students and the 
increasingly diverse region of which it is a part.  Under Dr. Toro’s leadership, it is poised to grow both in 
size and in the effectiveness with which it fulfills its mission.  

As chief academic officer, the provost is a key partner in academic decision-making, providing leadership 
in all academic matters and working collaboratively with deans, faculty, staff, and administration to 
further the University’s mission and vision.  The new provost will provide leadership in a variety of areas, 
including learning assessment; student-success programs; general-education review; academic-program 
assessment and planning; reaccreditation; faculty hiring and development; and creating an environment 
in which faculty entrepreneurship, research, and creative activity will flourish.  The ideal candidate will 
have a strong academic background; a history of successful academic leadership, including 
administrative experience at the level of dean or above; broad experience with the major issues and 

http://www.ccsu.edu/HumanResources/jobs.html
http://www.higheredjobs.com/


46a-68-90 Goals Analysis 2018  3 

challenges of academic affairs; and the ability to work collegially with students, faculty and staff, fellow 
administrators, and members of the wider community.      

Central’s next provost will be a strong and proven academic leader who can make the case for liberal 
arts education and professional preparation, who has broad and successful experience dealing with the 
major issues and challenges of academic affairs, and who is comfortable working with a high degree of 
transparency and accountability in an environment of shared governance. 

The ideal candidate will have:   

• An academic record sufficient to warrant appointment as a full professor in one of Central’s 
academic departments 

• Strong record of successful and innovative academic leadership, including administrative experience 
at the level of dean or higher 

• an understanding of the type of student Central serves and strong commitment to the practice of 
student-centered education 

• Thorough understanding of assessment and experience with successful assessment programs; 
experience with general education assessment and revision 

• Experience increasing student success; demonstrated skills of financial management and planning 
• A record of support for efforts to increase diversity and promote inclusion 
• An understanding of fundraising and the ability to guide and support the deans in meeting their 

fundraising expectations 
• Experience working in a public institution of higher education and commitment to shared 

governance and experience working in a collective-bargaining environment 
• History of significant work with community groups and organizations 
• Good communication and public relations skills 
• A strong work ethic and high energy, and the highest integrity. 

Advertisements and/or announcements were placed in the Chronicle of Higher Education, 
diversejobs.net, higheredjobs.com and Women in Higher Education.   

Seventy-five (75) individuals applied for this position:  Forty-three (43) White males; Eight (8) White 
females; Six (6) Black males; Two (2) Black females; Five (5) Hispanic males; Five (5) AAIANHNPI males; 
One (1) AAIANHNPI female; Four (4) Unknown males; and One (1) Unknown female. 

Sixteen (16) applicants were determined to be not qualified:  Seven (7) White males; Four (4) White 
females; Two (2) Black males; One (1) Black female; and Two (2) Unknown males. 

• Of the four (4) White females, the first candidate did not have the academic background sufficient 
for appointment as a full professor and had no administrative experience at the level of Dean or 
above.  The second and third White females did not have any administrative experience at the level 
of Dean or above.  The fourth White female candidate did not have an academic background for 
appointment as a full professor. 

• The Black female did not have the academic background for appointment as a full professor and no 
administrative experience at the level of Dean or above. 

Forty-eight (48) applicants were found to be minimally qualified:  Twenty-seven (27) White males; Four 
(4) White females; Four (4) Black males; One (1) Black female; Four (4) Hispanic males; Five (5) 
AAIANHNPI males; Two (2) Unknown males; and One (1) Unknown female. 

• Of the four (4) White females, the first's record of academic leadership does not include any 
experience with increasing student success, general education review and revision, and promoting 
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faculty excellence.  The second White female’s record of academic leadership is limited, as she did 
not have experience with accreditation and with increasing student success.  The third White female 
did not possess experience with assessment, general education review and revision, promoting 
faculty excellence, community involvement, shared governance in a collective bargaining 
environment, and increasing diversity and promoting inclusion.  The fourth White female did not 
have experience with increasing student success, academic program planning & assessment, general 
education review and revision, community involvement, shared governance in a collecting bargaining 
environment, and promoting diversity and inclusion. 

• The Black female did not have experience in shared governance in a collective bargaining 
environment.  Additionally, she has held three (3) administrative positions in six (6) years. 

• Of the five (5) AAIANHNPI males, the first candidate withdrew from consideration.  The second did 
not have experience with increasing student success, assessment, general education review and 
revision, accreditation, promoting faculty excellence, community involvement and shared 
governance in a collective bargaining environment.  The third had no record of academic leadership 
experience in the areas of increasing student success, assessment, general education review & 
revision, accreditation, promoting faculty excellence, and shared governance in a collective 
bargaining environment.  The fourth did not possess experience with shared governance in a 
collective bargaining environment and promoting faculty excellence.  The fifth failed to detail his 
experience related to increasing student success, assessment, academic program planning and 
assessment, general education review & revision, promoting faculty excellence, shared governance in 
a collecting bargaining environment, and diversity and promoting diversity and inclusion. 

Eleven (11) applicants were determined to be qualified and were considered finalists:  Nine (9) White 
males; One (1) Hispanic male; and One (1) AAIANHNPI female. 

One (1) White male was hired for this position.   

• The selected White male met the required qualifications, i.e., experience with increasing student 
success, assessments, general education, accreditation, promotion of faculty excellence, community 
involvement, shared governance in a union environment and increasing diversity of students and 
faculty.  Additionally he has more than 25 years of academic leadership experience as a Dean, a 
Provost, and Interim President.  He interviewed well with the Search Committee based on the 
feedback from his interviews.  The open forum was mainly positive but, contrary to the perception 
of the Search Committee, a few faculty noted a lack of specificity in his responses.  His references 
described him as an experienced problem solver who approaches issues by focusing on the 
processes in place and applying them.  They indicated he is data-driven, and understands and 
respects shared governance.  In his interview, he demonstrated an understanding of accreditation 
and assessment that would enable him to lead the NEASC accreditation effort to a successful 
conclusion.  During the open forum and other sessions with the university community, he was 
energetic, organized, and detail oriented.  He has experience supervising both academic affairs and 
student affairs.  

• The AAIANHNPI female withdrew her application from consideration.   

2. Human Resources: Director of Employee & Labor Relations (C18-034)   

Selection:  One (1) Hispanic female 

Central Connecticut State University is seeking an experienced human resources professional to 
administer a broad range of human resources functions.  Reporting to the Chief Human Resources 
Officer, the Director manages and performs the delivery and administration of human resource 
programs and services including all faculty recruitment; benefits and compensation administration; as 
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well as assisting the Chief in addressing grievances and employee relations matters.  Candidates are 
expected to be committed to multiculturalism and working with a diverse university community.  

Required Qualifications 

• Seven years’ related experience in human resources management in a unionized environment 
including recruitment, compensation, benefits, employee relations, labor relations, or a comparable 
combination of experience and training   

• Demonstrated ability in the administration of human resources policies and procedures, employment 
laws and regulations, and multiple collective bargaining agreements (CBAs) 

• Demonstrated ability to understand, interpret, apply, and advise on complex laws, regulations, and 
collective bargaining agreements affecting human resource management and labor relations 

• Excellent research, organizational, and communication (interpersonal, oral and written) skills 
• PC proficiency (Windows environment) including Microsoft Office Suite 
• Attention to detail and problem solving ability  
• Experience working with culturally diverse communities. 

Preferred Qualifications 

• Bachelor’s degree in human resource management, management, business or a closely related field 
and/or a professional HR certification 

• Experience working in a human resources department in a public sector agency or higher education 
institution 

• Working knowledge of the Core-CT system including data access and reporting. 

Advertisements and/or announcements were placed in the CCSU website, Diversejobs.net, IPMA-HR CT 
Chapter Website, CADEP email distribution, and higheredjobs.com.   

Fifty-one (51) individuals applied for this position: Twelve (12) White males; Seventeen (17) White 
females; Three (3) Black males; Eleven (11) Black females; One (1) Hispanic male; Four (4) Hispanic 
females; One (1) AAIANHNPI female; and Two (2) Unknown females. 

Forty (40) applicants were determined to be not qualified: Eleven (11) White males; Thirteen (13) 
White females; Three (3) Black males; Seven (7) Black females; One (1) Hispanic male; Three (3) Hispanic 
females; One (1) AAIANHNPI female; and One (1) Unknown female. 

• Of the thirteen (13) White females, ten (10) of the applicants had incomplete applications missing 
one or more documents, i.e., cover letters, references, resume.  The eleventh, twelfth, and 
thirteenth candidates did not have seven (7) years related experience in human resources 
management. 

• Of the seven (7) Black females, five (5) had incomplete applications, i.e., missing cover letters and 
references.  The sixth and seventh did not have seven years related experience in human resources 
management.  

• The AAIANHNPI female had an incomplete application, i.e., missing cover letter. 

Five (5) applicants were found to be minimally qualified: Two (2) White females; Two (2) Black females; 
and One (1) Unknown female. 

• Of the two (2) White females, the first had approximately 18 years of human resource management 
experience (resume identifies ‘partnering’ with others, training, and policy reviews); however, it was 
unclear if any of the experience was in a unionized environment as she did not address it in her 
materials.  She had no experience working in public sector or higher education institutions, and no 
working knowledge of Core-CT.  The second White female had seven (7) years of human resource 
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management in a unionized environment with an out-of-state municipality; however, she had no 
higher education human resources experience and no working knowledge of Core-CT. 

• Of the two (2) Black females, the first had almost seven (7) years of human resource management 
experience in a unionized environment.  While she had a bachelor’s degree in an unrelated area and 
labor relation experience, she has no experience in a public sector or higher education institution, 
and no working knowledge of Core-CT.  While the second had nine (9) years of human resources 
management, she only had two (2) years’ experience working in a unionized environment and in the 
public sector.  Additionally, her experience focused on consulting, policy, and training.  She did not 
have a bachelor’s degree and no experience in higher education or working knowledge of Core-CT. 

Six (6) applicants were determined to be qualified and were considered finalists:  One (1) White male; 
Two (2) White females; Two (2) Black 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 experience with 12 years as 
a state human resources manager and director with a State agency.  Most recently, she worked at 
the Connecticut State Colleges and University System performing a full range of state human 
resources functions, i.e., recruitment, benefits, labor relations, and Core-CT entry and reporting.  
She has comprehensive working knowledge of college and university (SUOAF & AAUP) unclassified 
bargaining units as well as extensive knowledge of classified bargaining units.  In her current 
position at the CSCU System office, she has responsibility for management of all labor relations 
activity (including grievance resolution) for community college unclassified and classified contracts 
as well as the State University SUOAF grievance process.  She states that she has comprehensive 
experience of human resource functions gained from her prior experience with DMHAS, more 
specifically, as HR Director of the Southwest CT Mental Health Center in Bridgeport.  During this 
period, she had oversight and responsibility for all classified human resource life cycle activities from 
recruitment to retirement, including chairing and serving on high level searches, e.g., CEO, Medical 
Director, Nurse Supervisors.  She was fully versed in state labor relations processes and procedures 
with significant understanding of the NP-2, NP-3, NP-5, P-4, P-5, 1199, community college and 
university unclassified bargaining contracts (Congress, AFSCME, AFT, SUOAF & AAUP).  As the 
System Office labor relations specialist, this candidate heard all college classified grievances (step 
two and below) and represented the community colleges with OLR for higher-level grievances.  She 
also served as the college resource for both classified and unclassified contract interpretations, and 
participated in negotiations.  This candidate has nurtured productive working relationships with 
classified and unclassified union representatives, making her a strong choice for this opportunity. 

• Of the two (2) White females, the first withdrew from consideration.  The second candidate met 
the required and preferred qualifications.  She has over 10 years of experience as a human 
resources specialist in a Connecticut State agency including seven years of higher education 
experience specializing in both classified and unclassified labor relations.  She has working 
knowledge of the AAUP unclassified contract as well as classified bargaining units.  While her 
primary focus for the last 10 years has been labor relations, she stated that she has 'dabbled' in all 
other areas of human resources work including benefits administration and counseling; however, 
she has not processed employee retirement documents.  Her knowledge of recruitment was limited 
to serving as a search panel member and she has almost no experience with position posting, 
JobAps, and with the SEBAC process.  This candidate did not elaborate on her knowledge of Core-CT.  
While strong in her labor relations skills and abilities, her experience in the areas of recruitment, 
benefits administration and retirement processing are not to the level expected of a person working 
at this level. 
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• Of the two (2) Black females, the first candidate met the required and preferred experience with 16 
years as a state human resources specialist performing a full range of state human resources 
functions, i.e., recruitment, benefits, classified labor relations, and Core-CT entry and reporting.  She 
has experience with Connecticut classified bargaining units.  During the in-person interview, she 
stated she considers herself a generalist and identifies herself as a team player with hands-on 
working knowledge of state benefits, classified recruitment, and compensation management.  
However, she admitted having limited knowledge of retirement processing.  This candidate did not 
have experience in higher education and she was not familiar with the SUOAF or AAUP contracts.  
The second Black female candidate met the required and preferred experience with the exception 
of Core-CT.  She has over four years' experience as a state EEO specialist and human resources 
officer performing a diverse range of state human resources functions, i.e., recruitment, benefits, 
and labor relations with classified and unclassified positions.  Her first state Human Resources 
position was as a human resources officer with a university where she provided generalist support 
to a number of assigned schools and departments, including staffing and assistance with labor 
relations issues for several years.  During the last seven (7) years, she has been in the private sector 
where she has served as a human resource consultant.  This candidate indicated that her current 
role is one of a strategic partner supporting and advising in areas of policy, workforce planning, 
training, analysis of metrics, and resolution of employee relations issues.  She stated that she is 
knowledgeable in performing salary analyses, and providing benefits explanations.  She does not 
have recent state human resources and labor relations experience.  Her time away from state 
services demonstrated a lack of knowledge of recent changes within state services and benefits. 

FACULTY 
A. PROFESSOR 

Hires Promotions 
1 White female 12  White females 
  8 AAIANHNPI males 

No hires occurred in this category. 

B. ASSOCIATE PROFESSOR 

Hires Promotions 
2 Black males    
3  Black females 1 Black female 
1 Hispanic male   
3 Hispanic females 2 Hispanic females 
1 AAIANHNPI female 1  AAIANHNPI female 

1. Associate Professor Accounting (C18-014)      

Selection:  One (1) Hispanic male 

Advertisements and/or announcements were placed in the Chronicle of Higher Education, 
Diversejobs.net, higheredjobs.com, and online web posting with the American Accounting Association.   

Thirty-seven (37) individuals applied for this position: Nine (9) White males; Three (3) White females; 
Four (4) Black males; One (1) Black female; Two (2) Hispanic males; Twelve (12) AAIANHNPI males; and 
Six (6) AAIANHNPI females. 

Seven (7) applicants were determined to be not qualified: One (1) White male; Two (2) Black males; 
One (1) Black female; Two (2) AAIANHNPI males; and One (1) AAIANHNPI female. 
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Eighteen (18) applicants were found to be minimally qualified: Three (3) White males; Two (2) White 
females; One (1) Black male; One (1) Hispanic male; Eight (8) AAIANHNPI males; and Three (3) 
AAIANHNPI females. 

Twelve (12) applicants were determined to be qualified and were considered finalists: Five (5) White 
males; One (1) White female; One (1) Black male; One (1) Hispanic male; Two (2) AAIANHNPI males; and 
Two (2) AAIANHNPI females. 

The university was only able to fill one (1) of four (4) vacancies due to the following declinations: Two (2) 
White males, One (1) White female, and Two (2) AAIANHNPI males.  

One (1) Hispanic male was hired for this position.  This hire met the one (1) Hispanic male goal for the 
University, thus achieving all Hispanic male goals in the Associate Professor category.   

C. ASSISTANT PROFESSOR 

Hires Promotions 

1 White male   
4 White females   
2 Hispanic males   
1 AAIANHNPI female   

1. Assistant Professor of Social Work (C18-016B)       

Selection:  One (1) White male 

Advertisements and/or announcements were placed in CSWE, Chronicle of Higher Education, 
diversejobs.net, and higheredjobs.com. 

Sixteen (16) individuals applied for this position: Three (3) White males; Six (6) White females; Two (2) 
Black males; One (1) Black female; One (1) Hispanic female; One (1) AAIANHNPI male; and Two (2) 
AAIANHNPI females.  

Nine (9) applicants were determined to be not qualified: Four (4) White females; One (1) Black male; 
One (1) Hispanic female; One (1) AAIANHNPI male; and Two (2) AAIANHNPI females.  

Zero (0) applicants were found to be minimally qualified. 

Seven (7) applicants were determined to be qualified and were considered finalists: Three (3) White 
males; Two (2) White females; One (1) Black male; and One (1) Black female. 

One (1) White male was hired for this position.  This hire met the one (1) White male goal for the 
University, thus achieving all White male goals in the Assistant Professor category. 

2. Assistant Professor of Psychological Sciences (C18-022)      

Selection:  One (1) White female 

Advertisements and/or announcements were placed in Association for Psychological (APS Employment 
Network), Society for Neuroscience, Society for Teaching of Psychology discussion/job board/listserv, 
Psychology Academic job search, The Chronicle of Higher Education, Diversejobs.net, and the 
Higheredjobs.com.  

Forty-Two (42) individuals applied for this position:  Seventeen (17) White males; Ten (10) White 
females; One (1) Black male; One (1) Black female; One (1) Hispanic male; One (1) Hispanic female; 
Three (3) AAIANHNPI males; Three (3) AAIANHHNPI females; Two (2) Unknown males; and Three (3) 
Unknown females. 
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Fourteen (14) applicants were determined to be not qualified:  Six (6) White males; Three (3) White 
females; One (1) Black female; One (1) Hispanic female; One (1) AAIANHNPI female; One (1) Unknown 
male; and One (1) Unknown female. 

Thirteen (13) applicants were found to be minimally qualified:  Seven (7) White males; Four (4) White 
females; One (1) AAIANHNPI male; and One (1) Unknown male. 

Fifteen (15) applicants were determined to be qualified and were considered finalists:  Four (4) White 
males; Three (3) White females; One (1) Black male; One (1) Hispanic male; Two (2) AAIANHNPI males; 
Two (2) AAIANHNPI females; and Two (2) Unknown females. 

One (1) White female declined the offer. 

One (1) White female was hired for this position.  This hire met the first of the four (4) White female 
goals for the University in the Assistant Professor category.  

3. Assistant Professor & Director of Writing Center (C18-026)     

Selection:  One (1) White female 

Advertisements and/or announcements were placed in MLA Job Information list, WPA, CCC ListServs and 
other composition-related distribution lists, The Chronicle of Higher Education, Diversejobs.net, and 
Higheredjobs.com. 

Forty (40) individuals applied for this position:  Fourteen (14) White males; Eighteen (18) White 
females; One (1) Black female; Two (2) AAIANHNPI males; Two (2) AAIANHNPI females; Two (2) 
Unknown females; and One (1) Unknown unknown. 

Twenty-one (21) applicants were determined to be not qualified:  Ten (10) White males; Six (6) White 
females; One (1) Black female; Two (2) AAIANHNPI females; and Two (2) Unknown females. 

Seven (7) applicants were found to be minimally qualified: Two (2) White males; Four (4) White 
females; and One (1) Unknown unknown. 

Twelve (12) applicants were determined to be qualified and considered finalists:  Two (2) White males; 
Eight (8) White females; and Two (2) AAIANHNPI males. 

One (1) White female declined the offer.  

One (1) White female was hired for this position.  This hire met the second of four (4) White female 
goals for the University in the Assistant Professor category.   

4. Assistant Professor Criminology and Criminal Justice (C18-024)    

Selection: One (1) White female 

Advertisements and/or announcements were placed in American Society of Criminology, networking, 
Attendance at conference, and mailing lists (graduate alum), The Chronicle of Higher Education, 
Diversejobs.net, and Higheredjobs.com.  

Thirty-seven (37) individuals applied for this position:  Fourteen (14) White males; Nine (9) White 
females; One (1) Black male; One (1) Hispanic male; One (1) Hispanic female; Three (3) AAIANHNPI 
males; Five (5) AAIANHNPI females; One (1) Unknown male; and Two (2) Unknown females. 

Nineteen (19) applicants were determined to be not qualified: Nine (9) White males; Three (3) White 
females; One (1) Black male; One (1) Hispanic male; One (1) Hispanic female; One (1) AAIANHNPI male; 
Two (2) AAIANHNPI females; and One (1) Unknown female. 
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Eleven (11) applicants were found to be minimally qualified:  Five (5) White males; Two (2) White 
females; Two (2) AAIANHNPI males; One (1) AAIANHNPI female; and One (1) Unknown female.  

Seven (7) applicants were determined to be qualified and considered finalists:  Four (4) White females; 
Two (2) AAIANHNPI females; and One (1) Unknown male. 

One (1) White female declined the offer.  

One (1) White female was hired for this position.  This hire met the third of four (4) White female 
goals in the University in the Assistant Professor category.   

5. Assistant Professor,  Educational Leadership (C18-025)     

Selection:  One (1) White female 

Advertisements and/or announcements were placed in UCEA job postings, Distribution of position 
announcement at conferences, distribution through individual professional networks, distribution 
through strategic mailings to department leaders of highly relevant programs, The Chronicle of Higher 
Education, Diversejobs.net, and Higheredjobs.com. 

Forty-two (42) individuals applied for this position:  Twelve (12) White males; Fifteen (15) White 
females; Two (2) Black males; Four (4) Black females; Two (2) Hispanic males; Two (2) AAIANHNPI males; 
One (1) AAIANHNPI female; One (1) Unknown male; One (1) Unknown female; and Two (2) Unknown 
unknowns. 

Thirty-two (32) applicants were determined to be not qualified:  Ten (10) White males; Ten (10) White 
females; Two (2) Black males; Two (2) Black females; One (1) Hispanic male; Two (2) AAIANHNPI males; 
One (1) AAIANHNPI female; One (1) Unknown male; One (1) Unknown female; and Two (2) Unknown 
unknowns. 

Four (4) applicants were found to be minimally qualified:  One (1) White male and Three (3) White 
females. 

Six (6) applicants were determined to be qualified and were considered finalists: One (1) White male; 
Two (2) White females; Two (2) Black females; and One (1) Hispanic male. 

One (1) White female was hired for this position.  This hire met the last of four (4) White female goals 
for the University, thus fulfilling all the White female goals in the Assistant Professor category.   

6. Assistant Professor of Social Work (C18-015)      

Selection:  One (1) Hispanic male 

Advertisements and/or announcements were placed in CSWE, The Chronicle for Higher Education, 
Diversejobs.net, and Higheredjobs.com. 

Seventeen (17) individuals applied for this position:  One (1) White male; Eight (8) White females; One 
(1) Black male; One (1) Black female; Three (3) Hispanic males; One (1) Hispanic female; One (1) 
AAIANHNPI male; One (1) AAIANHNPI female. 

Twelve (12) applicants were determined to be not qualified:  One (1) White male; Four (4) White 
females; One (1) Black male; One (1) Black female; Two (2) Hispanic males; One (1) Hispanic female; One 
(1) AAIANHNPI male; and One (1) AAIANHNPI female. 

Zero (0) applicants were found to be minimally qualified. 

Five (5) applicants were determined to be qualified and were considered finalists:  Four (4) White 
females and One (1) Hispanic male. 
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One (1) White female declined the offer.  

One (1) Hispanic male was hired for this position.  The selected Hispanic male met one of two (2) 
Hispanic male goals for the University for the Assistant Professor category.   

7. Assistant Professor Mathematics Education (C18-029)     

Selection:  One (1) White female 

Central Connecticut State University’s (CCSU) Department of Mathematical Sciences is seeking a 
dynamic faculty member with a strong mathematics background and teaching experience within the K-
12 grade levels.  This is a tenure-track faculty position with a course load of 12 credits per semester, 
research, and service to the university and the profession.  The faculty member filling this position will 
have responsibilities in the department for teaching curricula that prepare undergraduates and graduate 
students to integrate mathematics content for elementary, secondary, and administrative licensure 
programs.  CCSU is a community of learners dedicated to teaching and scholarship.  We encourage the 
development and application of knowledge and ideas through research and outreach activities.  We 
prepare students to be thoughtful, responsible, and successful citizens and teachers.  The position is  
full-time beginning August 2018.  Candidates are expected to be committed to multiculturalism and 
working with a diverse student body. 

Required qualifications 

• Ph.D. or Ed.D. in mathematics, mathematics education, or related field that includes substantial 
mathematics (ABD candidates will be considered if doctorate is completed by June 2018.) 

• At least three (3) years as a practicing K-12 educator in mathematics  
• Evidence of effective teaching of Secondary Mathematics 
• Understanding of  the implementation of Common Core State Standards for Mathematics 
• Evidence of potential for scholarly productivity 
• Effective written communication skills 
• Knowledge of a broad range of mathematics education research and teaching strategies 
• Commitment to serving culturally, ethnically, and linguistically diverse communities 

Preferred qualifications 

• Five (5) years or more as a practicing K-12 educator in mathematics  
• Successful teaching experience in higher education  
• Experience in using technology in higher education and/or K-12 to increase student learning 
• Strong academic record in mathematics 
• Knowledge of strategies of preparing pre-service teachers to teach in culturally relevant ways 

Advertisements and/or announcements were placed in NCTM Website, mathjobs.org, AMTE Job Listings, 
The Math Forum, JERRY-P-BECKER-MTE-L@listserv.siu.edu, The Chronicle of Higher Education, 
Diversejobs.net, and Higheredjobs.com. 

Forty-one (41) individuals applied for this position:  Nine (9) White males; Thirteen (13) White females; 
Two (2) Black males; Three (3) Black females; Two (2) Hispanic females; Seven (7) AAIANHNPI males; 
Three (3) AAIANHNPI females; One (1) Unknown female; and One (1) Unknown unknown. 

Thirty-six (36) applicants were determined to be not qualified:  Nine (9) White males; Ten (10) White 
females; Two (2) Black males; Three (3) Black females; One (1) Hispanic female; Seven (7) AAIANHNPI 
males; Two (2) AAIANHNPI females; One (1) Unknown female; and One (1) Unknown unknown. 
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• Of the two (2) AAIANHNPI females, the first had an incomplete application, i.e., missing references 
and the second did not provide evidence of effective teaching of secondary mathematics. 

Two (2) applicants were found to be minimally qualified:  One (1) White female and One (1) 
AAIANHNPI female. 

• The AAIANHNPI female met all of required and preferred qualifications; however, she had no 
working knowledge of teaching expectations, laws, and requirements in the U.S. as she has only 
taught outside the U.S.  This position will be preparing teachers for K-12 teaching in the U.S.  

Three (3) applicants were determined to be qualified and were considered finalists:  Two (2) White 
females and One (1) Hispanic female.  No goal candidates remained in the finalist pool.   

One (1) White female was hired for this position. 

• The selected White female met all required and preferred qualifications, including twelve (12) years 
of secondary mathematics teaching experience, and a bachelor’s degree in mathematics, and  
twenty-five (25) graduate credits in mathematics.  During the interview, she demonstrated a great 
deal of knowledge of secondary mathematics content and pedagogy.  In her answers, she addressed 
ideas within the Common Core State Standards and the use of technology in instruction.  She 
discussed her research, which focuses on studying secondary students' mathematical thinking and 
problem-solving strategy development, and how she would be able to incorporate what she has 
discovered into secondary mathematics methods courses that involve fieldwork.  When asked about 
how she prepares pre-service teachers to teach in culturally relevant ways, she responded, "...that it 
is important to have sensitivity to how students might interpret questions and that motivation can 
change students' approach and ability to engage in mathematics."  Her teaching interests include 
secondary mathematics methods courses and pure mathematics courses as well as student teacher 
supervision.  Her sample lesson was well prepared, well delivered, and appropriate for CCSU 
students.  It contained substantial mathematics demonstrating modeling in mathematics.  Each of 
the applicant's references strongly recommended her, with one from her doctoral program stating, 
"Everything she has done for us has been exceptional.”  In addition to her secondary teaching 
experience, she has supervised secondary student teachers, and has taught secondary mathematics 
methods, finite mathematics, pre-calculus, and intermediate algebra at the college level.  She is 
presently completing her doctoral dissertation, has one paper published in 2017, and has an 
additional paper and a book chapter accepted for publication.  She also has two (2) peer-reviewed 
presented papers, one in 2017, and the other in 2016. 

8. Assistant Professor of Literacy, Elementary, and Early Childhood Ed. (C18-017) 

Selection:  One (1) Black female 

Central Connecticut State University invites applications for a full-time, tenure-track position in the 
Department of Literacy, Elementary, and Early Childhood Education.  The successful candidate will teach 
undergraduate and graduate courses in early childhood studies and infant/toddler mental health and 
elementary education in related areas of expertise; coordinate field and practicum placements for 
candidates; supervise candidates in field and practicum experiences; engage in academic advising; and 
contribute to the program and department, through activities related to accreditation, recruitment and 
retention, programmatic work, and other program and departmental needs. The successful candidate 
will 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  
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• Ph.D./Ed.D. in child development, early childhood or curriculum and instruction with early childhood 
and/or infant/toddler mental health concentration.  The completion of a doctorate is required by 
the time of appointment. 

• Evidence of teaching effectiveness in graduate- or undergraduate-level courses 
• Record of scholarship and professional impact in the field of early childhood studies and/or infant/ 

toddler mental health  
• Professional experience working collaboratively with state- or federally-funded agencies, schools, or 

community partners serving families especially with infant/toddler and/or young children in diverse 
settings 

• Commitment to serving culturally, ethnically, and linguistically diverse communities 
• Excellent verbal and written communication skills 

Preferred Qualifications  

• Evidence of an intensive focus on birth-8 care and education including one (1) or more expertise in 
the following areas: early childhood special education, early intervention, and community-based 
education 

• Evidence of successful grant writing, program assessment, and program coordination 
• Strong background in literacy  
• Demonstrated knowledge of the National Association for the Education of Young Children (NAEYC) 

professional standards and accreditation process  
Advertisements and/or announcements were placed in the Chronicle of Higher Education, 
Diversejobs.net, higheredjobs.com, Early Childhood programs/departments in higher education, and 
Early Childhood and/or Infant/Toddler Mental Health Conferences.  

Seventeen (17) individuals applied for this position:  Six (6) White females; Four (4) Black females; One 
(1) Hispanic female; One (1) AAIANHNPI male; Four (4) AAIANHNPI females; and One (1) Unknown 
female. 

Five (5) applicants were determined to be not qualified:  One (1) White female; One (1) Black female; 
One (1) Hispanic female; One (1) AAIANHNPI female; and, One (1) Unknown female. 

• The AAIANHNPI female’s Ph.D. was in educational psychology, a discipline not considered a closely 
related field for this department.  Additionally in her cover letter, she applied for another position, 
i.e., Assistant Professor position in reading and developmental education, not currently a position 
advertised by the university.   

Four (4) applicants were found to be minimally qualified:  Three (3) White females and One (1) Black 
female.  No goal candidates in this pool.   

Eight (8) applicants were determined to be qualified and were considered finalists:  Two (2) White 
females; Two (2) Black females; One (1) AAIANHNPI male; and Three (3) AAIANHNPI females. 

One (1) Black female was hired for this position. 

• The selected Black female met the required qualifications and three (3) preferred, i.e., evidence of 
an intensive focus on birth-8 care and education, including one or more expertise in the following 
areas: early childhood special education, early intervention, community-based education, grant 
writing experience and experience with NAEYC.  At her current institution, she is a tenured professor 
in the Department of Early Childhood/Childhood Education, Director of Early Childhood/Childhood 
Annual Summer Program, and has been Chair of the Division of Education since 2013.  In this 
position, her current Provost charged her to revise and redesign the early childhood program and to 
work with faculty on a team addressing NAEYC standards for accreditation.  These leadership 
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qualities are necessary for someone taking the reins of the newly founded early childhood program 
here at CCSU, and the committee believes this applicant will do well in this area, particularly since 
she is currently working in an area similar to that of the central Connecticut region.  In addition, this 
candidate has been a student teacher supervisor and indicated she has established contact with 
surrounding schools and districts to help build connections and field placements for her students.  
She noted that CCSU has outreach to New Britain, and she would like to continue to grow this in 
early childhood.  Conjointly, she explained and addressed in her curriculum vitae and cover letter 
that she has worked extensively with outreach in her area.  As the program begins to grow, this type 
of networking and finding field placements will be crucial as will growing the program by recruiting 
students into the program.  When it comes to early childhood education related to her scholarship 
and research, the applicant noted she wishes to continue to look at how STEM can begin at the early 
childhood level; she showed how she has worked with four (4)  and five (5) year olds on a STEM 
project.  Additionally, she taught a 45-minute lesson to EDEL 420 students at CCSU and the students 
rated her as outstanding.  Many students praised her enthusiasm and knowledge of the subject--
addressing the class' readings for the week focusing mainly on culturally relevant pedagogy, 
including Funds of Knowledge, and her activity directly addressed this topic.  Search committee 
members found her knowledge of the topic to be great and her ways with the students to be natural 
as she called them by name and reviewed what they said in small groups and connected back to the 
readings and overall topic.  Further, her references included a former dean, former colleague who 
worked with her at her current institution, and her former dissertation advisor.  All spoke highly of 
the applicant’s abilities to work with many different groups of people, reach out to community 
members, and a commitment to the program, department, university, and community in which she 
was working and placing students.  Taken together, all of these areas demonstrate her strength and 
potential ability to be successful in the position as CCSU grows the program. 

• Of the three (3) AAIANHNPI females, the first candidate met all required qualifications and only one 
(1) preferred, i.e., evidence of an intensive focus on birth-8 care and education including one or 
more expertise in the following areas: early childhood special education, early intervention, 
community-based education.  She has experience with NCATE accreditation.  When it came to her 
teaching EDEL 420 students at CCSU, students praised her manner and enthusiasm with the topic.  
Further, the applicant's references spoke to her ability to work well with others and in the 
community; however, none of them could address her coordination skills, as she provided no 
supervisors as references.  During the interview, it became apparent that this candidate’s limited 
experience in a rural setting might be a hindrance to their success in a diverse urban setting and her 
ability to meet the needs of CCSU’s diverse student populations.  The second non-selected 
AAIANHNPI female candidate met all required qualifications and two preferred, i.e., evidence of an 
intensive focus on birth-8 care and education including one or more expertise in one of the areas 
listed in the advertisement.  While the candidate has experience teaching at the college level, she 
has no experience with program coordination and no experience with infant/toddler mental health 
concentration.  The third non-selected AAIANHNPI female candidate met all required qualifications 
and the expertise in one of areas listed.  During the phone interview, she reported that her teaching 
experience in this area was limited to serving as a teaching assistant.  Her professional college 
teaching experience was outside the field of early childhood studies.  Additionally, she has no 
experience with and limited knowledge of program coordination and accreditation process, which 
are both preferred qualifications that are instrumental in this position.  

9. Assistant Professor-Department of Chemistry & Biochemistry (C18-011)  

Selection:  One (1) Hispanic female 
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Central Connecticut State University invites applications for a full-time, tenure-track position in the 
Department of Chemistry & Biochemistry.  The successful candidate will teach undergraduate courses in 
chemistry, biochemistry, and toxicology 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, or Pharmacology 
• Ability to teach undergraduate biochemistry lecture and lab courses 
• Excellent communication skills 
• Commitment to serving culturally, ethnically, and linguistically diverse communities 

Preferred Qualifications  

• Evidence of scholarly activity including but not limited to presentations at local and national 
meetings & publications in peer-reviewed scientific journals 

• Experience teaching and mentoring undergraduate students 
• A proposed research program appropriate for our students and facilities that complements current 

faculty expertise 

Advertisements and/or announcements were placed in Higheredjobs.com, The Chronicle of Higher 
Education, Diversejobs.net, and emails to local (CT) Chemistry/biochemistry chairs at local universities. 

Forty-five (45) individuals applied for this position:  Seven (7) White males; Eight (8) White females; 
Three (3) Black males; One (1) Hispanic male; Two (2) Hispanic females; Eleven (11) AAIANHNPI males; 
Ten (10) AAIANHNPI females; Two (2) Unknown females; and One (1) Unknown unknown. 

Twenty-two (22) applicants were determined to be not qualified:  Four (4) White males; Four (4) White 
females; Three (3) Black males; Five (5) AAIANHNPI males; Four (4) AAIANHNPI females; and Two (2) 
Unknown females. 

• Of the four (4) AAIANHNPI females, the first and second did not have a Ph. D. in Chemistry, 
Biochemistry, or Pharmacology; the third did not have a Ph. D.; and the fourth had an incomplete 
application (i.e., did not provide a research proposal).  

Sixteen (16) applicants were found to be minimally qualified: One (1) White male; One (1) White 
female; One (1) Hispanic male; One (1) Hispanic female; Five (5) AAIANHNPI males; Six (6) AAIANHNPI 
females; and One (1) Unknown unknown. 

• The Hispanic male did not meet the teaching requirement as he had only conducted one-day 
lectures, and his teaching experience was limited to serving as a teaching assistant.    

• Of the six (6) AAIANHNPI females, the first, second and third applicants did not meet the ability to 
teach undergraduate biochemistry lecture and lab courses as their teaching experience was in 
organic chemistry.  The fourth did not meet the research qualification as her area was in synthetic 
organic chemistry, not biochemistry.  The fifth submitted a research proposal without detail and had 
limited teaching experience as she had only taught smaller classes, i.e., 12 students and 20 students.  
The sixth submitted a research proposal that was not compatible with CCSU’s facility standards as 
her research required equipment that the department could not financially support.  Additionally, 
she had no teaching experience.   
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Seven (7) applicants were determined to be qualified and were considered finalists: Two (2) White 
males; Three (3) White females; One (1) Hispanic female; and One (1) AAIANHNPI male.  No goal 
candidates remained in the finalist pool.   

One (1) Hispanic female was hired for this position. 

• The selected Hispanic female met the required qualifications and all preferred qualifications, i.e., 
her research proposal and scholarly activity is appropriate for a primarily undergraduate institution 
(PUI); she has experimental background in biochemistry; and, she has a compatible teaching load 
background as she had taught full-time at a state university for more than one year.  She detailed 
her desire to work and teach at a predominately-undergraduate institution.  Her proposed research 
aligns with current department faculty and instrumentation, and she would not need any additional 
equipment or resources to begin creative activity at CCSU.  She was the only finalist who explicitly 
stated they would use major instrumentation acquired through NSF grants, i.e., X-ray 
diffractometer.  This candidate has taught courses within the field of biochemistry and chemistry 
and exhibited the most background, expertise, and flexibility to teach a myriad of courses in the 
department.  Her background in pharmacology will provide expertise not currently available 
amongst the faculty in chemistry and biochemistry.  She also has established connections with other 
local institutions to provide supplementary access to equipment and research expertise.  After her 
seminar, faculty and undergraduate students specifically cited clarity of presentation of complex 
biochemical material.  She included extensive hands-on experience with many different types of 
instrumentation that will enrich biochemistry lab experiences for students.  Her research is 
appropriate for undergraduate research. 

10. Assistant Professor Economics (C18-013)        

Selection:  One (1) Hispanic female 

The Department of Economics at Central Connecticut State University (CCSU) seeks applicants for a 
tenure-track position at the Assistant Professor level beginning August 2018.  Responsibilities include 
teaching introductory and upper-division courses, engaging in scholarly research leading to refereed 
publications, serving on departmental and university committees, advising students, and participating in 
allied professional activities as outlined in the Department’s Promotion and Tenure Guidelines.  
Candidates are expected to be committed to multiculturalism and working with a diverse student body.  
Candidates are also expected to have familiarity/experience with the internship process and to have (or 
be willing to establish) professional relationships with local businesses and government agencies (those 
without existing relationships are expected to have a plan for how these relationships will be 
established).  

Required Qualifications 

• Doctoral degree in Economics or related field  by the time of appointment, with primary 
specialization in Money and Banking (JEL Code E3, E4, or E5) 

• Commitment to serving culturally, ethnically, and linguistically diverse communities 

Preferred Qualifications 

• A secondary specialization in Econometrics (with a focus on quantitative methods common to 
Macroeconomics) or International Economics 

• Evidence of demonstrated effectiveness in teaching as a primary instructor at the undergraduate 
level, scholarly research, and professional activity commensurate with experience 
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Advertisements and/or announcements were placed in The Chronicle of Higher Education, 
diversejobs.net, American Society of Hispanic Economics, National Economic Association, Jobs Openings 
for Economists, and higheredjobs.com.   

One hundred and two (102) individuals applied for this position:  Thirty (30) White males; Thirteen (13) 
White females; Nine (9) Black males; Two (2) Black females; Five (5) Hispanic males; One (1) Hispanic 
female; Twenty-five (25) AAIANHNPI males; Ten (10) AAIANHNPI females; Six (6) Unknown males; and 
One (1) Unknown female.  

Eighty-one (81) applicants were determined to be not qualified:  Twenty (20) White males; Ten (10) 
White females; Seven (7) Black males; One (1) Black female; Five (5) Hispanic males; Twenty-three (23) 
AAIANHNPI males; Ten (10) AAIANHNPI females; and Five (5) Unknown males.  

• Five (5) Hispanic males and ten (10) AAIANHNPI females did not have specialization in money or 
banking in their research.   

Seven (7) applicants were found to be minimally qualified: Five (5) White males; One (1) White female; 
and One (1) Unknown female.  No goal candidates in this pool. 

Fourteen (14) applicants were determined to be qualified and were considered finalists: Five (5) White 
males; Two (2) White females; Two (2) Black males; One (1) Black female; One (1) Hispanic female; Two 
(2) AAIANHNPI males; and One (1) Unknown male.  No goal candidates remained in the finalist pool.   

One (1) Hispanic female was hired for this position. 

• The selected Hispanic female’s primary focus of research is money and banking related.  She has a 
Doctoral degree in a related field obtained in May 2017.  The applicant has nine (9) years of teaching 
experience including one (1) year as a visiting assistant professor at Central Connecticut State 
University teaching money and banking.  She has an appropriate research plan including five (5) 
papers in the field of money and banking and five (5) conference presentations in the area.  She also 
has a solid, action-oriented plan for an internship in economics program.  During the interview, she 
indicated that she would hold workshops with students and utilize strong industry connections to 
begin implementation of an internship initiative.  The information provided by her teaching 
evaluations indicates she is enthusiastic about teaching and advising undergraduate students.  Her 
teaching and research interests are in the area of money and banking, the primary field for the 
position the Economics Department is looking to fill. 

11. Assistant Professor Manufacturing & Construction Management (C18-027)   

Selection:  One (1) AAIANHNPI male 

Central Connecticut State University invites applications for a full-time, tenure-track position as an 
Assistant Professor in the Manufacturing & Construction Management department.  The successful 
candidate will teach undergraduate and graduate courses in Construction Management 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  

• Earned Ph.D. or doctorate in Construction Management, Civil Engineering, Architecture or a closely 
related field (ABD candidates considered if doctorate will be completed by June 2018.) 

• Two (2) years’ professional work experience in the construction industry  
• Excellent oral and written communication skills 
• Commitment to serving culturally, ethnically, and linguistically diverse communities 

Preferred Qualifications  

• Evidence of scholarly activity including peer-reviewed publications and funded grant activity 
• Five (5) years’ professional work experience in the US construction industry  
• Teaching experience at the university level 
• Capable of teaching a variety of construction management subjects and demonstrated expertise in 

one or more of the following areas: surveying, building systems, field operations, project 
management, construction law, or BIM 

Advertisements and/or announcements were placed in the Chronicle of Higher Education, 
Higheredjobs.com, ACCE, ETD Listserv, and Diversejobs.net 

Thirty (30) individuals applied for this position:  Twelve (12) White males; Two (2) White females; One 
(1) Black male; One (1) Black female; One (1) Hispanic male; Nine (9) AAIANHNPI males; Three (3) 
AAIANHNPI females; and One (1) Unknown male. 

Twenty-one (21) applicants were determined to be not qualified: Six (6) White males; Two (2) White 
females; One (1) Black male; One (1) Black female; One (1) Hispanic male; Six (6) AAIANHNPI males; 
Three (3) AAIANHNPI females; and One (1) Unknown male. 

• The Hispanic male did not meet the degree requirements, i.e., no Ph.D./ABD. 
• Of the three (3) AAIANHNPI females, the first and second candidates did not have work experience 

in the construction industry and the third candidate submitted an incomplete application, i.e., no 
letter from advisor, and she applied for a different position than the one advertised. 

One (1) applicant was found to be minimally qualified:  One (1) White male. 

Eight (8) applicants were determined to be qualified and were considered finalists:  Five (5) White 
males and Three (3) AAIANHNPI males.  No goal candidates remained in the finalist pool.   

One (1) AAIANHNPI male was hired for this position. 

• The selected AAIANHNPI male met all of the required qualifications.  He has a record of industry 
experience in the field.  His teaching record is very strong, and his scholarly activity meets the 
requirements of the position.  His expertise is in an area of need for the department. 

12. Assistant Professor of Statistics/Actuarial Science (C18-028)    

Selection: One (1) AAIANHNPI male 

Central Connecticut State University invites applications for a full-time, tenure-track position in the 
Mathematical Sciences department.  The successful candidate will teach undergraduate and graduate 
courses in actuarial science and statistics as well as 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  

• Ph.D. in actuarial science, statistics, or a related field 
• Potential for excellence in teaching actuarial science and statistics classes 
• Evidence of research potential in actuarial science and/or statistics 
• Commitment to serving culturally, ethnically and linguistically diverse communities 

Preferred Qualifications  

• Evidence of scholarly activity such as publishing in an academic journal or academic conference 
proceeding 

• Interest and progress in pursuing professional designation in actuarial science through actuarial 
examinations 

• Teaching experience in actuarial science and statistics classes such as mathematical statistics, 
actuarial models, and material from the SOA/CAS exams 

Advertisements and/or announcements were placed in http://aria.org/jobs/jobposting.htm, 
http://www.stat.ufl.edu/jobs, and emails to the following Ph. D. programs in actuarial science: UConn, 
Temple U, Toronto, and Waterloo, The Chronicle of Higher Education, Diversejobs.net, and 
Higheredjobs.com. 

Thirty-one (31) individuals applied for this position:  Four (4) White males; Four (4) White females; One 
(1) Black male; Two (2) Hispanic males; Twelve (12) AAIANHNPI males; Seven (7) AAIANHNPI females; 
and One (1) Unknown male. 

Twenty-five (25) applicants were determined to be not qualified: Four (4) White males; Four (4) White 
females; One (1) Hispanic male; Nine (9) AAIANHNPI males; Six (6) AAIANHNPI females; and One (1) 
Unknown male. 

• The Hispanic male submitted an incomplete application, i.e., missing resume. 
• Of the six (6) AAIANHNPI females, the first and second candidates did not provide any evidence of 

teaching excellence potential in actuarial science.  The third, fourth, and fifth candidates did not 
meet the degree requirement, i.e., no Ph.D.  The sixth candidate provided no evidence of research 
potential in actuarial science or statistics.   

Two (2) applicants were found to be minimally qualified: One (1) Black male and One (1) AAIANHNPI 
female. 

• The AAIANHNPI female met the required qualifications and preferred qualifications, i.e.,  
Ph. D. and M.S. in math, B.S. in math education, passed two (2) Society of Actuaries (SOA) exams, 
and taught statistics.  However, she has not taught actuarial courses and does not have solid 
research plans as she has only one (1) publication since 2009.   

Four (4) applicants were determined to be qualified and were considered finalists: One (1) Hispanic 
male and Three (3) AAIANHNPI males. 

One (1) AAIANHNPI male was hired for this position. 

• The selected AAIANHNPI male has a Ph.D. in biostatistics, an MS in statistics, and a BS in actuarial 
science, and he met all the preferred qualifications.  He has five (5) years of teaching experience in 
this area and two (2) years of work experience with actuarial science.  He also passed the MLC 
(Models of Life Contingencies), MFE (Models for Financial Economics), Courses 1, and 2 SOA exams.  
He has an appropriate research activity/plan with three publications and his research interests in 
biostatistics fits well with some of the faculty in our department.  He asked thoughtful questions 
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about and showed a clear interest in the actuarial program, the statistics group, the Math 
Department, and CCSU.  

• The Hispanic male met the required and the preferred qualifications, i.e., taught six (6) years in 
statistics and actuarial, has five (5) years’ experience in insurance and related areas.  However, he 
has not passed the SOA exams and does not have a comprehensive research agenda as he only has 
one (1) publication.  While he has three years’ experience working as an actuary as well as working 
for the insurance industry and worker's compensation, these positions were not in North America.  
During his interview, he discussed the process for becoming an actuary and discussed how he was 
not required to take examinations.  However, in North America, actuaries are required to pass the 
SOA/CAS (Casualty actuarial Society) examinations.  A primary focus of CCSU’s program is preparing 
students for these examinations, which this candidate has no experience.  Based on this, the search 
committee did not believe his experience aligned with the department’s needs.    

13. Assistant Professor of Biology (C18-010)        

Selection:  One (1) AAIANHNPI male 

Central Connecticut State University invites applications for a full-time, tenure-track position in the 
Department of Biology.  The successful candidate will have the following responsibilities:  1) teach  
upper-level courses in human anatomy and physiology; 2) develop and teach upper-level courses that 
are health-related and that supplement existing courses offered by the Department; 3) teach 
introductory/intermediate-level biology courses; 4) develop a research program appropriate for the 
participation of undergraduate and Master’s level students; and, 5) participate in the Doctorate of Nurse 
Anesthesia Program (DNAP).  Candidates are expected to be committed to multiculturalism and working 
with a diverse student body. 

Required Qualifications 

• Ph.D. (or equivalent) in Biology or related discipline.  The completion of a doctorate is required by 
the time of application 

• Candidate is capable of meeting all responsibilities listed above  
• College-level teaching experience 
• Demonstrated commitment to serving culturally, ethnically, and linguistically diverse communities 

Preferred Qualifications: 

• Area of expertise is cardiovascular and/or pulmonary physiology 
• Teaching experience includes all aspects of course preparation and full course responsibility for the 

entire academic term, i.e., experience beyond teaching assistantships and guest lectures 
• College teaching experience in both lower-level and upper-level biology courses 
• Broadly trained biologist 

Thirty-three (33) individuals applied for this position:  Thirteen (13) White males; Three (3) White 
females; One (1) Black male; Three (3) Hispanic males; Eight (8) AAIANHNPI males; Two (2) AAIANHNPI 
females; One (1) Unknown male; and Two (2) Unknown females.  

Nineteen (19) applicants were determined to be not qualified:  Seven (7) White males; Two (2) White 
females; One (1) Black male; Two (2) Hispanic males; Five (5) AAIANHNPI males; One (1) AAIANHNPI 
female; and One (1) Unknown female. 

• Of the two (2) Hispanic males, the first candidate submitted an incomplete application, i.e., missing 
cover letter and transcripts, and the second candidate did not address his research plan in his 
application. 
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• The AAIANHNPI female submitted an incomplete application, i.e., missing CV and references. 

Four (4) applicant was found to be minimally qualified:  One (1) White male; One (1) Hispanic male; 
One (1) AAIANHNPI male; and One (1) Unknown female. 

• The Hispanic male met all required qualifications; however, his primary area of research is 
cartilaginous fish, not an area of need for the DNAP. 

Ten (10) applicants were determined to be qualified and considered finalists:  Five (5) White males; 
One (1) White female; Two (2) AAIANHNPI males; One (1) AAIANHNPI female; and One (1) Unknown 
male.  

The offer was extended to one (1) White male, who declined the offer.   

One (1) AAIANHNPI male was hired for this position. 

• The selected AAIANHPI male met the required qualifications and two (2) preferred qualifications, 
i.e., expertise in pulmonary physiology, and more than three (3) years of experience teaching lower-
level Biology courses.  He is comfortable teaching human anatomy & physiology as he has taught it 
to both undergraduates and nursing students.  His diversity statement addressed the needs of 
CCSU’s diverse student body.  In his interview, his response demonstrated enthusiasm about service 
to the University, particularly in the areas of student advising and mentoring.   

• The AAIANHNPI female met the required and the preferred qualifications, i.e., full time teaching 
experience including upper and lower courses; however, primarily trained in molecular biology and 
biochemistry.  Additionally, she had almost no experience in teaching system-level physiology.  She 
had a comprehensive research plan.  Although willing to teach human anatomy & physiology, she 
had no recent experience with teaching it and did not seem to be presently prepared to teach it as 
she had only taught chemistry courses. 

Coaching  
Hires Promotions 

2  Black males   
1  Black female   
1 Hispanic male   
1 Hispanic female   
1 AAIANHNPI male   

1. Coach- Athletics: Assistant Men’s Basketball Coach (C18-051)     

Selected:  One (1) Black male 

Advertisements and/or announcements placed in NCAA.com. 

Sixty-five (65) individuals applied for this position: Twenty-eight (28) White males; Thirty-one (31) Black 
males; Three (3) Hispanic males; One (1) AAIANHNPI male, and Two (2) Unknown males.  

Forty-six (46) applicants were determined to be not qualified: Twenty-two (22) White males; Twenty-
one (21) Black males; Two (2) Hispanic males, and One (1) AAIANHNPI male. 

Twelve (12) applicants were found to be minimally qualified: Five (5) White males; Five (5) Black males; 
One (1) Hispanic male; and One (1) Unknown male. 

Seven (7) applicants were determined to be qualified and were considered finalists: One (1) White 
male; Five (5) Black males; and One (1) Unknown male.   
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One (1) Black male was hired for this position.  This hire met the first Black male goal for the 
University in the coaching category. 

2. Assistant Football Coach          

Selection:  One (1) Black male 

The university converted this position from part-time to full-time.  There were no other applicants in the 
pool.  This hire met the second and final Black male goal for the University in the coaching category. 

3. Assistant Football Coach: Offensive Line (C18-052)      

Selected: One (1) White male 

Central Connecticut State University invites application for Assistant Football Coach (Offensive Line) in 
the Department of Intercollegiate Athletics.  The successful candidates will be responsible for assisting 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 a strong sense of 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.   

Central Connecticut is an NCAA Division I institution competing in the Football Championships 
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 of Science/Art degree 
• An understanding of NCAA rules compliance 
• Three (3) years of Division I coaching experience 
• Five (5) years of coaching offensive line 
• Recruiting experience 

Preferred Qualifications 

• Five (5) years – Northeast Recruiting Experience (ME, NH, MA, CT, NY, NJ) 
• Prior experience with recruiting, skill instruction, practice/game plan development, and 

administrative responsibilities in the sport of football 
• Excellent organization and communication skills 
• Master’s degree 
• Offensive coordinator experience at Division I or Division II level 

Advertisements and/or announcements placed in DAS website; NCAA News website; NACDA, 
professional network seeking referrals. 

Twenty (20) individuals applied for this position:  Twelve (12) White males and Eight (8) Black males.  
There were no goals in the applicant pool.   
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Seventeen (17) applicants were determined to be not qualified:  Nine (9) White males and Eight (8) 
Black males.   

Zero (0) applicants were found to be minimally qualified.  

Three (3) applicants were determined to be qualified and considered finalists: Three (3) White males.   

One (1) White male was hired for this position.   

• The selected White male met the required qualifications and the following preferred qualifications, 
i.e., five (5) years northeast recruiting experience, prior experience with recruiting/skill 
instruction/game plan development, excellent organization and communication skills, master’s 
degree, offensive coordinator experience.  He has coached offensive line at the Division 1 level for 
many years and has a proven record of accomplishment of success at the D-1 level.  His record of 
success includes team success (conference championships), unit success (high statistical rankings), 
and individual player success (multiple all-conference players).  The applicant has recruited New 
England, New York, New Jersey and Eastern PA at this two previous two D-1 schools.  His extensive 
recruiting experience in the areas that CCSU does the majority of its recruiting means that he will be 
able to hit the ground running, utilizing his many relationships with high school coaches to help 
attract talented players.  In his interview with the head football coach and the offensive coaching 
staff, it was very clear the applicant’s offensive philosophy would be in line with the current staff.   

4. Assistant Football Coach 

Selection:  One (1) White male        

The university converted this position from part-time to full-time.  There were no other applicants in the 
pool.   

PROFESSIONAL/NON-FACULTY 
Hires Promotions 

1 Black male   
4 AAIANHNPI males   
5  AAIANHNPI females   

1. Assistant to the Director of Residence Life/Resident Director (C18-044)     

Selection:  One (1) Black male 

Advertisements and/or announcements were placed in Chronicle of Higher Ed-web posting, 
diversejobs.net, and higheredjobs.com, and share with housing colleagues.  

Fifty-seven (57) individuals applied for this position:  Seventeen (17) White males; Ten (10) White 
females; Nine (9) Black males; Nine (9) Black females; Five (5) Hispanic males; Four (4) Hispanic females; 
One (1) AAIANHNPI male; and Two (2) AAIANHNPI females.   

Forty-four (44) applicants were determined to be not qualified:  Thirteen (13) White males; Seven (7) 
White females; Six (6) Black males; Nine (9) Black females; Four (4) Hispanic males; Three (3) Hispanic 
females; One (1) AAIANHNPI male; and One (1) AAIANHNPI female.   

• The AAIANHNPI male and the AAIANHNPI female did not meet the two years’ experience 
requirement. 

Zero (0) applicants were found to be minimally qualified.  
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Thirteen (13) applicants were determined to be qualified and were considered finalists:  Four (4) 
White males; Three (3) White females; Three (3) Black males; One (1) Hispanic male; One (1) Hispanic 
female; and One (1) AAIANHNPI female.  

One (1) White male and one (1) White female declined the offers.  Of the three (3) vacancies, the 
university filled one.  

One (1) Black male was hired for this position.  This hire met the one (1) Black male goal for the 
University in the professional non-faculty category. 

2. Assistant Dean of Graduate Studies        

Selection:  One (1) White female 

This position moved from part-time to full-time during the reporting period.  The incumbent was already 
serving in the part-time status and was reassigned to full-time with the position change.  There were no 
other candidates.  

3. Assistant Bursar (internal search)        

Selection:  One (1) White female 

This position was filled via an internal recruitment.  Per the State University Organization of 
Administrative Faculty (SUOAF) CBA, this position was advertised internally to all statewide members. 

Four (4) individuals applied for this position:  Three (3) White females and One (1) Unknown female.  
There were no goal candidates in the pool.   

Three (3) applicants were determined to be not qualified:  Two (2) White females and One (1) 
Unknown female. 

Zero (0) applicants were found to be minimally qualified. 

One applicant was determined to be qualified and was considered a finalist: One (1) White female. 

The selected White female met the required qualifications for the position.  She has experience with the 
TouchNet payment portal, Banner and Hyperion platforms.   

One (1) White female was hired for this position.   

4. Director of Student Disability Services (Internal Search)    

Selection:  One (1) White female 

This position was filled via an internal SOUAF recruitment.  Per the State University Organization of 
Administrative Faculty (SUOAF) CBA, this position was advertised internally to all statewide members. 

Three (3) individuals applied for this position:  Three (3) White females.  There were no goal candidates 
in the applicant pool. 

Zero (0) applicants were determined to be not qualified. 

Zero (0) applicant were found to be minimally qualified.  

Three (3) applicants were determined to be qualified and were considered finalists: Three (3) White 
females. 

One (1) White female was hired for this position.  
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• The White female met all the required qualifications for the position.  She has a Master’s degree in 
Educational Rehabilitation Counseling and seven (7) years’ experience in Disability Services at a state 
university in Connecticut. 

5. Assistant Director of Recruitment and Admissions (C17-039)    

Selection:  One (1) White male 

Central Connecticut State University invites applications for a full-time, Assistant Director in the Office of 
Recruitment and Admissions.  The successful candidate will recruit, advise, and counsel incoming 
students regarding University programs, admission requirements, procedures, and related matters with 
special emphasis on high school and transfer students, including making decisions on applications for 
admissions to the University.  This position requires some evening and weekend work, and overnight 
travel particularly during the fall.  Occasional out-of-state travel is required.  Candidates are expected to 
be committed to multiculturalism and working with a diverse student body.   

Required Qualifications: 

• Bachelor’s degree 
• Demonstrated high quality interpersonal communication skills 
• Ability to master administrative functions 
• Demonstrated ability to grasp knowledge of and communicate information about all academic 

programs offered by the University 
• Committed to diversity and sensitive to the needs of economically underserved students 

Equivalent combination of training and experience may be considered. 

Preferred Qualifications:   

• Master’s degree  
• Three (FTE) years’ work experience in recruiting, admissions, and onboarding 
• Strong organizational skills including the ability to take initiative 
• Computer proficiency, e.g., Microsoft Office Suite, social media, student information systems 

(Banner), computerized databases  
• Written and verbal communication skills including the ability and enthusiasm to interact with 

students and families from a wide range of backgrounds 
• Bilingual (Arabic, Polish or Spanish) skills  
• Valid driver’s license 
• Ability to lift 25 lbs. with or without accommodations 

Advertisements and/or announcements were placed in Diverse Issues in Higher Education, Higher Ed 
Jobs, Common App List and NACAC ListServ 

One hundred and ninety-six (196) individuals applied for this position:  Thirty-seven (37) White males; 
Sixty-one (61) White females; Fifteen (15) Black males; Thirty-six (36) Black females; Ten (10) Hispanic 
males; Fourteen (14) Hispanic females; Two (2) AAIANHNPI males; Three (3) AAIANHNPI  females; Six (6) 
Unknown males; Eleven (11) Unknown females; and One (1) Unknown unknown. 

Seventy-eight (78) applicants were determined to be not qualified:  Ten (10) White males; Twenty-six 
(26) White females; Six (6) Black males; Fifteen (15) Black females; Three (3) Hispanic males; Nine (9) 
Hispanic females; Two (2) AAIANHNPI males; Five (5) Unknown males; One (1) Unknown female; and 
One (1) Unknown unknown  
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• The two (2) AAIANHNPI males submitted incomplete applications, i.e., missing resume or 
references.  

Ninety-six (96) applicants were found to be minimally qualified:  Twenty-one (21) White males; 
Twenty-six (26) White females; Seven (7) Black males; Twenty (20) Black females; Five (5) Hispanic 
males; Five (5) Hispanic females; Three (3) AAIANHNPI females; and Nine (9) Unknown females. 

• Of the three (3) AAIANHNPI females, the first candidate met the required qualifications and only 
five (5) out of eight (8) preferred qualifications i.e., Master’s degree, organizational skills, computer 
proficient, written and verbal skills, and bilingual.  The second and third met the required 
qualifications and only four (4) of the eight (8) preferred qualifications, i.e., master’s degree, 
organizational skills, computer proficient, and written and verbal skills.  

Twenty-two (22) applicants were determined to be qualified and were considered finalists:  Six (6) 
White males; Nine (9) White females; Two (2) Black males; One (1) Black female; Two (2) Hispanic males; 
One (1) Unknown male; and One (1) Unknown female.  No goal candidates remained in the finalist pool.   

One (1) White male was hired for this position. 

• The selected White male met all required and preferred except he is not bilingual.  Based on his 
responses to interview questions, he understands the recruitment and admissions landscape.  He 
believes that his experience is his greatest professional asset as he has worked at private, public, 
small, large, selective institutions and has traveled to urban, rural, suburban areas while working 
with diverse populations.  The applicant provided a comprehensive and well-documented 
information session, which included information on academic offerings, ways to apply, and 
opportunities for students to receive support and participate in events during his presentation.  He 
spoke in depth about territory management, using a CRM, and the cyclical nature of admissions.  He 
stated, “It’s an admissions counselor’s job to maintain relationships, determine feeder schools, 
growing territories, and look for new opportunities.”  He spoke about how he would grow existing 
and new territories by analyzing data and evaluating past recruiting initiatives.   

6. C17-040 Assistant Director of Graduate Admissions    

Selection:  One (1) Hispanic female 

Central Connecticut State University invites applications for a full-time Assistant Director of Graduate 
Recruitment and Admissions in the School of Graduate Studies.  The successful candidate will assist the 
Associate Director in advancing the graduate admissions program of the University and will be 
responsible for assisting in the identification and recruitment of new graduate students.  This position 
requires some evening and weekend work.  Occasional out-of-state travel is required.  Candidates are 
expected to be committed to multiculturalism and working with a diverse student body.   

Required Qualifications 

• Bachelor's degree 
• Three years of professional work experience in admissions, higher education, or related field 
• Knowledge of SCT Banner or similar software systems 
• Demonstrated excellent interpersonal communication skills and ability to master administrative 

functions 
• Demonstrated ability to grasp knowledge of and communicate information about all academic 

programs offered at the University  
• Commitment to serving a diverse student body 
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Other Position Requirements 

• Valid driver’s license 
• Ability to lift 25 lbs. with or without accommodations 
Preferred Qualifications   

• Master’s degree  
• Professional recruitment work experience at the university undergraduate and/or graduate level 
• Experience with administrative functions such as evaluating and making decisions on admission 

applications 
• Demonstrated experience with identifying and implementing recruitment outreach activities of 

underrepresented, diverse populations. 
• Computer proficiency, e.g., Microsoft Office Suite and data-based systems such as Customer 

Relationship Management (CRM)  
• Demonstrated professional presentation skills 
• Demonstrated experience with social media in a professional setting 

One hundred thirty-four (134) individuals applied for this position:  Twenty (20) White males; Forty-
nine (49) White females; Eight (8) Black males; Twenty-four (24) Black females; Seven (7) Hispanic 
males; Nine (9) Hispanic females; One (1) AAIANHNPI male; Three (3) AAIANHNPI females; Three (3) 
Unknown males; and Ten (10) Unknown females.  

Ninety-seven (97) applicants were determined to be not qualified: Seventeen (17) White males; Thirty-
four (34) White females; Five (5) Black males; Nineteen (19) Black females; Five (5) Hispanic males; Eight 
(8) Hispanic females; Three (3) AAIANHNPI females; and Six (6) Unknown females. 

• The three (3) AAIANHNPI females did not meet the three (3) years of higher education experience 
requirement. 

Eighteen (18) applicants were found to be minimally qualified: One (1) White male; Seven (7) White 
females; One (1) Black male; Three (3) Black females; One (1) Hispanic male; One (1) AAIANHNPI male; 
One (1) Unknown male; and Three (3) Unknown females.  

• The minimally qualified AAIANHNPI male met the required and three preferred qualifications, i.e., 
Master’s degree, experience working in professional recruitment, and computer proficiency.  He has 
not served full-time as an admissions professional as his experience is embedded as part of his 
responsibilities as an academic advisor.  Additionally, he did not list or describe his admissions 
responsibilities in his application materials.   

Nineteen (19) applicants were determined to be qualified and were considered finalists:  Two (2) 
White males; Eight (8) White females; Two (2) Black male; Two (2) Black females; One (1) Hispanic male; 
One (1) Hispanic female; Two (2) Unknown males; and One (1) Unknown female.  No goal candidates 
remained in the pool. 

A Black female declined the job offer. 

One (1) Hispanic female was hired for this position.  

• The selected Hispanic female met the required and the preferred qualifications.  Although most of 
her experience is in undergraduate admissions, she has the transferrable skills that would be very 
useful in graduate admissions.  During her on campus interview, she mentioned that it is important 
to know that adult learners are looking for flexibility, hybrid courses, online courses, financial 
opportunities, and tuition reimbursement programs.  The applicant also mentioned having the 
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ability to be organized, multitask, meet deadlines, and prioritize her work.  She supports and is 
involved with student organizations on campus, and has a keen understanding of developing leads 
through linking herself with the students.  Her presentation was very well organized and mentioned 
some key points, e.g., core values and foundation, benefit to employees and employers, post 
master’s degrees, community involvement, and career advancement.  She demonstrates a lot of 
initiative and has admissions experience and skills that will be a great asset to the Graduate 
Admissions Office. 

7. Advising and Career Exploration Specialist (C18-020)     

Selection: One (1) Black female 

Central Connecticut State University invites applications for a full-time, Advising and Career Exploration 
Specialist in the CCSU Explore Central department.  The successful candidate will assist student 
populations in the development of academic and career paths through individual counselling and group 
activities on self-assessment, major selection, career exploration, experiential learning opportunities, 
and job search strategies.  Candidates are expected to be committed to multiculturalism and working 
with a diverse student body.  Occasional evening and weekend hours are required.   

Required Qualifications  

• Bachelor’s degree 
• Two (2) years of experience in relevant student support services  
• Commitment to serving a diverse student body 

Equivalent combination of training and experience may be considered. 

Preferred Qualifications  

• Master’s degree 
• Two years of academic advising experience at a higher education institution 
• Experience with one or more of the following:  student information system, e.g., Banner and degree 

auditing platforms 
• Knowledge of career assessment instruments, e.g., Focus Holland; Myers Briggs 
• Proficiency using Microsoft Suite, e.g., Word, Outlook, Power Point, and Excel. 
• Excellent communication and presentation skills  

Advertisements and/or announcements were placed in the Chronicle of Higher Education, 
Diversejobs.net, and higheredjobs.com.   

Two hundred and seventy-five (275) individuals applied for this position:  Forty-four (44) White males; 
One hundred and eighteen (118) White females; Eleven (11) Black males; Thirty-eight (38) Black 
females; Thirteen (13) Hispanic males; Twenty-one (21) Hispanic females; Four (4) AAIANHNPI males; 
Five (5) AAIANHNPI females; Six (6) Unknown males; Fourteen (14) Unknown females; and One (1) 
Unknown unknown. 

Two hundred and Ten (210) applicants were determined to be not qualified:  Thirty-eight (38) White 
males; Eighty-nine (89) White females; Nine (9) Black males; Twenty-eight (28) Black females; Seven (7) 
Hispanic males; Twenty (20) Hispanic females; Two (2) AAIANHNPI males; One (1) AAIANHNPI female; 
Four (4) Unknown males; Eleven (11) Unknown females; and One (1) Unknown unknown.   

• The two (2) AAIANHNPI males and one (1) AAIANHPI female did not have two (2) years of student 
support services experience. 
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Forty-eight (48) applicants were found to be minimally qualified: Four (4) White males; Twenty-one 
White (21) females; One (1) Black male; Seven (7) Black females; Six (6) Hispanic males; Two (2) 
AAIANHNPI males; Three (3) AAIANHNPI females; One (1) Unknown males; and Three (3) Unknown 
females.  

• The two (2) AAIANHNPI males met the required qualifications but did not have two (2) years of 
academic advising experience or experience with a student information system (SIS).  

• Of the three (3) AAIANHNPI females, the first candidate met the required qualifications but did not 
have experience with a SIS.  The second candidate met the required qualifications but did not have a 
Master’s degree, and her academic advising experience has been limited to serving only 50 
students.  The third candidate met the required qualifications but did not have the two (2) years of 
academic advising experience or experience with a SIS. 

Seventeen (17) applicants were determined to be qualified and were considered finalists: Two (2) 
White males; Eight (8) White females; One (1) Black male; Three (3) Black females; One (1) Hispanic 
female; One (1) AAIANHNPI female; and One (1) Unknown male.  

One (1) Black female was hired for this position.   

• The selected Black female met all required qualifications and the three (3) preferred, i.e., master’s 
degree, two (2) years academic advising at a higher education institution, and experience with more 
than one SIS.  Through her answers to interview questions, she displayed strong working knowledge 
of advising needs and working with exploratory students.  She articulated advising concerns such as 
counseling services, mental health, and knowing resources on campus.  In addition, she conveyed to 
the committee that one major might hold many different career paths, which was evident during 
her presentation.  The applicant started her presentation with an engaging activity for new students, 
helping establish a connection to what it means to be exploratory.  She also has over two (2) years’ 
experience working with SIS, including Banner, the system used by CCSU. 

• The AAIANHNPI female met all required qualifications and the two (2) preferred qualifications, i.e., 
master’s degree and academic advising experience.  She also shared a strong working knowledge of 
academic advising needs and working with exploratory students; however, her academic advising 
experience has not been a primary responsibility in her higher education experience.  Additionally, 
she has only worked for a brief amount of time with Banner, the SIS used by CCSU.  While her 
presentation had substantive information regarding tips for selecting a major, the presentation was 
not dynamic, as she read from a script.  Conducting presentations is a key element of this position.  

8. Institutional Review Board (IRB) Administrator (C18-030)     

Selection:  One (1) White male 

Central Connecticut State University invites applications for a full-time Institutional Review Board (IRB) 
Administrator.  The IRB will report to the Associate Vice President Academic Affairs/Dean for the School 
of Graduate Studies.  The successful candidate IRB Administrator will have primary responsibility for the 
administration of the CCSU Institutional Review Board ensuring compliance with federal regulations and 
acting as the primary contact person for all investigators involved in human subjects' research.  The IRB 
Administrator oversees the confidential institutional review and approval process of all research 
activities involving human subjects to protect their safety, rights, and welfare.  Candidates are expected 
to be committed to multiculturalism and working with a diverse student body.   

Required Qualifications  

• Bachelor's degree in science or social sciences 
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• Four years of experience in research support with a minimum of one year dealing with clinical, 
behavioral, or social science-based research  

• Demonstrated ability to work cooperatively and collaboratively with administration, faculty, and 
students, and ability to organize and maintain data using computer systems  

• Ability to effectively and pleasantly communicate with all levels of the University 
• Computer proficiency in spreadsheet, database development, email, or the ability to rapidly master 

these applications 
• High degree of attention to detail and ability to function in a fast-paced office environment 
• Commitment to serving a diverse student body 

Credentials and/or experience substantially comparable to the above may also be considered. 

Preferred Qualifications   

• Master’s degree 
• Two (2) years’ work experience as an IRB professional or administrator 
• Certified IRP professional 
• Proficiency working with Microsoft Suite, e.g., Excel, PowerPoint, Word 

Advertisements and/or announcements were placed in http://careers.primr.org/jobs, Diversejobs.net, 
and higheredjobs.com.   

Forty-four (44) individuals applied for this position:  Nine (9) White males; Twenty (20) White females; 
Four (4) Black males; Four (4) Black females; Two (2) Hispanic females; One (1) AAIANHNPI male; and 
Four (4) Unknown females. 

Thirty-nine (39) applicants were determined to be not qualified:  Six (6) White males; Eighteen (18) 
White females; Four (4) Black males; Four (4) Black females; Two (2) Hispanic females; One (1) 
AAIANHNPI male; and Four (4) Unknown females. 

• The AAIANHNPI male had an incomplete application, i.e., missing cover letter.  

Zero (0) applicants were found to be minimally qualified. 

Five (5) applicants were determined to be qualified and were considered finalists:  Three (3) White 
males and Two (2) White females.  No goals candidates remained in the finalist pool.   

One (1) White female declined the offer.   

One (1) White male was hired for this position.   

• The selected White male met all required and preferred qualifications.  During the telephone and 
on-campus interviews, the candidate showed a strong background in IRB administration.  He has a 
deep knowledge base including possessing the Certified IRB Professional designation and he could 
take on key responsibilities at CCSU almost immediately.  Based on his references, the committee's 
assessment is that he has the ability to work collaboratively across all levels at the university.  His 
responses showed a strong detail orientation, an essential attribute and skill to be successful in this 
position.   

9. Recreation Specialist (C18-032)        

Selection:  One (1) White male 

Central Connecticut State University invites applications for a full-time Recreation Specialist in the 
RECentral area of the Student Activities/Leadership Development department.  The successful candidate 
will provide oversite to the recreation/intramural program including particular responsibility for the 
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development and coordination of intramurals, recreation, club sport programs, fitness center and event 
management and athletic facilities supervision.  The incumbent helps to establish policies and 
procedures, and provides direction and leadership to the Department.  This position involves significant 
evening and weekend hours and contributes 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 in Sports Management or Athletics Administration or other relevant area 
• Appropriate strength and conditioning certifications 
• Three years’ experience in athletics administration 
• Previous experience in the administration of intramural and/or recreational athletics, design and 

implementation of strength training and fitness programming 
• Computer skills including experience with word processing and graphic design package 
• Commitment to serving a diverse student body 

Preferred Qualifications   

• Master’s degree in Sports Management or Athletics Administration or other relevant areas including 
Higher Education Administration, College Student Personnel, or Student Development in Higher 
Education 

• Coaching experience   
• Experience advising club Sports and event planning 
• Experience managing a student employee program 
• Experience managing department expenditures and budget 
• Experience using Event Management Software (EMS Enterprise) for scheduling facilities 

Advertisements and/or announcements were placed in the Chronicle of Higher Education, 
Diversejobs.net, NIRSA Job Board, targeted social media, and higheredjobs.com.   

Sixty-two (62) individuals applied for this position:  Twenty-nine (29) White males; Sixteen (16) White 
females; Six (6) Black males; One (1) Black female; Three (3) Hispanic males; One (1) Hispanic female; 
Four (4) AAIANHNPI males; One (1) AAIANHNPI female; and One (1) Unknown male. 

Fifty-eight (58) applicants were determined to be not qualified: Twenty-six (26) White males; Sixteen 
(16) White females; Six (6) Black males; One (1) Black female; Three (3) Hispanic males; One (1) Hispanic 
female; Four (4) AAIANHNPI males; and One (1) Unknown male. 

• Of the Four (4) AAIANHNPI males, the first had an incomplete application, i.e., missing cover letter, 
resume, and references.  The second, third and fourth candidates did not have the three (3) years’ 
experience in athletic administration, did not demonstrate commitment to diversity, and did not 
have any strength conditioning certifications.   

Zero (0) applicants were found to be minimally qualified. 

Four (4) applicants were determined to be qualified and were considered finalists:  Three (3) White 
males and One (1) AAIANHNPI female.   

One (1) White male was hired for this position.  

• The selected White male meets the required and five (5) of the six (6) preferred qualifications, as he 
does not have coaching experience; however, he has a coaching certificate.  He brings a unique 
blend of experience involving recreation facility management, coordination of intramurals, advising 
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club sports, and coordination of fitness classes.  In addition, this candidate has programming 
experience related to leading University-wide events.  His references stated that he approaches his 
work with a student-centered and student development focus.  While he does not have extensive 
experience with leading the management of a recreation facility, his experience working in a new 
recreation facility was noteworthy.  This applicant was the only candidate to refer to current trends 
on recreation via the National Intramural-Recreational Sports Association and shared statistics with 
the interviewers about the impact that recreation programs have on student retention and student 
success.  The applicant shared innovative ways to connect CCSU recreation across the campus and 
discussed the importance of being adaptable to new leadership, specifically to the needs of a new 
administration.   

• The AAIANHNPI female met all required qualifications; however, she did not address the strength 
and conditioning certifications in her application materials or during her interview.  She met all but 
one of the preferred qualifications, i.e., she does not have coaching experience.  While the applicant 
has twenty (20) years of facilities management experience within recreation, she did not have 
experience in coordination of large programs or recreation activities, club sports advising, and 
intramurals and fitness class coordination. 

10. Assistant Director, Student Center Operations (C17-041)    

Selection:  One (1) White female 

Central Connecticut State University invites applications for a full-time, Assistant Director of the Student 
Center in the Division of Student Affairs.  Under the supervision of the Associate Director of the Student 
Center, the incumbent of this position is responsible for development, scheduling, and administrative 
support of non-academic activities and events held on campus.  Candidates are expected to be 
committed to multiculturalism and working with a diverse student body.   

Required Qualifications   

• Bachelor’s degree 
• Two years of administrative experience in a college or university 
• Demonstrated ability in scheduling, development, and the implementation of programming policies, 

staff supervision, and technical support services   
• Commitment to serving a diverse student body 

Preferred Qualifications   

• Master’s degree in Student Affairs Administration, Student Development, or College Student 
Personnel 

• Experience in student union, residence life, student involvement or student activities/ leadership in 
a higher education setting 

• Experience with MS Office Suite and Event Management System (EMS) scheduling software or 
similar system 

• Capable of building strong working partnerships across the institution and with external constituents 
• Demonstrated effective communication skills 

Credentials and/or experience substantially comparable to the above may also be considered. 

Advertisements and/or announcements were placed in ACUI, Diversejobs.net, NASPA, 
StudentAffairs.com, higheredjobs.com, email to our Student Center Listserv, and share with colleagues 
in the field.   
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Two hundred and nine (209) individuals applied for this position:  Thirty-four (34) White males; Eighty-
eight (88) White females; Twelve (12) Black males; Thirty-five (35) Black females; Seven (7) Hispanic 
males; Sixteen (16) Hispanic females; One (1) AAIANHNPI male; Three (3) AAIANHNPI females; Four (4) 
Unknown males; Eight (8) Unknown females; and One (1) Unknown unknown. 

One hundred and sixty-four (164) applicants were determined to be not qualified:  Eighteen (18) White 
males; Sixty-nine (69) White females; Ten (10) Black males; Thirty-one (31) Black females; Six (6) 
Hispanic males; Fifteen (15) Hispanic females; One (1) AAIANHNPI male; Three (3) AAIANHNPI females; 
Three (3) Unknown males; Seven (7) Unknown females; and One (1) Unknown unknown. 

• The non-qualified AAIANHNPI male submitted an incomplete application, i.e., missing references. 
• Of the three (3) non-qualified AAIANHNPI females, two candidates submitted incomplete 

application, i.e., missing references and the third did not have two (2) years of administrative 
experience in a college or university. 

Thirty-five (35) applicants were found to be minimally qualified:  Twelve (12) White males; Fifteen (15) 
White females; Two (2) Black males; Two (2) Black females; One (1) Hispanic male, One (1) Hispanic 
female; One (1) Unknown male; and One (1) Unknown female. No goal candidates were in the minimally 
qualified pool. 

Ten (10) applicants were determined to be qualified and were considered finalists:  Four (4) White 
males; Four (4) White females; and Two (2) Black females.  No goal candidates remained in the finalist 
pool.   

One (1) White female was hired for this position. 

• The selected White female met the required and preferred qualifications.  She holds a Master’s in 
Counseling Education: Student Development in Higher Education.  She also currently serves in a 
leadership role as a director and has experience supervising professional staff, graduate interns and 
undergraduate student staff.  Her seven (7) plus years of professional experience includes student 
operations, student activities, leadership development, orientation, veteran affairs, and conference 
planning as well as utilization of EMS scheduling software.  During the interview, she demonstrated 
her communication style and presentation skills when she articulated her experience scheduling and 
managing services for major university and nonacademic events.  She detailed her understanding of 
the student center/union in the development of community for an inclusive environment, which she 
supported with appropriate examples.  In addition, her presentation aligned with the university’s 
new student recruitment initiative, as it covered learning, leadership, and citizenship.    

11. Assistant in Fiscal Affairs (C18-037)        

Selection:  One (1) White female and One (1) Black female 

Central Connecticut State University invites applications for a full-time, Assistant in Fiscal Affairs 
(SUOAF-Administrator II) in the Fiscal Affairs Division.  All applicants will be considered for both vacant 
positons, one located in the Accounting Unit and one located in the Budget Unit.  The successful 
candidate will perform a variety of accounting and budget tasks.  Duties:  Creates and maintains various 
financial spreadsheets for tracking, recording, analyzing and reporting purposes; assists with meeting 
the financial information needs of the University community, Board of Regents System Office, regulatory 
agencies and other external parties; assists in the operation and record-keeping process for systems on 
campus, including the on-line State payroll program Core-CT and Banner; assists with general accounting 
functions such as reconciliations, journal entries and financial reports; and performs other duties and 
responsibilities related to those above, which do not alter the basic level of responsibility of the 
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position.  Candidates are expected to be committed to multiculturalism and working with a diverse 
student body. 

Required Qualifications   

• Bachelor’s degree in accounting or business-related field 
• Two years of work experience in accounting or business-related area  
• Demonstrated knowledge and ability in the use of personal computer equipment and standard office 

software, including that supported by the University (Microsoft Office Suite) 

Preferred Qualifications 

• Attention to detail and ability to work independently 
• Experience with financial systems, e.g., People Soft, Banner, QuickBooks 
• Proficiency in Excel, e.g., formulas, pivot tables, v-lookups 

Credentials and/or experience substantially comparable to the above may also be considered. 

Advertisements and/or announcements were placed in Higheredjobs.com, Diveresjobs.net, DAS website, 
CCSU website.   

Fifty (50) individuals applied for this position:  Sixteen (16) White males; Fourteen (14) White females; 
Six (6) Black males; Seven (7) Black females; One (1) Hispanic male; One (1) Hispanic female; Two (2) 
AAIANHNPI males; One (1) AAIANHNPI female; One (1) Unknown male; and One (1) Unknown female.  

Thirty-six (36) applicants were determined to be not qualified: Fifteen (15) White males; Eight (8) 
White females; Four (4) Black males; Five (5) Black females; One (1) Hispanic male; One (1) Hispanic 
female; One (1) AAIANHNPI male; and One (1) Unknown male. 

• The AAIANHNPI male had an incomplete application, i.e., missing cover letter and references. 

Six (6) applicants were found to be minimally qualified:  One (1) White male; One (1) White female; 
One (1) Black male; One (1) AAIANHNPI male; One (1) AAIANHNPI female; and One (1) Unknown female. 

• The AAIANHNPI male met the required qualifications but he had numerous errors in his cover letter, 
showing a lack of attention to detail, an essential job skill for this type of position. 

• The AAIANHNPI female met the required qualifications; however, she does not have experience 
with Excel, a spreadsheet program essential to perform the majority of the job functions of this 
position.   

Eight (8) applicants were determined to be qualified and were considered finalists:  Five (5) White 
females; One (1) Black male, and Two (2) Black females.  No goal candidates remained in the finalist 
pool.   

One (1) White female and One (1) Black female were hired for these positions. 

• The selected White female met the required and preferred qualifications, including having over 
three (3) years of experience in accounting/business related field.  She has experience with Banner, 
Hyperion Reporting and knowledge in Excel, i.e., experience with pivot tables, v-lookup functions 
and chart creations.  She has an understanding of the university working environment because of 
her experience as a student worker, co-op intern and temporary employee at CCSU.  She answered 
questions thoroughly with an emphasis on her knowledge of multiple accounting tasks, e.g., 
recording and tracking prepaid expenses, bank reconciliations, journal entries and interest 
distribution calculations.  Her knowledge, experience, and work ethic make her an ideal candidate 
and her potential for growth is very promising. 
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• The selected Black female met the required and preferred qualifications, including three years of 
experience in accounting/business related field.  Her experience with Excel includes working with 
pivot tables, v-lookup functions, and extracting data from financial systems for data manipulation.  
She answered questions thoroughly with an emphasis on displaying her experience with report 
extracts to Excel.  As a former student worker at CCSU, she is familiar with the campus environment.  
Her knowledge, experience, and work ethic make her an ideal candidate and her potential for 
growth is very promising 

12. Diversity Associate (C18-040)         

Selection:  One (1) White female 

Central Connecticut State University invites applications for a full-time, Diversity Associate in the Office 
of Diversity and Equity.  The successful candidate will perform a variety of duties relating to affirmative 
action, discrimination and Title IX complaints, contract compliance, and diversity initiatives.  In addition, 
the associate will be the lead person in organizing and leading training opportunities related to diversity 
and Title IX issues.  Some evening and weekend hours will be required.   

Required Qualifications  

• Bachelor’s degree from a regionally accredited institution 
• Three years of full-time professional work experience supporting Equal Opportunity, Affirmative 

Action or Title IX programs  
• Demonstrated ability to develop and edit complex statistical reports including the ability to use 

database management, spreadsheet, and statistical software, e.g., Microsoft Office Suite, SPSS 
• Experience dealing with complaints in the areas of diversity and equity, human resources, student 

conduct  or conflict resolution, e.g., as an investigator, advocate, or conduct officer 
• Demonstrated ability to work independently and within a team environment 
• Excellent organizational and communication skills  
• A record of  meeting deadlines and managing multiple tasks with exceptional follow-through skills 
• Proven commitment to serving a culturally diverse university community 

Preferred Qualifications  

• Master’s degree in human service field or a JD 
• Knowledge of FERPA and other confidentiality laws 
• Three (3) years’ experience delivering diversity and/or Title IX training at a college or university 
• Ability to effectively plan and implement training programs and activities in a timely fashion  
• Supervisory or lead work experience 

Equivalent combination of training and experience may be considered. 

Advertisements and/or announcements were placed in Higheredjobs.com, Diversejobs.net, and DAS 
website.   

Sixty-three (63) individuals applied for this position: Five (5) White males; Eighteen (18) White females; 
Ten (10) Black males; Ten (10) Black females; Four (4) Hispanic males; Four (4) Hispanic females; Two (2) 
AAIANHNPI males; Three (3) AAIANHNPI females; Three (3) Unknown males; and Four (4) Unknown 
females. 

Fifty-six (56) applicants were determined to be not qualified: Four (4) White males; Fifteen (15) White 
females; Nine (9) Black males; Nine (9) Black females; Four (4) Hispanic males; Four (4) Hispanic females; 
Two (2) AAIANHNPI males; Three (3) AAIANHNPI females; Three (3) Unknown males; and Three (3) 
Unknown females. 
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• Of the two (2) AAIANHNPI males, the first had an incomplete application, i.e., missing cover letter.  
The second candidate did not meet the three (3) years’ experience of full-time professional work 
experience supporting equal opportunity, AA, or Title IX.  

• Of the three (3) AAIANHNPI females, the first and second candidates submitted incomplete 
applications i.e., missing all documents and cover letter respectively.  The third candidate did not 
meet the three (3) years’ of full-time professional work experience supporting equal opportunity, 
AA, Title IX. 

Zero (0) applicants were found to be minimally qualified. 

Seven (7) applicants were determined to be qualified and were considered finalists:  One (1) White 
male; Three (3) White females; One (1) Black male; One (1) Black female; and One (1) Unknown female.  
No goal candidates remained in the finalist pool.   

One (1) White female was hired for this position. 

• The selected White Female met all of the required qualifications and four (4) of the preferred 
qualifications.  She possesses a MSW degree and has more than nine (9) years of direct experience 
delivering diversity or Title IX training at three universities.  Since joining CCSU as a Victim Advocate 
and Violence Prevention Specialist in the Office of Diversity and Equity, she provided advocacy 
services for students and employees impacted by harassment, discrimination, and/or sexual 
misconduct.  She had developed and facilitated Title IX training, and coordinated and implemented 
campus sexual misconduct prevention efforts.  She has led research and evaluation efforts focused 
on workplace sexual harassment and campus climate and compiled the annual compliance reports 
for the State of Connecticut General Assembly.  She has up-to-date knowledge of FERPA, Title IX, 
Campus SAVE Act, Clery Act, and other federal and state mandates.  Not only does she provide Title 
IX training to faculty, she expressed her love for working with them and has tailored or designed in-
person small trainings specific to the needs of the discipline or particular departments.  Her 
responses to the on-campus interview questions received the highest rating of outstanding for each 
question asked, and her PowerPoint presentation on sexual harassment to supervisors was 
thorough, complete, engaging and included handouts.  She successfully demonstrated her ability to 
complete complex statistical reports.  While she has minimal experience on matters related to 
affirmative action plan preparation, she has assisted with the narrative sections related to 
complaints.  For the last two (2) years, she had been working part-time while working on her Ph.D. 
resulting in her going from part-time to full-time in this plan.   

13. Coordinator of Clinical Placement and Laboratory Learning (C18-042)   

Selection:  One (1) White female 

Central Connecticut State University invites applications for a full-time, Coordinator of Clinical 
Placement and Laboratory Learning in the SEPS, Nursing Department.  The Coordinator is responsible for 
collaborating with the department chairperson, program coordinators, and faculty in identifying and 
negotiating clinical placement settings and other clinical related learning experiences, including 
identifying the need for new contracts with potential clinical  agencies and/or preceptors and assuring 
compliance with contractual agreements, and ensuring the clinical educational needs of the nursing 
student population and the requirements of the clinical facilities are met.  The incumbent of this 
position will manage and direct activities related to simulation pedagogy and the nursing laboratories.  
Candidates are expected to be committed to multiculturalism and working with a diverse student body.   

This position will require occasional evening and weekend hours.   

Required Qualifications  
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• Bachelor’s degree in nursing   
• Four (4) years of clinical experience as a Registered Nurse and two (2) years simulation experience.   
• Current RN license in the State of Connecticut  
• Current knowledge and experience of standards and practices involving simulation pedagogy   
• Knowledge and ability to lead organizational change, experience in leading projects, and current 

knowledge of clinical nursing care 
• Understanding of student clinical experience needs,  
• Strong oral and written communication skills with new technology and software  
• Strong organizational skills  
• Ability to work with diverse learners  
• Ability to lift and transfer mannequins and other related equipment  

Equivalent combination of training and experience may be considered. 

Preferred Qualifications   

• Master’s degree in nursing or health related field  
• Clinical placement experience 
• Prior experience in an educational institution 

Advertisements and/or announcements were placed in Higheredjobs.com, Indeed.com, The Chronicle of 
Higher Education, and sent an email to the Connecticut League for Nursing to forward it to Deans and 
Directors.  

Six (6) individuals applied for this position:  Five (5) White females and One (1) Hispanic female.  There 
were no goal candidates in the applicant pool.   

Three (3) applicants were determined to be not qualified:  Two (2) White females and One (1) Hispanic 
female. 

One (1) applicant was found to be minimally qualified:  One (1) White female. 

Two (2) applicants were determined to be qualified and were considered finalists:  Two (2) White 
females.  

One (1) White female was hired for this position.   

• The selected White female met required and preferred qualifications, specifically experience with 
simulation, clinical coordination, and clinical placement, experience with clinical coordination in 
multiple settings, including healthcare organization, and higher education, including proficiency with 
a baccalaureate-nursing program (Registered Nurse).  She has experience in simulation in an acute 
care hospital (perioperative, anesthesia, medical-surgical, etc.) and higher education in various 
clinical specialties, such as fundamentals, medical-surgical, maternal newborn, developed and 
coordinated inter-professional simulation education, and a master's degree.  Additionally, she has 
experience working with full-time nursing faculty and part-time clinical nursing instructors, strong 
organizational skills, current work experience in teaching diverse learners in higher education, and 
demonstrated knowledge of simulation pedagogy as witnessed by her discussion of debriefing and 
simulation accreditation during the interview. 

14. Environmental Health and Safety Assistant (C17-028)      

Selection: One (1) White female 



46a-68-90 Goals Analysis 2018  38 

Central Connecticut State University invites applications for a full-time, Environmental Health & Safety 
Assistant in the Office of Environmental Health and Safety.  The successful candidate will be responsible 
for assisting the Director of Environmental Health and Safety in the day-to-day management of all 
environmental health and safety programs at CCSU.  Candidates are expected to be committed to 
multiculturalism and working with a diverse student body.   

Required Qualifications  

• Associate’s degree in environmental science or related field  
• Two (2)years of related work experience 
• Knowledge of chemical properties and segregation techniques 
• Basic knowledge of OSHA general industry safety standards  
• Knowledge of proper food handling  
• Good verbal and written communication skills 
• Possess a valid (CT) driver’s license 
• Must be able to successfully pass a medical examination, including respiratory protection, and lift 

fifty (50) pounds  
• Commitment to serving a diverse university community  

Equivalent combination of training and experience may be considered. 

Preferred Qualifications 

• Bachelor’s degree in a science-related field 
• Possess one or more of the following certifications:  OSHA 10, ServSafe® or HAZWOPER 
• Experience working in an educational setting 

Advertisements and/or announcements were placed in Career Builder, Diversejobs.net, 
HigherEdJobs.com, Department of Administrative Services job listing, Department of Energy and 
environmental Protection, School of Engineering and Technology, Campus Safety Health and 
Environment, and Management Association. 

Eighty-two (82) individuals applied for this position: Thirty (30) White males; Twenty-one (21) White 
females; Three (3) Black males; Five (5) Black females; Five (5) Hispanic males; Six (6) Hispanic females; 
Four (4) AAIANHNPI males; Two (2) AAIANHNPI females; Two (2) Unknown males; and Four (4) Unknown 
females. 

Seventy-four (74) applicants were determined to be not qualified:  Twenty-seven (27) White males; 
Eighteen (18) White females; Three (3) Black males; Five (5) Black females; Five (5) Hispanic males; Five 
(5) Hispanic females; Three (3) AAIANHNPI males; Two (2) AAIANHNPI females; Two (2) Unknown males; 
and Four (4) Unknown females. 

• Of the three (3) AAIANHNPI males, the first and second had incomplete applications, i.e., missing 
cover letter and references, and the third did not meet the required qualifications, i.e., two (2) 
years’ experience and experience handing chemicals and food.  

• Of the two (2) AAIANHNPI females, the first met no required qualifications and the second did not 
meet the two (2) years’ related work experience, i.e., working with chemicals and food safety.  

Zero (0) applicants were found to be minimally qualified. 

Eight (8) applicants were determined to be qualified and were considered finalists:  Three (3) White 
males; Three (3) White female; One (1) Hispanic female; and One (1) AAIANHNPI male. 

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 experience in 
performing building inspections with respect to hazardous materials, gathering and analyzing data, 
and writing reports.  Her explanations of interacting with multiple types of people, assisting with 
regulatory compliance, and dealing with conflicts was a strength as she gave strong and detailed 
examples of situations which described these areas.  As a consultant currently, she has developed 
skills, i.e., customer service, problem solving, assessing situations and thinking analytically on her 
feet.  Additionally, she has developed prioritization skill and works independently and as a team 
member.  According to her, junior staff members see her as someone they can go to for assistance 
and leadership.  She indicated she has gained the confidence of her superiors to take on additional 
responsibilities.  She has laboratory experience as well as OSHA compliance and emergency 
response experience.  Her response to scenarios which might be tense or confrontational helped the 
committee to determine that she would have a thoughtful and professional response, which would 
include taking ownership, seeking assistance if needed, following up on important issues, and being 
accurate when representing environmental health and safety regulations.  She took it upon herself 
to research the training needed to fulfill the food service responsibilities of this position. 

• The non-selected AAIANHNPI male met the required qualifications.  However, during the phone 
interview, his answers were incomplete or unrelated to the questions asked.  This lack of detail in 
his responses made it difficult for the committee to ascertain his experience or skill level.  

SECRETARIAL CLERICAL (Excluding Secretary 2) 
Hires Promotions 

4 White males   
2 Hispanic females 1 Hispanic Female 
1 AAIANHNPI female   

1. Office Assistant         

Selection: One (1) Black female 

One (1) Black female was hired via SEBAC layoff rights.  There were no other applicants for this 
position.   

SECRETARIAL CLERICAL/SECRETARY 2 
Hires Promotions 
1  White male 1  White female 
1 Black female   

1. Secretary 2          

Selection: One (1) White female 

One (1) White female was hired via SEBAC layoff rights.  There were no other applicants for this 
position.   

TECHNICAL/PARAPROFESSIONAL 
Hires Promotions 
3 White females   
1 Black male   
1 Hispanic female   
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1. Library Technical Assistant        

Selection: One (1) White male 

One (1) White male was hired via SEBAC layoff rights.  There were no other applicants for this 
position.   

PROTECTIVE SERVICES  
Hires Promotions 
4 White males   
1 White female   
1  Hispanic female   

1. Police Officer or Protective Officer Trainee (C18-006)   

Selection: One (1) White male, One (1) White female, and One (1) Hispanic male 

Forty-two (42) individuals applied for this position:  Fifteen (15) White males; Four (4) White females; 
Five (5) Black males; Four (4) Black females; Seven (7) Hispanic males; Three (3) Hispanic females; Three 
(3) AAIANHNPI males; and One (1) Unknown male. 

Thirty-four (34) applicants were determined to be not qualified:  Fourteen (14) White males; Three (3) 
White females; Four (4) Black males; Four (4) Black females; Four (4) Hispanic males; Two (2) Hispanic 
females; Two (2) AAIANHNPI males; and One (1) Unknown male.   

• Of the fourteen (14) non-qualified White males, the first five (5) did not respond to requests for 
interview.  The sixth and seventh had incomplete applications, i.e., missing cover letter, references, 
or application was not signed.  The eighth, ninth, and tenth applicants were not able to attend the 
physical agility screen date.  The eleventh applicant’s name did not appear on the certified 
Protective Services Trainee exam list.  The twelfth withdrew, and the thirteenth and fourteenth 
applicants failed the physical agility screening.  

• Of the three (3) White females, the first and second did not respond to requests for interview, and 
the third failed the physical agility screen.  

• The two (2) Hispanic females were determined to be not qualified as their names were not on the 
certification list for Protective Services Trainee.  Therefore, they did not meet the eligibility 
qualification of having applied for and passed the required examination.    

Zero (0) applicant was found to be minimally qualified. 

Eight (8) applicants were determined to be qualified and were considered finalists:  One (1) White 
male; One (1) White female; One (1) Black male; Three (3) Hispanic males; One (1) Hispanic female; and 
One (1) AAIANHNPI male.   

One (1) White male, One (1) White female, and One (1) Hispanic male were hired for this position.  
The White male and White female met goals for the university in the protective services category.  

• The selected Hispanic male had four (4) years’ experience as a building and grounds patrol officer 
with the State Department of Veterans Affairs and met special and physical requirements identified 
in the job posting.  He holds a Bachelor’s degree in Criminology from Central Connecticut State 
University, and has seven (7) years’ security experience and part-time work in a halfway house.  
During the interview, he provided detailed and accurate responses related to policing and CCSU.  As 
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a current State employee, he submitted two (2) years of performance evaluations as required and 
received an overall excellent on both.    

• The non-selected Hispanic female had six (6) months’ experience as a correctional officer, with the 
State Department of Corrections and met the eligibility, special and physical requirements identified 
in the job posting.  She holds a Bachelor’s degree in Criminal Justice from Central Connecticut State 
University.  During the interview, her responses were brief and unclear as she failed to follow-up 
with details.  When questioned about the university or the community, she admitted to the search 
committee that she had not done any research in preparation for the interview.  Her failure to 
prepare hindered her ability to answer questions related to the university’s mission, values, goals, or 
to discuss any of the police department’s community policing initiatives.  Additionally, when 
questioned about how she would handle a situation involving an officer accused of stealing money, 
she stated that she would allow the officer an opportunity to return the money.  After being 
prompted by the committee, she finally provided the expected response that she would report the 
officer to a supervisor. 

SKILLED CRAFTS  
Hires Promotions 
1 Black male   

2 Hispanic males   

There were no hires in this category. 

SERVICE MAINTENANCE (EXCLUDING CUSTODIANS) 
Hires Promotions 
1 White female 1 White female 
1 Black male   
2 Hispanic males 1 Hispanic male 
1 AAIANHNPI male   

There were no hires in this category. 

SERVICE MAINTENANCE/CUSTODIANS  
Hires Promotions 
3 Black males   
2 Black females   
1 Hispanic male   
1  AAIANHNPI male   

1. Custodian (No Search Number)         

Selection: One (1) White female 

This White female was a mandatory hire based on the individual having contractual rights to the 
position of Custodian.  There were no other applicants for this position. 

2. Custodian (C18-005)       

Selection:  One (1) White female, One (1) Hispanic male, One (1) Hispanic female 

The Hispanic male met the goal Hispanic male goal.   
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Eligibility Requirements: State employees currently holding the above title or those who have 
previously attained permanent status may apply for lateral transfer. 

Knowledge, Skills and Abilities: Some interpersonal skills; some oral and written communication skills; 
ability to follow oral and written instructions; ability to operate, care for and perform minor 
maintenance on tools and equipment used in daily work; some ability in simple record keeping. 

General Experience: Any experience and training which would provide the knowledge, skills and abilities 
listed above. 

Preferred Experience: Institutional type work environment performing custodial tasks and various 
maintenance services. 

Special Requirement: Incumbents in this class may be required to possess appropriate licenses or 
permits. 

Physical Requirements: Employees appointed to positions in this class must have adequate physical 
strength, stamina, physical agility, and visual and auditory acuity, and must maintain such physical 
fitness as to be able to perform the duties of the class.  A physical examination may be required. 

Working Conditions: Incumbents in this class may be required to lift moderate to heavy weights and 
may be exposed to risk of injury from equipment. 

Note: The filling of this position will be in accordance with reemployment, SEBAC, transfer, promotion 
and merit employment rules, if applicable. 

Advertisements and/or announcements were placed in DAS website, CCSU website and distributed 
through CCSU’s local contact list (See External Communication for full listing).  

In an effort to narrow the applicant pool to the most qualified candidates, the search committee made a 
decision to interview applicants with Personal Protective Equipment/Blood Bourne Pathogens (PPE/BBP) 
knowledge and experience.  Having knowledge related to protective clothing, garments and equipment 
designed to protect the wearer’s body from injury is critical to the position.   

Ninety-nine (99) individuals applied for this position:  Twenty-eight (28) White males; Six (6) White 
females; Twenty-four (24) Black males; Seven (7) Black females; Eighteen (18) Hispanic Males; Eleven 
(11) Hispanic females;  Two (2) AAIANHNPI males; One (1) AAIANHNPI female; and Two (2) Unknown 
females. 

Forty-Three (43) applicants were determined to be not qualified:  Nine (9) White males; Two (2) White 
Females; Twelve (12) Black males; Six (6) Black females; Five (5) Hispanic males; Seven (7) Hispanic 
females;  One (1) AAIANHNPI male; and, One (1) Unknown female. 

• Of the non-qualified twelve (12) Black males, seven (7) did not provide any references as required; 
three (3) did not have custodial experience; and two (2) submitted incomplete application packets 
that were missing cover letters.   

• Of the non-qualified six (6) Black females, the first and second Black females failed to include 
detailed information related to their custodial experience in their application packets; the third, 
fourth, fifth, and sixth non-qualified Black females submitted incomplete application packets, i.e., 
missing cover and reference letters. 

• The non-qualified one (1) AAIANHNPI male’s application did not include the required reference 
letters. 
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Twenty-nine (29) applicants were found to be minimally qualified: Nine (9) White males, Two (2) White 
females; Seven (7) Black males; Seven (7) Hispanic males; Two (2) Hispanic females,  One (1) AAIANHNPI 
male; and, One (1) AAIANHNPI female. 

• Of the minimally qualified seven (7) Black males, five (5) candidates possess less than two (2) years 
of custodial experience; and two (2) had no custodial experience and did not demonstrate how they 
met this experience requirement.   

• The non-qualified one (1) AAIANHNPI male had retail or food service experience and did not meet 
the requirement of having custodial experience.  

Twenty-Seven (27) applicants were determined to be qualified and were considered finalists:  Ten (10) 
White males; Two (2) White females; Five (5) Black males; One (1) Black female; Six (6) Hispanic males; 
Two (2) Hispanic females; and, One (1) Unknown female.  

A White female, a Hispanic male, and a Hispanic female were hired for these positions.   

• The selected Hispanic male met a goal for the university.  This hire achieved the Hispanic male goal 
established for custodian category.    

• The selected White female had more than two (2) years of related custodial experience and met the 
eligibility requirements.  She had over ten (10) years of custodial service experience and 
demonstrated a wide variety of experience using floor and carpet care machines.  In response to 
interview questions, she accurately detailed the steps to strip and wax a floor, extract a carpeted 
area and the steps to clean and disinfect a shower area.  She provided a detailed account of her 
knowledge related to green cleaning and PPE/BBP procedures.   

• The selected Hispanic female had more than eleven (11) years of experience in custodial related 
services, including cleaning experience in an educational setting.  She met the general experience 
requirements; provided accurate and detailed responses to questions when identifying the steps 
required cleaning, and disinfecting a bathroom or shower area; articulated her familiarity with green 
cleaning, and accurately demonstrated her knowledge related to PPE/BBP procedures.     

• Of the five (5) non-selected Black male candidates, the first met the eligibility requirements.  While 
he had more than two (2) years of related experience, he has not worked in the field in recent years.  
In addition, he did not have any green cleaning experience and was unable to identify the steps 
taken to strip and wax a floor.  The second, third and fourth candidates met the eligibility 
requirements and had experience with floor and carpet care machines; however, they were unable 
to detail the steps taken to strip and wax a floor, and extract a carpeted area.  The fifth candidate 
met the eligibility requirements.  He had experience with floor and carpet care machines, i.e., 
shampoo machines and carpet extractors.  He accurately detailed the steps to strip and wax a floor 
and green cleaning; however, he was unable to respond to questions on PPE/BBP.   

• The non-selected Black female candidate had more than two (2) years custodial related experience; 
however, she was unable to detail the steps involved in stripping and waxing a floor.  In addition, 
she did not identify all of the steps required to extract a carpeted area and failed to demonstrate 
her experience with green cleaning.   
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PROMOTIONAL GOALS ANALYSIS 

EXECUTIVE/ADMINISTRATIVE (EE01) 

Hires Promotions 

3 White females 1 White female 
1 Black female   
1 AAIANHNPI male   
1  AAIANHNPI female   

1. Dean, Carol A. Ammon College of Liberal Arts and Social Sciences (C18-019)  

Selection:  One (1) White male 

Central Connecticut State University (CCSU) invites nominations and applications for the position of 
Dean of the Carol A. Ammon College of Liberal Arts and Social Sciences (CLASS).  CCSU invites candidates 
who are visionary leaders and have a comprehensive resume of success in academic administration.  
The ideal candidate will demonstrate exceptional skills and experience that will enable him or her to 
provide strong leadership in areas of program assessment and accreditation, learning analytics, 
interdisciplinary collaboration, and support for all disciplines.  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.  CCSU is currently conducting a search for its Provost and it is planned that the newly 
appointed Provost will be involved in the hiring of the Dean.  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.   

Qualifications 

The successful candidate is expected to have a record of collaborative decision-making, a high standard 
of professional integrity, a strong sense of professional ethics, and the ability to be a persuasive and 
vocal defender of the liberal arts and social sciences.  Required qualifications also include the following: 

• Earned doctorate or terminal degree from an accredited institution in any of the disciplines of liberal 
arts and social sciences offered in CCSU’s CLASS 

• Five years of progressively responsible academic experience at the department chair level or higher 
in an accredited college or university 

• Distinguished record of teaching, scholarship, and leadership 
• Experience in the recruitment and retention of diverse faculty, staff, and students 
• Experience with transparent planning, budgeting, and fiscal management in a complex organization. 
• Successful experience in fundraising, and the acquisition of grants and contracts 
• Ability to develop and maintain strong internal and external relationships with students, faculty, 

staff, other academic institutions, as well as business, non-profit, and governmental entities 
• Commitment to community engagement 
• Demonstrated commitment to promoting and supporting excellence in faculty and faculty-student 

research, particularly at the undergraduate level 
• Exemplary communication and interpersonal skills 

Preferred Qualifications 

• Experience working in a unionized environment 
• Experience working in a public institution of higher education. 
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• Evidence of encouraging, valuing and assessing high-quality teaching 
• Demonstrated interest in developing international, regional, local, and multicultural programs 

and/or partnerships 
• Successful experience cultivating, soliciting, and stewarding major gifts in collaboration with the 

university development office 
• Proficiency in a language other than English 
• Ability to be a forward-thinking, collaborative leader who incorporates technology to enhance the 

educational experience of students 
Advertisements and/or announcements were placed in The Chronicle, Diversejobs.net, Indeed.com, 
CCSU website, higheredjobs.com, jobs for economist’s listserv, history h-net listserv, and various other 
ListServ from CLASS disciplines.   

Fifty-seven (57) individuals applied for this position:  Thirty (30) White males; Ten (10) White females; 
Seven (7) Black males; One (1) Black female; Two (2) Hispanic males; Two (2) Hispanic females; Two (2) 
AAIANHNPI females; Two (2) Unknown males; and One (1) Unknown unknown. 

Forty-five (45) applicants were determined to be not qualified: Twenty-four (24) White males; Seven 
(7) White females; Six (6) Black males; One (1) Black female; Two (2) Hispanic males; Two (2) Hispanic 
females; One (1) AAIANHNPI female; One (1) Unknown male; and One (1) Unknown unknown. 

• Of the Seven (7) White females, the first five (5) submitted incomplete applications, missing one or 
more of the required documents, i.e., cover letter, statement of education and administrative 
philosophy, and references.  The sixth candidate did not have five (5) years’ progressively responsible 
academic experience.  The seventh candidate did not meet the degree requirement and did not have 
five (5) years’ progressively responsible academic experience, distinguished record of teaching, 
scholarship, leadership, and the experience related to recruitment and retention of diverse faculty, 
staff, and students. 

• The Black female had an incomplete application i.e., missing cover letter, references, and statement 
of education and administrative philosophy. 

• The AAIANHNPI female had an incomplete application, i.e., missing cover letter, statement of 
education and administrative philosophy, and references. 

Zero (0) applicants were found to be minimally qualified. 

Twelve (12) applicants were determined to be qualified and were considered finalists: Six (6) White 
males; Three (3) White females; One (1) Black male; One (1) AAIANHPI female; and One (1) Unknown 
male. 

One (1) White male was selected for this position. 

• The selected White male met the minimum required qualifications for education and experience.  
He demonstrated a desire to raise the profile of the Liberal Arts.  He has significant experience in 
budgets and fiscal management in a complex organization; he cited his role on the University 
Planning Budget Committee and his involvement in the creation of the Integrated Planning Council 
at CCSU as primary examples of his commitment.  He provided examples/suggestions for supporting 
faculty, addressing diversity issues, and community engagement.  He has experience with personnel 
matters in a unionized environment, having served on three (3) special assessments of faculty.  He 
served as an Interim Chair of an academic department outside his academic discipline to address 
dysfunctionality among the members of the department, and has introductory knowledge of the 
different types of fundraising and its importance.  His references highly recommended him, citing 
examples of his accomplishments, e.g., mentoring of others, service to the CCSU community.  His 
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references also noted his positive demeanor and that he is well respected across the campus.  He 
also received overall positive feedback from the campus.  His strengths are his extensive knowledge 
of CCSU and the relationships he has established on campus.  The applicant’s involvement in various 
groups, committees, and departments on campus and his reputation for being able to bring groups 
together is a plus.  When citing his vision for rebranding and promoting CLASS, he demonstrated 
that he understood the need to address this area.  His scholarly record was not as strong as would 
be expected of a full professor but his knowledge about the North East, and specifically, CCSU was 
exemplary.  He has significant experience working at a unionized environment.  As an internal 
candidate, he has a working knowledge of the BOR/AAUP contract. 

• The first White female met the required qualifications, has held the position of Interim Dean at her 
current institution for two (2) years, and prior to that was Department Chair and Director.  She 
provided specific examples of her efforts in raising the profile of the liberal arts and bridging 
programs with other schools such as Spanish-Nursing program; has worked on diversifying her 
current University, and was instrumental in having the Spanish language options on the website.  
She has budgets and fiscal management experience, hands-on experience soliciting and stewarding 
gifts of all sizes, and experience in community engagement.  Her references provided positive 
support for her candidacy noting her ability to be a calming force in adverse conditions.  She cited 
successful, creative examples of bringing the wider community to the University and creating inter-
disciplinary programs within the University.  While she is the most published of the candidates 
brought to campus, she has not achieved the rank of full professor.  This is concerning because as 
dean she would be required to evaluate faculty seeking promotion to full professor.  In addition, 
there was no evidence that she has worked in a unionized faculty environment. 

• The second White female met the required qualifications for education and experience.  Based 
on her responses during the interviews and open forum, she did not present herself as a 
champion of the liberal arts and social sciences.  Her suggestions for raising the profile of liberal 
arts, supporting faculty and faculty-student research, and community engagement were 
rudimentary and uninspiring.  Her experience in budgeting is limited and not suggestive of 
being at a complex level.  While she possessed experience working in a unionized environment, 
her documentation failed to detail her successful experience cultivating, soliciting gifts, and 
conducting fundraising activities.   

• The third White female met the minimum required qualifications for education and experience.  
She did not present a clear vision for the advancement of CLASS.  When questioned, she failed to 
provide specific information or examples for supporting faculty and faculty-student research, 
diversifying the campus, and expanding community engagement.  Based upon her responses to 
questions, she did not appear to be well informed of outreach programs already in place at 
CCSU and provided an example of a new initiative, which already exists on campus. 

• The AAIANHNPI female met the required qualifications for education and experience.  During 
the on-campus interview, she provided brief responses to questions, which were void of details 
and made it difficult to determine the level and depth of her experience.  She did not provide 
any insight into her leadership style or her vision for raising the profile of liberal arts.  When 
asked about the level of her budgeting experience, her responses were unclear and the 
committee was unable to determine the level and complexity.  The examples for supporting 
faculty, diversifying the campus, and community engagement were rudimentary and 
uninspiring.  She did not meet the requirement of having experience working in a unionized 
environment and has almost no experience with fundraising beyond the basic level. 
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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 portfolio is 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.  The P&T forwards these recommendations 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 above noted criterion.  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 is an annual procedure.   

A. PROFESSOR 

Hires Promotions 
1 White female 12  White females 
  8 AAIANHNPI males 

Thirteen (13) faculty members applied for promotions to Professor: Four (4) White males, Five (5) 
White females, One (1) Black female, One (1) Hispanic male, and Two (2) AAIANHPI males. 

Ten (10) applicants were recommended for promotions to Professor based on the evaluations of the 
DEC, the deans, the P&T, Provost and the President: Four (4) White males, Four (4) White females, One 
(1) Hispanic male, and One (1) AAIANHNPI male.  Of the Ten (10) promotions that occurred in this 
category, the University achieved four (4) White females and one (1) AAIANHNPI male established 
promotional goals.  

One (1) White female (Goal Candidate) and One (1) Black female (Non-goal Candidate), and One (1) 
AAIANHNPI male (Goal Candidate) were denied promotion because they failed to meet the criterion set 
forth in Article 4.11.9.1-4.11.9.5 of the Collective Bargaining Agreement.   

Thus, out of the six (6) applicants who were goal candidates, the University achieved five (5) goals: Four 
(4) White females and One (1) AAIANHNPI male.  

B. ASSOCIATE PROFESSOR 

Hires Promotions 
2 Black males    
3  Black females 1 Black female 
1 Hispanic male   
3 Hispanic females 2 Hispanic females 
1 AAIANHNPI female 1  AAIANHNPI female 

Seventeen (17) faculty members applied for promotions to Associate Professor:  Two (2) White males; 
Seven (7) White females; One (1) Black male; Two (2) Black females; Three (3) Hispanic females; and 
Two (2) AAIANHNPI males. 

Fourteen (14) applicants were recommended for promotions to Associate Professor based on the 
evaluations of the DEC, the deans, the P&T, Provost and the President:  One (1) White male, Six (6) 
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White females, One (1) Black male; One (1) Black female; Three (3) Hispanic females, and Two (2) 
AAIANHNPI males.  Of the Fourteen (14) promotions that occurred in this category, the University 
achieved one (1) Black male; One (1) Black female; and three (3) Hispanic females established 
promotional goals.  

One (1) White male non-goal candidate, One (1) White female non-goal candidates, and One (1) Black 
female goal candidate were denied promotion because they failed to meet the criterion set forth in 
Article 4.11.9.1-4.11.9.5 of the Collective Bargaining Agreement.   

Thus, out of the five (5) applicants who were goal candidates, the University achieved three (3) goals:  
One (1) Black female and Two (2) Hispanic females.  The promotion of the Black male and the third 
Hispanic female met underutilization in the category, i.e., established hiring goals.   

ASSISTANT PROFESSOR 

No promotional goals were established and no promotions occurred during the reporting period. 

C. Coaching/Athletics 

No promotional goals were established and no promotions occurred during the reporting period. 

PROFESSIONAL/NON-FACULTY (EEO3) 
Hires Promotions 

1 Black male   
4 AAIANHNPI males   
5  AAIANHNPI females   

No promotional goals were established; however, not all hiring goals were achieved, i.e., AAIANHNPI 
males and AAIANHNPI females.   

1. Billing Administrator II in Bursar’s Office (C18-039)       

Selection:  One (1) White female 

Central Connecticut State University invites applications for a full-time, Billing Administrator in the 
Bursar’s Office (SUOAF-Administrator II).  The successful candidate will coordinate the billing and 
collection activities of the Bursar’s Office.  Duties for the position: Handles day-to-day billing activities of 
the University.  Oversight of University collections functions and application of late fees.  Provides 
assistance in the delivery of Bursar’s Office support services to the University community.  Assists with 
the cultivation of Bursar Office relations and department programs by planning, organizing and 
coordinating the activities of the various programs and events pertaining to the department.  Provides 
financial information to internal and external customers by phone, e-mail, and web portals, publishing 
informational sheets, booklets and/or web page(s).  Coordinates activities with other campus 
departments for optimum utilization of resources.  Assists the Bursar Office Administrators in planning 
and implementation of orientation programs.  Develops systems to control intake, processing and 
maintenance of records, documents and similar materials.  Creates and maintains databases for 
monitoring various billing activities and prepares a variety of routine as well as ad hoc reports as 
needed.  Conducts routine business such as referring customers to appropriate contacts, responding to 
customer inquiries, providing explanations as needed and resolving minor problems that may arise.  
May represent the University at required meetings and/or functions.  Performs other duties and 
responsibilities related to those above, which do not alter the basic level of responsibility of the 
position.  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 accounting or business related field 
• Two years of work experience in billing and collection services  
• Demonstrated organizational skills and ability to establish office systems and procedures 
• Demonstrated strong oral and written communication skills and the ability to work effectively with 

students, parents, staff, and the University community in a team environment 
• Demonstrated knowledge and ability to utilize enterprise resource planning (ERP) software along with 

Microsoft Office Suite computer programs, with proficiency in spreadsheet, database, publisher and 
word processing applications 

• Demonstrated ability to manage multiple tasks and to analyze problems as well as recommend 
effective solutions 

• Commitment to serving a culturally diverse student body 

Preferred Qualifications 

• Bachelor’s degree in accounting 
• Experiences with higher education billing and collection 
• Credentials and/or experience substantially comparable to the above may also be considered. 

Advertisements and/or announcements were placed in the CCSU Website, Diverse Jobs, Higher Ed, and 
DAS. 

Thirty-six (36) individuals applied for this position: Nine (9) White males; Sixteen (16) White females; 
Three (3) Black males; Four (4) Black females; One (1) Hispanic male; One (1) Hispanic female; One (1) 
AAIANHNPI male; and One (1) AAIANHNPI female.  

Twenty-eight (28) applicants were determined to be not qualified: Six (6) White males; Fourteen (14) 
White females; Three (3) Black males; Two (2) Black females; One (1) Hispanic male; One (1) AAIANHNPI 
male; and One (1) AAIANHNPI female. 

• Both the AAIANHNPI male and AAIANHNPI female submitted incomplete application packets, 
which were missing their cover letters and references. 

Two (2) applicants were found to be minimally qualified: Two (2) Black females. 

Six (6) applicants were determined to be qualified and were considered finalists: Three (3) White 
males; Two (2) White females; and One (1) Hispanic female.  No goal candidates remained in the pool.   

One (1) White female was promoted. 

The selected White female has over 15 years’ experience and current knowledge of higher education 
billing and collections as well as Banner.  She is currently performing all of the day-to-day collection 
duties, is familiar with the e-bill process, and has assumed all the Perkins Loan Collection activities as 
outlined in the job description.  She was also integral in formulating the current collections process and 
procedures as well as implementing the tax offset process.  With respect to the interview process, the 
committee felt the applicant gave the most comprehensive and detailed answers to all of the questions.  
She was methodical and detailed in her explanation of current processes and procedures related to 
billing and collections.  She was able to describe in detail how she has diffused many difficult situations 
that arise out of being the main point of contact for students and parents who are facing and/or in 
collections.  She further described in detail the process of assigning accounts to collections and the 
servicing of those accounts.  Her rating in the areas of knowledge of work, quantity of work, quality of 
work, attendance and ability to deal with people was at the highest level of excellence.  Based on all of 
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the above, the committee believed that she not only meets but also exceeds the minimum qualifications 
for this position, making her the ideal candidate. 

2. Associate Director of Athletics for Sports Performance 

Selection:  One (1) White male 

The selected White Male’s coaching position was reclassified into a SUOAF position during the reporting 
period.  There were no other applicants as this was a reclassification within his original position, which 
resulted in a promotion.  

SECRETARIAL CLERICAL Excluding Secretary 2 (EEO4) 
Promotions 
1 Hispanic Female 

No promotions occurred during the reporting period. 

A. SECRETARIAL CLERICAL/SECRETARY 2 

Promotions 
1 White female 

1. Secretary 2         

Selection:  One (1) White female 

During the reporting period, this employee left CCSU and returned to CCSU within the CBA timeframe to 
an open position resulting in a promotion from secretary 1 to secretary 2.  This achieved the 
promotional goal for White female.   

TECHNICAL/PARA PROFESSIONAL (EEO 5) 
No promotional goals were established and no promotions during the reporting period. 

PROTECTIVE SERVICES  
No promotional goals were established and no promotions during the reporting period. 

SKILLED CRAFT ALL TITLES (EEO 6) 
No promotional goals were established . 

SERVICE MAINTENANCE (EEO 7) 
Under the collective bargaining agreement, all service maintenance promotional job opportunities are 
initially posted within the system and offered based on seniority.   

A. SERVICE MAINTENANCE/SERVICE RESIDUAL  

Promotions 
1 White female 
1 Hispanic male 

No promotions occurred during the reporting period. 
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B. SERVICE MAINTENANCE/CUSTODIANS 

No promotional goals were established and no promotions during the reporting period. 

III. PROGRAM 
The Office of Diversity and Equity (ODE) focused its recruitment activities on those areas where 
difficulties are identified.  The ODE collaborated the with Human Resources (HR), 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 2017-18 established goals.   

The ODE expanded its recruitment activities in an effort to recruit qualified personnel in those areas 
where difficulties were identified.  ODE worked with HR, 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 2017-2018 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, ODE 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.  
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 2017-2018 Program Goals 

Goal Description of Goal Progress towards Goal 

1. Recruitment & 
Equitable Search 
Process Continued 

Internal SUOAF Search 
Process 

The recommendations of the Employee 
Advisory Committee’s Internal Search 
Process Subcommittee will be forwarded 
to HR for consideration.  We are seeking 
to document the internal process in the 
hiring manual.   

Achieved:  HR will conduct the 
analysis and review of the 
Internal Process to ensure ODE 
received necessary applicant 
information.  Continued efforts 
needed in this area for 
2018/2019 plan. 

2. Promotion of Equal 
Opportunity and 
Harassment-free 
Workplace 

Training 

ODE will continue to conduct training 
sessions specifically targeting hiring 
managers and search committee chairs 
and members.  This training will focus on 
such topics as implicit bias, role of hiring 
managers and search committee 
members, or equitable hiring/recruitment 
standards.   

Achieved:  During the reporting 
period, ODE conducted one 
session on implicit bias and will 
continue to incorporate this 
annually.   
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ODE will continue to provide structured 
training programs for the members of the 
newly established employee advisory 
committee and other training 
opportunities for the entire EAC 
membership. 

Achieved:  See assignment of 
responsibility section.  This will 
be a standing practice. 

ODE will also provide specialized training 
programs based on needs identified in 
departments, from internal 
complaints/investigations or as requested 
by university faculty, staff or students. 

Achieved:  ODE conducted 
sessions on race, implicit bias, 
and LGBT inclusion during the 
reporting period.  This will be a 
standing practice  

ODE will provide new online Title IX 
training.   

Achieved:  Implemented No 
More online training program. 

3. Promotion of Equal 
Opportunity and 
Harassment-free 
Workplace 

Employee Climate Survey 

CCSU will administer the staff/faculty 
employment survey on gender-based 
discrimination during the fall 2017 
semester.  Once completed, the results 
will be analyzed and provided to 
university leadership.   

Achieved:  Survey created and 
conducted.  An analysis was 
distributed to executive 
committee.   

4. Foster a Safe and 
Inclusive Work 
Climate  

Campus-wide and 
community events to 
honor the contributions 
of our faculty and staff 
from underrepresented 
groups. 

Organize two campus events to celebrate 
the contributions of our LGBTQ and 
African American communities, Rainbow 
Breakfast and Recognition Ceremony and 
MLK Breakfast Celebration, respectively.  
External community members will also be 
invited to increase internship 
opportunities for students and recruit 
part-time faculty members.   

Achieved:  Both events took 
place and exceeded 
participation expectations.  
Both events will continue going 
forward and will be part of our 
diversity appreciation events.   
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	HIRING
	EXECUTIVE/ADMINISTRATIVE (EE01)
	FACULTY
	Four (4) applicant was found to be minimally qualified:  One (1) White male; One (1) Hispanic male; One (1) AAIANHNPI male; and One (1) Unknown female.
	Coaching
	PROFESSIONAL/NON-FACULTY
	SECRETARIAL CLERICAL/SECRETARY 2
	TECHNICAL/PARAPROFESSIONAL
	PROTECTIVE SERVICES
	SKILLED CRAFTS
	There were no hires in this category.
	SERVICE MAINTENANCE (EXCLUDING CUSTODIANS)
	There were no hires in this category.
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	EXECUTIVE/ADMINISTRATIVE (EE01)
	FACULTY (EEO2)
	PROFESSIONAL/NON-FACULTY (EEO3)
	SECRETARIAL CLERICAL Excluding Secretary 2 (EEO4)
	No promotions occurred during the reporting period.
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	SKILLED CRAFT ALL TITLES (EEO 6)
	SERVICE MAINTENANCE (EEO 7)
	A. SERVICE MAINTENANCE/SERVICE RESIDUAL
	B. SERVICE MAINTENANCE/CUSTODIANS
	No promotional goals were established and no promotions during the reporting period.
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	Summary of Achievement of 2017-2018 Program Goals

	Tab 21

