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State of Connecticut

Commission on Human Rights and Opportunities
Central Office — 450 Columbus Blvd Ste 2, Hartford CT 06103

Promoting Eguality and Justice for all Peopte

SENT VIA EMAIL
November 9, 2023

Elsa M. Nufiez, EdD, President
Eastern Connecticut State University
83 Windham Street

Willimantic, CT 06226

RE: 2023 Affirmative Action Plan - APPROVED

Dear Dr. Nufiez:

Pursuant to Section 46a-68(d) of the general statutes, the Commission on Human Rights
and Opportunities has reviewed the proposed affirmative action plan submitted by Eastern
Connecticut State University on July 31, 2023. The Commission at its regular meeting on
October 11, 2023, voted that the plan be APPROVED.

The review and analysis of the proposed affirmative action plan was performed in accordance
with Section 46a-68-103 and is transmitted herewith. THE SCHEDULED DATE FOR YOUR
NEXT FILING is July 30, 2024.

The Commission requests that the attached evaluation be thoroughly reviewed to ensure
that all deficiencies, omissions, and errors identified in the Evaluation be addressed.

For technical assistance or if you have any questions you may contact Neva Elaine Vigezzi,
Supervisor, Affirmative Action Unit at 860-541-4706

Sincerely,

Tanya A. Hughes
Executive Director

Attachment

C: Dr. LaMar Coleman, Vice President for Equity and Diversity
Neva Elaine Vigezzi, Supervisor, Affirmative Action Unit

Main (860) 541-3400 — Fax (860) 541-3432
www.ct.gov/chro - Toll Free in Connecticut (8§00) 477-5737 — TDD (860) 541-3459
Affirmative Action / Equal Opportunity Employer
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1. POLICY STATEMENT AND
SIGNATURE

SECTION 46a-68-738

Section 46a-68-78 1of4



EASTERN CONNECTICUT STATE UNIVERSITY
AFFIRMATIVE ACTION PLAN
SECTION 46a-68-78
POLICY STATEMENT

This section was in compliance in the previous filing of the Affirmative Action Plan and there were no
proposals or recommendations.

Subsection (a)

Eastern Connecticut State University is submitting an Affirmative Action Plan that contains a policy
statement that:

1.) Identifies the purpose and need for affirmative action and equal employment opportunity;

2.) Identifies the classes protected under all Federal and State constitutions, laws, regulations and
executive orders that prohibit or outlaw discrimination;

3.) Establishes affirmative action as an immediate and necessary agency objective;

4.) Pledges the agency to take affirmative steps to provide setvices and programs in a fair and
impartial manner;

5.) Recognizes the hiring difficulties experienced by individuals with disabiliies and by many older
persons and sets program goals for action to overcome the present effects of past
discrimination, if any, to achieve the full and fair utilization of such persons in the workforce;

6.) Advises employees of the existence of the agency’s internal complaint procedures; and

7.) Identifies the agency Equal Employment Opportunity Officer or person assigned affirmative
action duties by name, position or position classification, address and telephone number.

Subsection (b)
The Policy Statement is also signed and dated by the President of Eastern Connecticut State University

and shall evidence her commitment to achieve the goals set forth in the Eastern Connecticut State
University Affirmative Action Plan.
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EASTERN CONNECTICUT STATE UNIVERSITY

SIWINDHWINTREE T o WITTIMANTIC, CONNECTIOL T 06220 @ 360 465 5000

AFFIRMATIVE ACTION POLICY STATEMENT

Eastern Connecticut State University is committed to achieving the full and fair participation of women,
people of colort, people with disabilities, and all other protected groups found to be underutilized in the
wotkforce or adversely affected by University policies or practices. Further, we remain vigilant that
individuals are not excluded due to race, color, teligious creed, national origin, ancestry, sex, including
pregnancy, sexual harassment, transgender status, age, gender identity or expression, sexual orientation,
marital status, genetic information, physical disability, leatning disability, intellectual disability, past or
present history of mental disability, workplace hazards to reproductive systems, criminal records, veteran
status, or any other condition established by law unless there is a bona-fide occupational requirement
which excludes persons in one of the above protected groups. Equal employment opportunity and the
goals of affirmative action under Sections 46a-68-75 through 46a-68-114 are supported i all our

endeavors.

As President of Eastern Connecticut State University, I pledge my continued commitment and support
for achieving compliance with the Affirmative Action regulations of the State of Connecticut, for
promoting equal employment opportunity, for advancing social justice and equity and for removing all
discriminatory batriers related to hiring, retention and promotion.

To this end, Eastern Connecticut State University has established procedures for reviewing employment
policies and practices annually to ensure that barriers which may exclude protected groups are identified
and eliminated. Eastern Connecticut State University continues an established record of promoting equal
employment opportunity in principle and in action. The Univetsity explores alternative approaches if any
policy or practice is found to have a negative impact on protected groups and establishes procedures for

any efforts that may be necessary to achieve nondiscrimination.

Our policy concerning “Equal Employment Opportunity” provides a system of employment and
promotion practices under which individuals are included in the participation, advancement, and benefits
of the University. The role of affirmative action in each step of the employment process is detailed in the
following pages and incorporated by reference herein. The Office of Equity, Diversity & Title IX
approves all steps of the hiring process: job advertisements, search committee composition, interview
pool and final candidate pool and suppotts affirmative action program goals.

The University strives to administer all terms, conditions, and benefits of employment in an equitable
manner. We also recognize the hiring difficulties expetienced by members of protected classes, especially
people with disabilities and many older individuals. We therefore undertake measures to remove any
physical or attitudinal barriers which may exist to achieve the full and fair utilization of all persons in the

workforce.
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Eastern’s policy of non-discrimination is not limited to employment practices but extends to services and
programs provided by the University. All executive, administrative and supervisory personnel of the
University are expected to discharge their affirmative action responsibilities in word and deed consistent
with the objective of establishing and implementing affirmative action and equal employment
opportunity.

Complaints of discrimination may be filed with the Office of Equity, Diversity & Title IX, Gelsi-Young
Hall, Room 254. Eastern’s internal complaint procedure can be found on the Office of Equity, Diversity

& Title IX’s website at Discrimination and Sexual Harassment - Eastern (easternct.edu)

As President of Eastern Connecticut State University, I pledge to make every good faith effort to realize
our goals within the timetables set forth in this Affirmative Action Plan and as required by pertinent state
and federal legislation, detailed in the pages which follow. The person responsible for overseeing
affirmative action and equal employment opportunity is Dr. LaMar Coleman, Vice President for the
Office of Equity, Diversity & Title IX, Eastern Connecticut State University, Gelsi-Young Hall, room
254, 83 Windham Street, Willimantic, CT 06226; telephone (860) 465-0072.

Gk Mse e

Date Elsa Nunez
President
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2. INTERNAL COMMUNICATION

SECTION 46a-68-79
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EASTERN CONNECTICUT STATE UNIVERSITY
AFFIRMATIVE ACTION PLAN
SECTION 46A-68-79
INTERNAL COMMUNICATION

This section was in compliance in the previous filing of the Affirmative Action Plan and thete were
no proposals or recommendations.

1. The University’s Affirmative Action Policy statement and a summary of the objectives of the
University’s Affirmative Action Plan are published and distributed each year on campus. Copies
of the statement and objectives are also available in the Office of Equity, Diversity & Title IX
as well as on the website of the Office of Equity, Diversity & Title IX. All vice presidents,
deans, directors and department heads receive a copy (See attached Policy Statement). Internal
communications regarding the policy and plan include notice that employees may review and
comment on the Affirmative Action Plan at any time during the plan year. No comments have
been received.

2. The Vice President for Equity, Diversity & Title IX is a member of the President’s staff. The
Staff is regulatly informed on affirmative action recruiting, hiring, and promotional efforts, as
well as recent developments in legal aspects of affirmative action, compliance with the
Americans with Disabilities Act and new developments in sexual harassment law.

3. The Vice President for Equity, Diversity & Title IX meets with vice presidents, academic deans,
directors and department heads to discuss the goals of affirmative action including strategies
for recruitment.

4. The Vice President for Equity, Diversity & Title IX meets with each University search
committee to discuss recruitment and hiring strategies to ensute that affirmative action goals

are met. He also serves as a resource person for all search committees.

1. The Vice President for Equity, Diversity & Title IX maintains copies of all written and dated
affirmative action related communications and comments received. These comments are
attached at the end of this section.

1. Diversity and sexual harassment training were provided in both an in-person format as well
as via an online training program. Pursuant to 46a-54(15)(A) of the Connecticut General
Statutes, sexual harassment training was offered in-person on 9/28/2022 and on
3/29/2023. New Employees also had the option of completing the online sexual
harassment training offered by Connecticut’s Commission on Human Rights &
Opportunities (CHRO). Regatrdless of modality, training needed to be completed by
3/30/2023. The following employees completed the sexual harassment training:
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WM WF BM BF HM HF AAM AAF ™ TF TOTAL
12 19 2 1 9 5 0 0 1 0 49

Pursuant to 46a-54(16) of the Connecticut General Statutes, divetsity training was offered in-
person on 10/19/2022 and on 3/3/2023. The following employees completed the
diversity training:

WM WF BM BF HM HF AAM AAF ™ TF TOTAL

8 16 1 1 6 5 0 0 0 1 38
*AA: AAIANHNPI

2. Diversity and sexual harassment training have been provided for all management staff,
administrators, faculty, and classified staff.

3. Duversity training and sexual harassment training are ongoing, by having annual workshops
during the year and by including diversity training as one component of new faculty otientation
sessions and new staff otientation workshops.

4. In addition to diversity workshops, employees at Eastern have available diversity awareness
and sexual harassment resource materials including videos for check out and small group use.
Other University programs address these issued through speakers discussing issues of race,
ethnicity, gender, sexual harassment, and through innovative programs planned fot the entire

University community in both cutticular and co-curricular programs.

1. Employees may review and direct questions or comments concerning the agency’s Affirmative
Action Plan to the Vice President for Equity, Diversity & Title IX at any time during the plan
year.

2. Members of the University community reviewed the university’s Affirmative Action Plan and
university’s policies pursuant to the plan by discussing goal achievement, recruitment strategies,
legal interviewing strategies (especially for candidates with disabilities), and interpretation of
other affirmative action search procedures.

3. The Office of Equity, Diversity & Title IX distributed information related to the university’s
policy on sexual harassment and other nondiscrimination policies to all employees and student
groups. Information was also distributed to employees on the Americans with Disabilities Act.
All University policies related to affirmative action, sexual harassment, disability issues,
discrimination and search procedures are now posted on the University’s website for the Office
of Equity, Diversity & Title IX.

4. The Vice President for the Office of Equity, Diversity & Title IX met with university’s search
committees for unclassified and classified positions to discuss affirmative action goals,
tecruitment strategies, evaluation of candidates, and non-disctiminatory interviewing.
University search procedures were also reviewed with the committees. In addition, the Office
of Equity, Diversity & Title IX answered numerous queties during the search process coveting
all aspects of the search.
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The policy statement approved in the 2022 AA Plan was sent to faculty and staff on November 1,
2022.

From: Coleman,LaMar (Equity and Diversity)
Sent: Tuesday, November 1, 2022 12:46 PM
To: Faculty Distribution List <faculty@easternct.edu>; Admin Distribution List <admin@easternct.edu>

Subject: Affirmative Action Plan Approval Notification
Dear Colleagues,

| am pleased to inform the campus community that on October 12, 2022, President Nunez
appeared before the Connecticut Commission on Human Rights & Opportunities (CHRO) to
present Eastern’s annual Affirmative Action Plan/Report. We were notified on October 20, 2022
that the plan was approved with all sections noted as being in compliance.

In accordance with Section 46a-68-79 of the CHRO regulations, not only are we sharing the
University’s Affirmative Action Policy Statement signed by President NUfhez (see attached), but
we are also providing access to the 2022 Affirmative Action Plan for anyone who desires to
review and/or make comment on it. You can access the 2022 Affirmative Action Plan on the
Equity & Diversity website or by clicking: https://www.easternct.edu/equity-and-

diversity/ documents/aa-plan.pdf. Any comments about the plan or about Eastern’s non-
discrimination policies can be submitted to the Office of Equity & Diversity by April 1, 2023.

If you have any questions about the plan or about any of the initiatives spearheaded by the
Office of Equity & Diversity, please do not hesitate to contact me.

As always, | want to thank the university community for working together to uphold the principles
of justice, equity, diversity, and inclusion as we strive to make Eastern Connecticut State
University a welcoming community for all to work and learn.

Best wishes,

LaWar E. Coleman, EA.D.

(he, him, his) why pronouns matter

Vice President for Equity & Diversity

Gelsi-Young Hall - Administration Building, Office Suite 254

Eastern Connecticut State University

83 Windham Street | Willimantic, CT 06226

PHONE: (860)465-0072 | FAX: (860)465-0060 | EMAIL: colemanla@easternct.edu
WEBSITE: https://www.easternct.edu/equity-and-diversity/
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FASTERN CONNECTICUT STATE UNIVERSITY

IIMINDEAM STRES T« WITIIVANTIC, CONNTOT U7 000 s Sndd ja S-S il

AFFIRMATIVE ACTION POLICY STATEMENT

Fastern Connecucut State Lnuversite v commurted o achieving rthe full and fair participation of
women, people of color, people with disabtiities, and all other profected groups found to be
underutilized m the work force or adversely atfected by Universit policies or pracnces. Further, we
remain A rikint that individuals are not excluded due 1o ruce, color, rehgious creed, nanonal ongin,
ancestry, sex, ncluding pregnancy, sexunl harassment, transgender status, age, gender idonuy or
expresston, seaual onentaton, mantal status, generic mformation, physical disabilny, learning
disubthey, mrellectual disabiity. past or present hustory of mental disabiliy, workplace hazards 10
reproductive systemns, counmal records, veteran status or ans other condinon established by faw
unless there 15 a bona fide occupational requirement which excludes persons i one of the above
protected groups  Equal eployvment opportunsey and the goals of affirmatn ¢ action under Secnons
464 68 75 through 462-68-114 15 supported 0 all our endeavors.

Ax President of Fastern Connecticut State University, T opledpe my conunued comnuument and
support tor achieving comphance with the AMffimauve Acuon regulinons of the State of
Connecucut, for promoting cqual employvment opportunty, for advancny socal justice and equiry,
and for removing all disermunatory barniers related to hinng, cruployee tetenuon and promodon.

To ths end, Fastern Connccocur State Universiy has established procedures for reviewing
cmplovment policies and practices annually to ensure that baroers which may exclude protected
groups dre wdentities and clmimated  Fastem Connecncat St University continues an estabbished
record of promoung cquai emplovment opportunity i pnncple wad moacuon, The Uniersity
explores alternative approaches if any policy or practice = found to have a negaave tmpact on
protected groups and establishes procedures for any efforts that may be necessary to achueve
nondiscnnunation.

Our policy concermng “Fqual Emplovment Opporrumin ™ provides a system of emplovment and
promoton prachces under which individuals are mcluded 1n the parncipavon, advancement, and
benefits of the Umversine. The roie of afficmanyve action in cach step of the emplovment process s
detaied throughout our universiy procedures and incorporated within our atfirmauve action plan,
Fhe Oftice of Fquitv and Diveran approves all steps of the hinng process: job advertisements,
scarch committee composition, meerview pool and final candidate pool and supports affirmanve
action program goals.

Uhe University stnves to adoumister all rerms, condinons and henefits of emplovmenr in an cquitable
manner. We also recognize the hiring difficulaes experienced by members of protected classes and,
in parucular, people with disabilities and many older individuals. We therefore undertake measures
o remove amy phyvsical or atnitudinal barniers which may exist to achieve the full and fair utilizaton
ut all personsn the work force
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Eastern’s policy of non discrimunaton 1s not limited to employment practces but extends to services
and programs provided by the University. All executnve, administratve and supenvisory personncl
of the Unuversity are expected to discharge their affirmative action responsibilides in word and deed
consistent with the objective of establishing and implemendng affirmadve action and equal
employment opportunity.

As President of Eastern Connecticut State UCruvensity, 1 pledge to make every good faith effort to
realize our goals within the dmetables set forth in the Affirmanve Acdon Plan and as required by
perdnent state and federal legislanon. The person responsible for overseeing affirmanve acnon and
equal employment oppormunity is Dr. LaMar Coleman, Vice Prestdent tor Equity and Diversity,
Eastern Connecticut State University, 83 Windham Street, Willimantic, CT 06226; telephone (860
465-0072.

/913 Jaa S

D‘#c / Flsa M Nunez, Presi;ien_t". -
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FASTERN CONNECTICUT STATE UNTVERSITY
Office of Fquiry & Diversity

Nowvember 1, 2022

Dear Eastern Connecticut State University Colleagues:

Eastemn Connecticut State University values diversity in hiring and recognizes the
importance of promoting a policy of non-discrimination in employment. Each year, in
accordance with section 46a-68-79 of the Cannecticut Commission on Human Rights
and Opportunities (CHRO) regulations, the University affirmative action po'icies and
affirmative action plan are made available for review by the Eastern Connecticut State
University campus cormmunity, The 2022 Affirmative Action Plan for Eastermn Connecticut
State University was approved by a vote of the Commission on October 12, 2022 and is
naw available for review on the Office of Equity & Diversity website at

hitps:iiwww easternct eduwequity-and-diversity! documentis az-plan, pdi

The plan is also available via physical copies in the Office of Equity & Diversity as well
as the Office of the President which are both located on the 2™ Floor of Gelsi-Young
Hall.

in accordance with CHRO reguiations, agency employees as well as the community at-
large can provide comments regarding the most recent Affirmative Action Plan.
Comments nead {o be submilted 1o the Office of Equity & Diversity by April 1. 2023

If you have any questions about the 2022 Affirnative Actiort Plan or about the
University's non-discrimination policies, please cantact the Office of Equity & Diversity
at 860-465-5112.

j Siacerely,
-
K T

LaMar Coleman, E4.D.
Vice President for Equity & Diversity
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STATEMENT OF POLICY ON DISCRIMINATION AND SEXUAL HARASSMENT
EASTERN CONNECTICUT STATE UNIVERSITY

It is the policy of Eastern Connecticut State University that unlawful discrimination be prohibited in
education, employment and the provision of services by the University. Consequently, it shall be a
violation of University’s policy for any member of the University community to disctiminate against
any individual with respect to any terms, conditions, or privileges relating to employment or
attendance at the University because of such individual’s race, color, religious creed, national origin,
ancestry, sex, including pregnancy, sexual harassment, transgender status, age, gender identity or
expression, sexual orientation, marital status, genetic information, physical disability, learning
disability, intellectual disability, past or present history of mental disability, workplace hazards to
reproductive systems, criminal records, veteran status or any other condition established by law.
Sexual harassment is a type of discriminatory behavior. It is the policy of Eastern Connecticut State

University that no member of the academic community may sexually harass another.

It 1s also the policy of the University that no individual involved in a complaint process shall suffer
retaltation for participation in the process. Such retaliation shall not be tolerated at the University.

I. Definitions

A. Discrimination is defined as unequal treatment, or unlawful behavior that produces
unequal treatment, as defined in the Connecticut General Statutes, U.S. EEOC Guidelines,
Title VII of the Civil Rights Act of 1964 and Title IX of the Education Amendments of
1972. Sexual harassment, defined below, is considered discriminatory behavior.

B. Harassment is defined as unwelcome and offensive conduct that is based on race, color,
religion, sex (including sexual orientation, gender identity, ot pregnancy), national origin,
older age (beginning at age 40), disability, or genetic information (including family medical
history). Harassment becomes unlawful where (i) enduring the offensive conduct becomes a
condition of continued employment ot student status, or (ii) the conduct is severe or
pervasive enough to create a work or educational environment that a reasonable petson
would consider intimidating, hostile, or abusive. Anti-disctimination laws also prohibit
harassment against individuals in retaliation for filing a discrimination charge, testifying, or
participating in any way in an investigation, proceeding, ot lawsuit under these laws; or
opposing employment/educational practices that they reasonably believe discriminate
against individuals, in violation of these laws.

C. Sexual harassment is defined as unwelcome sexual advances, requests for sexual favors,
and other verbal or physical conduct of a sexual natute when: (i) submission to such
conduct 1s made either explicitly or implicitly a tetm ot condition of an individual’s
employment or academic performance or advancement; (i) submission to ot tejection of
such conduct is used as the basis for employment or academic decisions affecting such

Section 46a-68-79 9 of 20



individual; or (iii) such conduct has the purpose ot effect of unreasonably interfering with an
individual’s work or academic petformance, or of creating an intimidating, hostile, or
offensive working or academic environment. Gender harassment, defined as discriminatory
behavior towards an individual based on his or her gender, is a form of sexual harassment.

It may consist of the use of sexist language, illustrations, examples, and gestures that

demonstrate discriminatory behavior.

D. Retaliation is defined as adverse action against an individual because the individual has
engaged in, or may engage in, asserting rights protected by equal employment laws.

11. Contacts

A. Anyone alleging discrimination and/or harassment by an Eastern employee may contact Dr.
LaMar Coleman, Vice President for Equity, Divetsity and Title IX via email:
colemanla@easternct.edu, phone: 860-465-0072 or at his office which is located in room 254
of Gelsi-Young Hall.

B. Discrimination and harassment complaints may also be filed with the Connecticut
Commission on Human Rights and Oppottunities, the U.S. Equal Employment Oppottunity
Commission, or any other agency that enforces laws concerning discrimination.

C. Claims of discrimination or harassment by students are investigated in accordance with the
Guidelines for Student Rights and Responsibilities in the Student Handbook. Contact
Michelle Delaney, Vice President of Student Affairs via email: delaneymi(@easternct.edu,
phone: 860-465-5244 or at her office which is located in room 220 Gelsi-Young Hall.

Section 46a-68-79 10 of 20



EASTERN CONNECTICUT STATE UNIVERSITY
OFFICE OF EQUITY & DIVERSITY

INFORMATION ON THE AMERICANS WITH DISABILITIES ACT

The Americans with Disabilities Act of 1990 (ADA) became effective on July 24, 1992. It was
amended in 2008. It is regarded as the most significant civil rights legislation since the passage of the
Equal Pay Act of 1963, Title VII of the Civil Rights Act of 1964 and the Age Discrimination in
Employment Act of 1967. The overall impact of the ADA’s employment-related provisions (set forth
primarily i Title I of the Act) is to extend the prohibition against employment discrimination based
on disability to employees of private business’ and governmental entities other than the federal
government. Most public universities were already covered by Section 504 of the Rehabilitation Act;
however, the ADA expands several provisions of Section 504.

Public employees in Connecticut with a workforce of three or more employees were also already
subject to the Connecticut Fair Employment Practices Act, which prohibits employment
discrimination against individuals with a present or a history of mental disorder, mental retardation,
physical disability or learning disability. With the EEOC’s publication of its ADA regulations in July
1991, it 1s likely that the Connecticut Commission on Human Rights and Opportunities will begin to
mterpret and administer FEPA 1in accordance with the ADA.

As with Section 504, the ADA is not an affirmative action statue. Instead, it seeks to dispel stereotypes
and assumptions about disabilities and ensure equal opportunity and encourage full participation,
independent living, and economic self-sufficiency for disabled people. Not every disabled person 1s
covered by the ADA. As with Section 504, to be considered disabled under the ADA, a person must
have a condition that impairs a major life activity or have a history of such a condition or be regarded
as having such a condition. A disabled person must be qualified for the job, program or activity to
which he or she seeks access. To be qualified under the ADA (and Section 504), a disabled person
must be able to perform the essential functions of the job or meet the essential eligibility criteria of

the program or benefit, with or without a reasonable accommodation.

Both the ADA and Section 504 defmne disability within the same broad parameters. But the ADA goes
a step further than Section 504 and protects non-disabled people who are associated with or related
to a person with a disability. An employer may not discriminate against a qualified non-disabled
employee or applicant solely because his or her spouse, roommate or family member is disabled. For
example, it would be illegal to deny employment to a non-disabled person whose spouse has AIDS
because the employer fears that the employee will be absent frequently to attend to the spouse.

Section 46a-68-79 11 of 20



COVERAGE OF SUBSTANCE ABUSE

The ADA makes a significant change to the Rehabilitation Act concerning the coverage of substance
abusers. Previously, some courts had ruled that, in certain cases, current substance abusers were
“individuals with handicaps” for the purposes of Section 504, although there was disagreement on
this issue in the courts. Now, however, the ADA has amended the Rehabilitation Act to specifically
remove illegal drug users from the definition of individuals with handicaps.

The ADA also amends the Rehabilitation Act to provide that alcoholism is not considered a protected
disability if it intetferes with a person’s ability to work ot poses a threat to the propetty or safety of
e, 2 a t an emp who to per job

sib s not n e ADA or on 504 n if the e It of

an alcohol addiction.

In dealing with drug or alcohol abusers, employers are specifically permitted by Section 104 (c) of the
ADA to:
prohibit the use of alcohol or illegal drugs at the wotkplace by all employees;
prohibit employees from being under the influence of alcohol ot illegal drugs at the workplace;
require employees to follow the requirements of the Drug-Free workplace Act of 1988;

HEALTH AND SAFETY CONSIDERATIONS

nif e to
an and
ty o and

safety of others that cannot be eliminated by reasonable accommodation.”

The direct threat consideration probably receives the most attention regarding contagious diseases. As
with Section 504, the ADA protects people with contagious diseases, such as AIDS or tuberculosis,
unless their condition poses a direct threat to the health and safety of others, or they cannot perform
their jobs. Inits Title I regulations, the Equal Employ ty ion t
threat as a significant risk that cannot be eliminated ot re acc
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EASTERN CONNECTICUT STATE UNIVERSITY
OFFICE OF EQUITY & DIVERSITY

GUIDELINES FOR REASONABLE ACCOMMODATIONS IN EMPLOYMENT

Assurance of equal educational opportunity rests upon legal foundations established by federal law,
specifically the Rebabilitation Act of 1973 including Section 504, the Americans with Disabilities
Act of 1990 and its Amendment of 2008. Eastern Connecticut State University is committed to
the goal of achieving equal educational opportunity and full \participation for persons with disabilitses.
Thus, no qualified person shall be excluded Jrom participation in, be denied the benefits of, or

otherwise be subjected to discrimination in any program or activity on this campus

As part of the University’s compliance with the Americans with Disabilities Act, the University
has designated LaMar Colensan, V'ice President Jor Equity, Diversity & Title IX, as its ADA
Coordinator. An employee with a disability, which requires reasonable accommodation, should first
contact the Office of Human Resources, at 860-465-4650. A student who is requesting reasonable
ADA accommodations should first contact Brooks Scavone, at the Office of Accessibility Services
via ematl at: phone: 8604654661 or at their office which is located in
Wood Support Services, room 201. Both untversity employees and students should contact Dr.
LaMar Coleman of the Offfice for Equity, Diversity & Title IX, should they feel their request have
not been met by the corresponding office. You may reach Dr. Coleman via email at

Dphone at 860-465-0072, or by stopping by bis office which is located in
Gelsz-Y oung Hall, room 254.

Explanation of Terms:

Disability: The term “disability” means, with respect to an individual — a) a physical or mental
impairment that substantially limits one or more of the major life activities of such individuals; b)
a record of such impairment; or c) being regarded as having such an impairment. 42 U.S.C. sec
12102(2)

Substantially lhimits: The term “substantially limits” means i) unable to perform a major life activity
that the average person in the general population can perform; or ii) significantly restricted as to
the condition, manner or duration under which an individual can perform a particular major life
activity as compared to the condition, manner or duration under which the average person in the
general population can petform that same major life activity. 29 C.F.R. sec 1630.2 (j)
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Reasonable accommodation: A reasonable accommodation is requited if determined that the claimed
impairment substantially limits one or more “major life activities”. The term reasonable
accommodation may include — a) making existing facilities used by employees readily accessible to
and usable by individual with disabilities; and b) job restructuring, part-time or modified work
schedules, reassignment to a vacant position, acquisition or modification of equipment or devices,
appropriate adjustment or modifications of examinations, training materials or policies, the
provision of qualified readers ot interpreters, and other similar accommodations for individuals
with disabilities. 42 U.S.C. sec. 12102 (9)

Applicant/Employee Responsibility:

e Applicant or employee must meet the threshold of determination that a) the physical or mental
impairment substantially limits one or mote of the major life activities of such an individual; b)
a record of such an impairment; or c) being regarded as having such an impairment. 42 U.S.C.
sec. 12102 (2)

e Applicant or employee must present documentation that identifies that the individual i) is
unable to perform a major life activity that the average person in the general population can
perform; or ii) is significantly restricted as to the condition, manner or duration under which
an individual can petform a patticular major life activity as compared to the condition, manner,
ot duration under which the average person in the general population can perform that same
major activity. 29 C.F.R. sec. 630.2 (j)

e Applicant or employee must be qualified i.e., must satisfy the prerequisites for the position,
including the approptiate educational background, work experience, skills, certification, or
licenses.

e Applicant or employee must be able to perform the essential functions of the position held or
desired with or without reasonable accommodation.

e Applicant or employee must notify employer that an accommodation s needed for full
participation 1n the employment process.

e Applicant or employee should be willing to discuss possible ways for providing a reasonable

accommodaton.

Employer Responsibilities /Procedures for Documentation Review:

e Applicant or employee requesting “reasonable accommodation” in accordance with the
Americans with Disabilities Act of 1990 and ADA Amendment Act of 2008 should contact
the Office of Human Resources at FEastern Connecticut State University. If the
accommodations are not met through Human Resoutces, then the employee should contact
the Office of Equity, Diversity & Title IX.

® When a reasonable accommodation is requested, the applicant or-employee should be able to
discuss the specific job-related limitations imposed by the person’s disability and explain how
the limitation may be overcome with a reasonable accommodation.
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In a request for reasonable accommodation, applicants/employees must meet the threshold
determination that the physical or mental impairment substantially limits one ot more of the
major life activities of such individual. That the individual is unable to perform a major life
activity that the average person in the general population can petform; or significantly restricted
as to the condition, manner, or duration under which the average person in the general
population can perform that same major life activity. 29 C.F.R. sec. 1630.2 G

The University may request that the following documentation be provided when a request for

reasonable accommodation is made:

I Provide the name, title, and professional credentials
of the medical evaluator. Include the license or certification as well as the area of
specialization. Professionals conducting the assessments and rendering diagnosis must
have training in differential diagnosis and the full range of psychiattic disordets.

1L Provide current documentation telated to evaluations completed
since the condition was diagnosed. Include relevant testing and diagnostic reporting as

approptiate.
I11.

1. Provide historical documentation establishing the medical
condition, symptomology, or evidence of ongoing behavior indicative of having the
disorder. Provide relevant history of prior therapy or medical treatment as well as
cutrent therapy ot treatment.

2. Provide an evaluative summary based on the completed medical
documentation.

3. Provide an interpretative summary of the effect of
the ongoing behavior on an ability to perform job responsibilities.

4, Provide  recommendations for workplace
accommodations that address the impairment as substantiated by the comprehensive
evaluation.

Notation: The University reserves the right to request a medical e n by a University designated medical
representative.

The employer will provide a determination of whether an individual meets the threshold in
accordance with the Americans with Disability Act of 1990 and the ADA Amendment Act of
2008, as demonstrated by the documentation submitted.

Reasonable accommodations are recommended for those individuals meeting the threshold
determination.

Consideration is given to the individual’s preference in selecting and implementing the
reasonable accommodation that is most appropriate for the applicant or employee and the
employer.
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The Advisory Committee on People with Disabilities:

The committee assists the University’s administration in addressing and resolving problems related
to employees, students and visitors with disabilities. The committee monitors progtess on the ADA
Facilities Plan which addresses the accessibility of the University’s buildings and programs. The
committee is composed of senior administrators, faculty and directors of major programs.

LaMar Coleman, Ed.D. Vice President for Equity & Diversity

Michelle Delaney Vice President Student Affairs

Terry D. Roye, AIA Associate Vice President for Facilities Management
Brooks Scavone Director of AccessAbility Services

Christopher Ambrosio Directot of Opportunity Progtams
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AFFIRMATIVE ACTION PROGRAM EVALUATION
April 1, 2022 — March 31, 2023

This evaluation is being provided in accordance with Section 46a-68-47 “Internal Program
Evaluation” of State Regulations: Affirmative Action by State Government. Your responses to the
following questions are tequired as patt of an evaluation of the Affirmative Action Program for this
treporting period. Please read each question carefully before responding.

Name: William Salka

Title: _Provost and Vice President for Academic Affairs

1. How would you assess the affirmative action goal achievements in 2022-2023 for your respective
division? What aided and what challenged goal achievements in your division?

While we did not hire any full-time faculty in the previous year due to budget constraints, we
continue to strive for diversity in Academic Support staff we have hired. We have a number of
SOUAF searches currently underway and will work to ensure those hires closely reflect the
demographics of our students.

2. What comments/feedback do you have about the search procedures being used at the university
(462-68-79)? What works well and would should be improved?

The fact that the VP of Equity and Diversity meets with every search committee is very
beneficial as that reenforces the University’s commitment to diversity in who we hire. The
process has become more detailed under the new VPED, but that is a good thing.

3. What 1s your assessment of Eastern’s 2022 Affirmative Action Plan? Are the internal and
external communications efficient? Are the programmatic and hiring goals reasonable? Is the
grievance procedure widely known and effective? For reference, you can view a copy of the plan
by clicking: 2022 Affirmative Action Plan

The 2022 plah is excellent with reasonable goals and communication to all stakeholders.
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AFFIRMATIVE ACTION M EVALUATION
A 11,2022 — March 31 2023

This evaluation is being provided in accordance with Section 46a-638-47 “Internal Program
Evaluation” of State Regulations: Affirmative Action by State Government. Yout responses to the
following questions are required as part of an evaluation of the Affirmative Action Program for this
teporting period. Please read each question carefully before responding.

Name: Tames R Howarth

Title: Vice President + Finance & Administration

1.

How would you assess the affirmative action goal achievements in 2022-2023 for your respective
division? What aided and what challenged goal achievements in your division?

We experienced mixed success with filling positions in the current job market with some

positions having small candidate pools due to a lack of interest in the specific position. We
employees transferring to other state agencies reflecting the large number of open

positions within state service. In general, we have not filled as many positions as expected when

the goal was established due to the job market and university financial conditions.

We continue to make our best e  rts with increased advertising and feel confident we were

provided with the best possible diversity in our applicant pool and final candidate selection.

What comments/feedback do you have about the search procedures being used at the untversity
(462-68-79)? What works well and would should be improved?

The university search procedures are well documented, each search committee is informed of
the process at the beginning of each search. There is ample time for questions and discussion of
process in the initial meeting and then the search chair 1s responsible to lead the committee
through the entire process. I believe the process is well developed and meets our requirements.

What is your assessment of Eastern’s 2022 Affirmative Action Plan? Are the internal and
external communications efficient? Are the programmatic and hiring goals reasonable? Is the
grievance procedure widely known and effective? For reference, you can view a copy of the plan
by clicking:

I believe the communication is effective and grievance procedures are widely known and
understood. Our ability to meet g goals is dependent on the available pool of candidates and
the number of positions we are see g to fill. These factors need to be taken into consideration
when evaluating success.
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AFFIRMATIVE ACTION PROGRAM EVALUATION
April 1, 2022 — March 31, 2023

This evaluation is being provided in accordance with Section 46a-68-47 “Internal Program
Evaluation” of State Regulations: Affirmative Action by State Government. Your responses to the
tollowing questions are required as patt of an evaluation of the Affirmative Action Program for this
reporting period. Please read each question carefully before responding.

Name: Michelle M. Delaney

Title: Vice President of Student Affairs

1. How would you assess the affirmative action goal achievements in 2022-2023 for your respective
division? What aided and what challenged goal achievements in your division?

Student Affairs worked diligently to help meet the affirmative action goals for the year. The
division remains committed to finding diverse candidate pools and has canceled searches when
there 1s a clear lack of diversity.

2. What comments/feedback do you have about the search procedures being used at the university
(462-68-79)? What works well and would should be improved?

Opver the past year many of the search procedures have been streamlined and forms updated.
This has aided the search committees with completing their reports morte easily.
Ensuring there is a diverse candidate pool continues to be a struggle.

3. What is your assessment of Eastern’s 2022 Affirmative Action Plan? Are the internal and
external communications efficient? Are the programmatic and hiring goals reasonable? Is the

grievance procedure widely known and effective? For reference, you can view a copy of the plan
by clicking: 2022 Affirmative Action Plan

The information pertaining to searches, gtievances, and hiring goals is readily available to anyone
who 1s interested. The VP of EQOD is also available to answer questions and assist with any
concerns that arise from search committee members.
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AFFIRMATIVE ACTION PROGRAM EVALUATION
April 1, 2022 — March 31, 2023

This evaluation is being provided in accordance with Section 46a-68-47 “Internal Program
Evaluation” of State Regulations: Affirmative Action by State Government. Your responses to the
following questions are required as part of an evaluation of the Affirmative Action Program for this
teporting pertod. Please read each question carefully before responding.

Name: Garrett Bozylinsky

Title: Chief Information Officer

1. How would you assess the affirmative action goal achievements in 2022-2023 for your respective
division? What aided and what challenged goal achievements in your division?

| am impressed with the success of the office that sets high standards of
achievement.

2. What comments/feedback do you have about the search procedures being used at the university
(462-68-79)? What wotks well and would should be improved?

| think the search procedures have improved greatly. Everything is clearer and more
streamlined.

3. What 1s your assessment of Eastern’s 2022 Affirmative Action Plan? Are the internal and
external communications efficient? Are the programmatic and hiring goals reasonable? Is the

grievance procedure widely known and effective? For reference, you can view a copy of the plan
by clicking: 2022 Affirmative Action Plan

From my perspective, | find these procedures appropriate and conducive to the goals of
the plan.
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3. EXTERNAL COMMUNICATION and
RECRUITMENT STRATEGIES

SECTION 462a-68-80
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EASTERN CONNECTICUT STATE UNIVERSITY
AFFIRMATIVE ACTION PLAN
SECTION 46a-68-80
EXTERNAL COMMUNICATION AND RECRUITMENT STRATEGIES

This section was in compliance in the previous filing of the Affirmative Action Plan and there were

no proposals ot recommendations.

Eastern Connecticut State Unsversity develops means of recruiting goal candidates for current position.

1. The Vice President for Equity & Diversity shares and updates the affirmative action hiring and
promotion goals with the President’s senior staff regularly. The university advertises its current
openings on ethnic and minority media to target goal candidates. The Office of Equity & Diversity
also provides special funds to bring goal candidates to campus for interviews.

2 Notices of vacant unclassified job positions were sent to professional journals, publications
targeted to reach a minority readership, and to individuals and agencies listed on the recruitment
contact list. Deans, Directors, Vice Presidents and search chaits also made personal contacts to

recruitment soutces.

3 All faculty and administrative positions wete advertised nationally to attract a large and divers
pool of candidates. Ads were placed in the Chronicle of Higher Education, and
insidehighered.com as well as publications which tatget minority candidates, such as Diverse
Issues in Higher Education, Hispanic Outlook or the Hartford Inquiter. Any other positions for
which hires could be made without using certification lists were advertised statewide.

4. Members of all faculty and administrative search committees wetre asked to make extensive
petsonal contacts in order to enlarge the pool of female and minoxity candidates. Some searches

were cancelled or extended if a diverse pool of finalists was not identified.

Eastern Connecticut State University maintains a public record as an affirmative action/ equal opportunity employer:

1. The Vice President maintains an updated list of individuals, newspapers, and organizations to be
contacted as recruitment sources. All position announcements ate sent to appropriate sources with
a letter requesting their assistance in actively recruiting and referring qualified member of protected
groups. All advertisements and position announcements contain a statement of the university’s

commitment to affirmative action. (See recruitment list)

2. The University notifies all bidders, contractors, subcontractors, and suppliers of its Affirmative
Action Policy. This notice includes a statement that the University will not knowingly do
business with any bidder, contractor, subcontractor, or supplier of materials debarred from
participatio ors act program or found to b any state ot
federal anti law. President of Finance and s responsible
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for overseeing the contract compliance requirements covered by Section 4a-60 and 4a-60a as
amended by Public Act 83-569 of the Connecticut General Statutes.

All employment advertisements contain a reference to Eastern’s commitment to affirmative action
and 2 statement that Eastern Connecticut State University is actively seeking members of
underrepresented groups to diversify its workforce. No advertisements exclude people by gender
or age, or any other protected classes. (See sample ads)

On 2 yearly basis, the Vice President for Equity & Diversity notifies all unions which represent
agency employees for collective bargaining purposes that the University is an affirmative action
employer and invites all unions to review and comment upon the agency’s affirmative action plan.
(See letters)

The University has undertaken positive relationship b activity to ensure that affirmative action is more than a

paper cormmitment.

1.

The Vice President and the Chief Human Resources Officer as well as other university
management officials make personal contacts with local, state and national recruitment sources in
a persistent effort to maintain a successful recruitment program.

Eastern Connecticut State University does not knowingly do business with any bidder, contractor,
subcontractor, or supplier of matetials who discriminates against protected class members. The
University promptly reports any behavior inconsistent therewith to the Commission on Human
Rights and Opportunities or other appropriate authorities and shall encourage bidders,
contractors, subcontractors, and suppliers of material to develop and implement affirmative action
plans. The participation of minority businesses which meet established qualifications as regulated
by Sections 4a-61 or 32-9f shall be solicited and encouraged.

The University makes intensive recruitment efforts and contacts local, state, and national
universities, organizations and computer job data banks for referrals of protected class individuals
for employment. Additionally, the university places ads in publication sources that target
underutilized protected class audiences, such as and

Qutlook.

All collective bargaining contracts involving employees of the Connecticut State Colleges and
Universities contain a non-discrimination clause.

The following steps were taken in this reporting petiod to comply with the elements related to
contract compliance:

Section 46a-68-80 Page 3 of 44



All potential and actual bidders, contractors, subcontractors and suppliers of material were notified of
Eastern’s affirmative action policy. The notice included the statement that the university will not
knowingly do business with any bidder, contractor, subcontractor or supplier of matetials who
discriminated against any members of any class protected under S4a-60 of the Connecticut General
Statues.

The participation of minority business enterprises meeting qualifications established in regulations
pursuant to 4a-61 or 32-9f of the Connecticut Genetal Statutes or federal law was solicited and
encouraged.

Eastern doesn’t knowingly do business with any bidder, contractor, subcontractor or supplier of
materials who was debarred from participation in any federal or state contract program or who was
found to be in violation of any state or federal antidiscrimination law. If any such behavior had come
to the attention of the university, it would have been reported to the appropriate authority. All bidders
for projects for $100,000 and above were required to submit an affirmative action plan. All other
contractors, subcontractors, bidders and suppliers of matetials were encouraged to develop and
implement affirmative action plans of their own.

d 32-9f:

Pursuant to contract compliance requirements of 4a-60 and minority business enterprise contracting
requirements of Connecticut General Statute 32-9f, Small Contractor and Minority Business
Enterprise (MBE) Utilization Report (Forms CHRO 1 and 2), quarterly summaries are included in
this section. In addition, Eastetn shall document instances of good faith efforts and activities to award
a fair proportion of contracts to minority business enterprises.

The Eastern Connecticut State University Small Contractor and Minority Business Enterprise Reports
for four fiscal quarters have been included. Also included in this section are copies of documents
which will demonstrate Eastern’s good faith efforts to achieve the contract compliance set aside goal.

This university has worked with the Department of Administrative Services, the Department of
Economic and Community Development and the Commission on Human Rights and Opportunities
to eliminate unnecessary duplication of effort and expense where possible.
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Pursuant to Connecticut General Statute 46a-68-35 (d)

The university maintains the names and addresses of each organization, recruiting source, bidder, sub-
contractor, supplier of materials, publications and unions receiving notice of the agency policy in 2
vendor file in the Purchasing Department. Copies of communications, ads and contract provisions
related to nondisctimination clauses are included in this section.

Pursuant to Connecticut General Statute 46a-68-49 (Innovative Programs)

The university’s efforts to carry out “good faith efforts” and activities to award a fair proportion of
the university’s contracts to minority business enterprises include:

The university has used the updated Small Business Set Aside Directory and the Minority and Women
Owned Directory to advertise and award contracts and purchases to meet goals.

Eastern advertised bids in area newspapers to try to increase the number of minority vendors,
patticularly those in the construction field.

External Communication Additions

List of recruitment soutces - - agencies, colleges, etc.
Sample ads.
Copies of letters sent to union leaders.

el e

Quartetly reports on contract compliance
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FEMALE AND MINORITY CONTRACT LIST

President Terrence Cheng

Board of Regents for Higher Education
39 Woodland Street

Hartford, CT 06105

860.723.0011

Arleen Cohen, Executive Director
Center for Latino Progress

95-97 Park Street, 2nd floor
Hartford, CT 06106

Arleen Cohen@ctprf.org
860-247-3227

Ms. Tanya Hughes., Executive Director
CHRO

450 Columbia Boulevard

Hartford, CT 06103

860.541.3400

Ms. Letisa Vereen, President

National Association of University Women
1001 E Street S.E..

Washington, DC 20003

Telephone: 202.547.3967

CT Labor Dept./American Job Center
Tyler Square

1320 Main Street

Willimantic, CT 06226

860.450.7603

Dr. Mary Ellen Jukoski, Ed.D., President
Three Rivers Community/Technical College
574 New London Turnpike

Norwich, CT 06360

860.215.9001

MJukoski@threerivers.edu

Section 46a-68-80

Ms. Adrienne W. Cochrane, J.D., Chief
Executive Officer

The YWCA of the Hartford Region
135 Broad Street, Hartford, CT 06105
Ywecainfo@ywcahartford.org
860.525.1163

New Haven Board of Education
Yesenia Rivera, President

Gateway Center, 54 Meadow Street
New Haven, CT 06519
203.946.8969

Email: Yesenia.rivera@nhboe.net

Kathleen Holgerson, Director
UConn Women’s Center
2110 Hillside Rd., Unit 3118
Storrs, CT 06269
860.486-4738

Mr. Kenneth A. Barela, Chief Executive
Officer

Hispanic Health Council
175 Main Street

Hartford, CT 06106
860.527.0856 /
info@HispanicHealthcouncil.org

Dr. William T. Brown, CEO

Gateway Community Technical College
20 Church Street

New Haven, CT 06510

203.285.2000

Ms. Deborah Dorfman, Executive Director
Disability Right Connecticut

846 Wethersfield Avenue

Hartford, CT 06114

860.297.4300
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Ms. Lena Rodriguez, President

Community Renewal Team of Greater Hartford
555 Windsor Street

Hartford, CT 06120-2418
860.280.0100/860.560.5600 \

Ms. Maxien Robinson-Lewin, President
NAACP, Greater Hartford Branch

P.O. Box 1012

Hartford, CT 06143

860.253.2750

Jean Jordan, President

NAACP, New London Branch
P.O. Box 987

New London, CT 0320

Phone: 860-439-1423
http://www.newlondonnaacp.org/
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Ms. Doris Dumas, President
NAACP, Greater New Haven Branch
515 Whalley Avenue

New Haven, CT 06511

203.389.7275

Leah Ralls, President
NAACP, Windham Chapter
P.O. Box 412

Willimantic, CT 06226
Phone: 860-230-6911
info@windhamctnaacp.org
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KEY AFFIRMATIVE ACTION DIRECTORS

Mzt. Nicholas D’Agostino

Director of Equal Employment Opportunity
CSCU - Board of Regents for Higher Education
61 Woodland Street

Hartford, CT 06105

860.723.0727/ ndagostino@commnet.edu

Ms. Paula Rice

Director of Diversity and Equity
Southern Connecticut State University
501 Crescent Street

New Haven, CT 06515

203.392.5899/ ricep1@southernct.edu

Dr. LaMar Coleman

Vice President for Equity & Diversity
Eastern Connecticut State University

83 Windham Street

Willimantic, CT 06226

860.465.0072/ colemanla@easternct.edu

Charlene M. Russell-Tucker

Commissioner

Connecticut State Department of Education
450 Columbus Boulevard

Hartford, CT 06103

860.713.6543/ Charlene.russell-

tucker(@ct. gov

Amanda Anduaga-Roberson,

Equal Opportunity Employment Manager
Connecticut State Dept. of Public Health
860.509.7267/ Amanda.anduaga-

robers on@,ct.gov
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Dr. Craig Wright

VP for Equity & Inclusion

Central Connecticut State University

1650 Stanley Street, Davidson Hall, RM 119
New Britain, CT 06050

860.832.0178 / craig.wright@ccsu.edu

Ms. Jesenia Minier

Chief Diversity Officer

Western Connecticut State University
181 White Street

Danbury, CT 06810

203.837.8277/ minierj@wecsu.edu

Letissa Reid, Esq., Associate VP
Office of Institutional Equity
University of Connecticut

241 Glenbrook Road — Wood Hall
860.486.2943/ equity(@uconn.edu

Dr. John-Paul Chaisson-Cardenas

Vice President for Diversity, Equity, & Inclusion
CT State Community College

185 Main Street

New Britain, CT 06051

860.612.7056/ jchaisson-

cardenas@commnet.edu
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Recruitment Sources:

Newspapers
Chronicle of Higher Education

Hartford Courant

Boston Globe

Manchester Journal Inquirer

Norwich Bulletin

New Haven Register

New London Day

University of Connecticut Daily Campus
Willimantic Chronicle

Att Search

Chemical and Engineering News
College and Research Libraries News,
Diverse Issues in Higher Education
Hispanic Outlook

Nottheast Minority News

Websites

www.higheredjobs.com

www.jobecentral.org/ct

www.careerbuilder.com

www.academickevs.com
www.hotjobs.com

www.ctjobs.com

www.indeed.com

www.monster.com

WwWw.rice.com

www.craigslist.org .

www.easternct.edu/humanresources /jobs.html

www.wihe.com

www.diversejobs.net

www.hispanicprotal.com

www.herc.org
www.h-net.org/jobs/

www.studentaffairs.com

www.oecollaborative.com

WWW.ACDA.0Lg
www.theplacementexchange.org
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Organizations

American Association of Colleges for Teacher Education
American Political Science Association

American Psychological Association Monitor

American Psychological Society

American Sociology Association Employment Bulletin
Association of Black Sociologists

Association of International Education

Black Coaches Association

College Art Association

College Student Personnel

Connecticut Women’s Studies Administration Coalition
Hartford Association for the Education of Young Children
Historically Black Colleges and Universities

National Academic Advisory Association

National Association of Diversity Officets in Higher Education
NCAA News

Northeastern Educational Research Association

Society of College and University Planners

Society for Historians of American Foreign Relations
Women 1n Higher Education

Mailing List/Listserv/Certification List
ECSU Jobs Mailing list
State of Connecticut Certification Lists

Minority and Women Doctoral Ditectory
NACWAA Listserv

ACPA Latino listserv

CSP Job Lstserv.

Ecology-L

New England Library Association Listserv
College Library Listserv

BCALANational listserv

NEAalext listserv

SAANews listservCollege Health listserv
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Page 10 of 44



Employee Recruitment in Higher Education
Including Race/Gender Specific Resources

ABILITY LINKS

Advocacy program that matches job-ready
people with disabilities to employers.
https://abilitylinks.org/

ACADEMIC CAREERS ONLINE

Online service for faculty, research, post-
doctoral, adjunct, library, administrative, and
senior management positions at colleges and
universities.

https://academiccareers.com/

ACADEMIC DIVERSITY SEARCH
Nationwide employment resource specializing in
connecting women and minorities with academic
institutions that truly value diversity.
https://www.academicdiversitysearch.com

ACADEMIC KEYS
A leading source for academic employment.
https://www.academickeys.com

ACADEMIC SEARCH INC.

Company that works exclusively for colleges
and universities in their search for presidents and
senior administrators.
https://academicsearch.org/

AFRICAN AMERICAN REVIEW

Resource that promotes lively exchange among
writers and scholars in the arts, humanities, and
social sciences.

https://afamreview.org/

AMERICAN ASSOCIATION FOR
ACCESS, EQUITY, AND DIVERSITY
Professional organization that helps members to
be more successful and productive in their
careers as well as promoting an understanding of
Affirmative Action and equality in employment.
https://www.aaaed.org/aaaed/default.asp
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AMERICAN ASSOCIATION OF BLACKS
IN HIGHER EDUCATION

Organization that addresses the pipeline of
Black faculty and staff in higher education.
https://aabhe.education/

AMERICAN ASSOCIATION OF PEOPLE
WITH DISABILITIES

Organization that helps unite the diverse
community of people with disabilities.
https://www.aapd.com/

AMERICAN ASSOCIATION OF
UNIVERSITY WOMEN

the nation's leading voice promoting equity and
education for women and girls.
https://www.aauw.org/

AMERICAN COLLEGE HEALTH
ASSOCIATION

The principal leadership organization for the
field of college health and provides services,
communications, and advocacy
https://www.acha.org/

AMERICAN COLLEGES AND
UNIVERSITIES ASSOCIATION

The leading national association concerned with
the quality, vitality, and public standing

of undergraduate liberal education
https://www.aacu.org/

AMERICAN COUNCIL ON EDUCATION
ACE provides leadership on key higher
education issues and influences public policy
through advocacy, research, and program
initiatives.
https://www.acenet.edu/Pages/default.aspx
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AMERICAN EDUCATIONAL RESEARCH
ASSOCIATION

Concerned with improving the educational
process by encouraging scholarly inquiries
related to education and evaluation, and by
promoting the dispersal and practical application
of research results.

https://www.aera.net/

AMERICAN INDIAN HIGHER
EDUCATION CONSORTIUM

Through ATHEC, our colleges continue to work
together to influence policy and establish
programs in all facets of higher education.
http://www.aihec.org/

ASSOCIATION OF AMERICAN
UNIVERSITIES

A nonprofit organization of 62 leading public
and private research universities in the United
States and Canada.

https://www.aau.edw/

BLACK CAREER WOMEN

A non-profit, tax-exempt organization conceived
by black women for the professional
development of black women.
https://abwhe.org/

BLACK ENTERPRISE & BLACK
ENTERPRISE MAGAZINE

A financial empowerment, is the premier
business, investing, and wealth-building
resource for African Americans.
https://www.blackenterprise.com/

BLACKS IN HIGHER ED

A job board committed to increasing qualified
minority candidates for staff, faculty and
management employment opportunities at
colleges and universities.

https://www .blacksinhighered.com/search-jobs/
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COMMISSION ON ACCESS, DIVERSITY
AND EXCELLENCE

Serves as a national action forum for addressing
relevant diversity and social change issues
affecting learning, discovery, and engagement at
American colleges and universities.
http://www.aplu.org

CONGRESIONAL HISPANIC CAUCUS
INITIATIVE

Develops the next generation of Latino leaders
with a clear vision of a strong America made
possible with the many contributions of
educated and civic-minded Latino leaders
engaged in and contributing to all aspects of
U.S. society

https://chci.org/

CONNECTICUT ASSOCIATION ON
HIGHER EDUCATION AND DISABILITY
Develops communication, cooperation, and
coordination among institutions of higher
education on issues relating to individuals with
disabilities and provide professional
development for Association member.
http://www.ctahead.org)

CONNECTICUT ASSOCIATION OF
LATINOS IN HIGHER EDUCATICN

A non-profit organization dedicated to
promoting the participation of Latinos in
different areas of post-secondary education in
Connecticut.

https://calahe.org/

COUNCIL OF COLLEGES OF ARTS AND
SCIENCES

A national association of baccalaureate degree-
granting colleges of arts and sciences whose
purpose is to sustain the arts and sciences as a
leading influence in American higher education.
http://www.ccas.net
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COUNCIL FOR OPPORTUNITY IN
EDUCATION

Dedicated to furthering the expansion of
educational opportunities throughout the United
States.

http://www.coenet.org

DIVERSITY.COM
Provides a trusted method for recruiting the
best and brightest job seekers.

Diversity.com

DIVERSITY INC.

Provides a wide range of diversity issues and
updates news articles regarding diversity. They
also provide areas to network and to post
resumes for potential employers.

hitps://www.diversityinc.com/

EQUALITY MAGAZINES

Provide visitors with opportunities to reach a
variety of unique markets and enhance
recruitment and marketing efforts.
https://equalitymagazines.com/

HBCUCONNECT

Provides a platform for networking, professional
opportunities, educational opportunities and
connections with organizations that are looking
to hire.

http://www.hbcuconnect.com

HISPANIC ASSOCIATION OF COLLEGES
& UNIVERSITIES

HACU is the only national educational
association that represents Hispanic-Serving
Institutions (HSIs)

http://www.hacu.net

HISPANICS IN HIGHER ED

A job board committed to increasing qualified
minority candidates for staff, faculty and
management employment opportunities at
colleges and universities.
https://www.hispanicsinhighered.com/search-
1obs/
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IHISPANO

The nation's premier professional networking
site and job board for Latinos in the United
States and serves as a resource for connecting
aspiring and accomplished Latino professionals
with employers.

https://www.ihispano.com/

IMDIVERSITY INC.

Dedicated to providing career and self-
development information to all minorities.
https://imdiversity.com/

INSIGHT INTO DIVERSITY

Connects diverse professionals with institutions
and businesses that embrace a workforce that
reflects the world today
https://www.insightintodiversity.com/

JOURNAL OF BLACKS IN HIGHER
EDUCAITON

Offers multiple online advertising options for
academic institutions and affiliated agencies.
http://www.jbhe.com

LATINO PROFESSIONAL NETWORK
Creates career, educational and social
opportunities for Latino professionals,
connecting Latino professionals and college
students with each other, and with employers
seeking to identify, retain and develop Latino
talent.

http://www.lpnonline.com

LEAGUE OF UNITED LATIN AMERICAN
CITIZENS

Advances the economic condition, educational
attainment, political influence, health and civil
rights of Hispanic Americans.

https://lulac.org/
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NATIONAL ASSOCIATION FOR EQUAL
OPPORTUNITY IN HIGHER EDUCATION
Not-for-profit umbrella organization of the
nation's Historically Black Colleges and
Universities (HBCUs) and Predominantly Black
Institutions (PBIs).

http://www.nafeonation.org

NATIONAL COALITION OF BLACK
WOMEN (NCBW)

Persistently works to address the problems of
women that affect their families, their
communities, and themselves, and they
aggressively began to reach out to other Black
women and to mobilize their emerging strength
into a visible and influential force
https://ncbw.org/

NATIONAL CONFERENCE ON RACE &
ETHNICITY IN HIGHER EDUCATION
A resource for higher education institutions,
providing an annual multicultural forum for
people of color.

https://ncore.ou.edu/en/

NATIONAL COUNCIL ON DISABILITY
An independent federal agency charged with
advising the President, Congress, and other
federal agencies regarding policies, programs,
practices, and procedures that affect people with
disabilities.

http:/www.NCD.gov

NATIONAL INDIAN EDUCATION
ASSOCIATION

The premiere organization advocating for
educational excellence, opportunity, and equity
for Native students

http://www.niea.org

NATIONAL MINORITY TECHNOLOGY
COUNCIL

Strives to create a relevant platform that captures
the need for growth, access, and opportunity but
their true competitive resolve rests in the ability
to ignite the interest of urban youth towards the
industry.

http://www.nmtcimpact.org
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NEMNET- MINORITY RECRUITMENT
Aspires to be the premier resource in the
identification and recruitment of minority
teachers, professors, administrators and coaches
in North America

https://www.nemnet.comy/

UNIVERSITY JOB BANK

an online recruiting/ career service that delivers a
simple and cost effective way for higher
education institutions and other organizations to
recruit the right people.
http://www.universityjobs.com

WOMEN IN HIGHER EDUCATION
(WIHE)

Designed to help smart women on campus get
wise about how gender affects their being
successful in the male-dominated world of
higher education

http://www.wihe.com

WOMEN IN ACADEMIA REPORT

Reports on trends concerning women in all areas
of higher education and discusses important
issues of gender equity.
http:/www.wiareport.com

WOMEN FOR HIRE

Offers a wide variety of career- related
information and videos geared to working
women, and an online job board that helps
leading employers connect with top-notch
professional women in all fields.

Women For Hire | Career Advice. Work From
Home, Job Board, Resume Templates

WORKPLACE DIVERSITY
a source for recruiters who want to make a good
faith effort to reach experienced diversity talent.
https://workplacediversity.com/
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SAMPLE ADVERTISEMENTS

Associate Vice President for Facilities
Management and Planning

Employer

Eazterr Cornecticut State Uriversity
Locatien

Willimantic, Connecticut

Salary

commensurate with experience

Posted Dule
Now 1, 2022

View more

Apply now

Send job

I
3
T

Eastern Cennecticut State University is seeking a qualified candidate to fill
the Assaciate Vice President for Facilities Management and Planning
position. Eastern i5 located in Willimantic Connecticut 1.5 howrs from Bostan
and 2 hours from New York City. Eastern is one of four universities in the
Connecticut State College and University System (CSCU) and a3 state

university employees enjoy substantial health and retirement benefits.

The Associate Vice President for Facilities Management & Planning Operates



under the direction of the Vice President for Finance and Administration and
is responsible the implementation of the campus Master Plan, overseeing
the capital plan implementation including the planning, budgeting. and
oversight of construction, the operation and maintenance of the university
buildings, grounds and utilities. The Associate Vice President overseesa
staff of over 100 employees that include Capital Projects, HVAC, Heat Plant,
Plumnbing, Electrical, General Maintenznce, Carpentry, Locks, Custodial,
Grounds. Warehouse & Stores, and Vehicle Maintenance functions. The
position, by attention to details, supports the mission and strategic plan for
the institution by ensuring maintenance of campus facilities, grounds,
equipment and fixtures that provide a safe and attractive environment for the

campus community and supports student success and excellence.

Pri : bilities:

1. Serves as technical adviser to the President of the University and other

members of the President's Staff.

[ 2]

. Prepares reports required by the Board of Regents, Department of
Transportation, Department of Public Works, and other Federal and State
agencies.

3. Serves as a resource and campus contact person for zll Department of
Administrative Services Major Capital Projects. Takes a lead role in the
development of project scope, schedule, budgeting, coordination of
design and construction oversight for new construction, renovations and
deferred maintenance projects.

4. Iz responsible for budgeting & planning of current capital projects, code

compliance and infrastructure improvements, and deferred maintenance

programs. Develops the annual capital improvement and deferred
maintenance budgets and provides updates for the five-year facilities
plan. This includes estimating costs, determining long range schedule
and priority of projects.

5. Responsible for the development and management of the operating
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budget and resources for the operation of the physical plant, utility
distribution systems as well as the budgeted resources for personnel,
contract services, supplies, projects and grants. Provide quarterly
updates and budget projections. Reviews and approves all expenditures
and maoniters fiscal performance of the department.

6. Responsible for ensuring the plans and specifications for alteration and
renovation work contracted or performed by University Personnel meet
code requirements, state regulations and procurement pelicies. Overses
processes to review project designs for adherence to program
requirements, constructability, value engineering, cost estimating,
commissioning, code compliznce, long term facility serviceability & care

as well az compliance with Campus Design Standards

~

. Azsist in drafting and directing RFP’s, bids, procurement and contract
document preparation for maintenance contracts as well as Capital
Improvements.

8. Is responsible for the annual physical inventory of capitalized assets and

controllzble assets.

9. Assists with the development of pelicies in conjunction with Human

Resources deparment for the management operations of the

department and in alignment with current laber contracts.

10. Responsible for submitting staffing requests to VP for Finance &
Administration for zpproval to ensure that staffing levels and skills meet
the operational nesds of the department. Ensures hiring, staff training,
performamnce evaluations, and recommendations for promaotion of staff in
the maintenance department and Capital Projects Office meet the needs
of the department. &ssumes responsibility for affirmative action efforts
and adherence to procedures in recruitment, hiring. and promation of
staff in alignment with annual operating budget.

11. Assists in the development and implementation of the Facilities Master
Plan.
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12. Supervises the maintenance and operation of zll vehicles and physical
plant equipment, and furniture.

13. bemnber of the Green Campus Committee and respensible for monitering
the Greenhouse Gas inventory and producing measures for the cverall
reduction in greenhouse gas emissions and the promotion of
sustainability in operations and maintenance of the campus.

14. Mtember of the Safety Committee.

15. ldentify and develop strategies in which the university can repurpose
space for maximum utilization and responsible for updating campus
space inventory.

16. Prepare for emergency response from all areas within Facilities
tdanmagement and act accordingly

17. Performs other duties and responsibilities related to those enumerated

above which do not alter the basis level of responsibility of the position.

Bachelor's Degree in architecture, engineering, or a relatad field and =
minimum of five years of managerial experience in facilities management,

adrninistration, and planning is required.

4 Master's Degree, professional engineering license, Certified Educational
Facilities Professional (CEFP), Facilities Management Professicnal (FMF} or
Certified Facility bfanager {CFM), and experience in a college or university
setting are preferred. Experience including a minimum of ten years of
progressive facilities experience with a minimum of five years being in a

supervisory/management role is alzo preferred.

These Quzlifications may be waived for individuals with approprizte alternate

experience.

To apply, please submit a cover letter, current resume and contact

information of three professional references to Rebecca Davis at
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davizrieasternct.edu.

Eastern Connecticut State University does not discriminate on the basis of
race, color, religious creed. age. gender. gender identity or expression,
nationa! origin, marital status, ancestry, present or past history of mental
disorder, learming disability or physical disability, veteran status, sexual
arientation, genetic information or criminal record. The following person has
been designated to handle inquiries regarding the non-discrimination
policies: LaMar Coleman, Viee President for Equity and Diversity, (860)

2655112 colemaniz@easternct.odu.;

Share this job f W in

Apply now
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? Amerizan o it vedins Ny
Acgeunting - T '

Assaciation

(https:fiaaahg.crg')

Digital Library (hitp://aaajoumals.orgl]
Submit Payment (htips:faaahg.orgiAboutinvolce-Searchy
People (hitpa/faaahqorg/aboutiDirectories)

€ Retum to Jobs [httpszi/careercenter.aazhq.orgimanage-jobs)

Assistant/Associate/Full Professor of
Accounting

Q ‘wilimantc, Cornecicut

(N Active

Wiews
LR ]

Applicants
a

Actions -

Summary (https:iicareercanter. 33ahg.org/manage-jcbs/ T E2#summary)
Applicants -:https:.ﬂ'careermnter.mhq.crgﬂ'nhnage—jcha-‘? 2w#applicants)

Statistics [htpsucareercenter.aaahg.org'manage-jobs 782 #statistics)

Job Title Assistant/AssociateFull Professor of Accounting

Job Status Active
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Date Posted
Location

Job Category
Position Type
Education
Experience
Salary

Descrption

Section 46a-68-80

September 15, 2022
‘Willimantic, Connecticut

Faculty Position

Docterate Degree

Entry Level
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Eastern Connecticut State University, the state’s public liberal arts university
serving over 4,000 students, offers 3 wide range of undergraduate majors in the
arts and sciences and professional studies, as well as selected graduate
programs. Located in histeric Windharn County i the heart of eastem
Connecticut, the University is midway betwsen Mew York City and Boston and
only a short drive from Hartford, the state capital.

We invite applications from candidates who have a strong commitment to teaching
excellence, creative activity and schelarship, student advisement, university, and
community service. EC5U is especially interested in faculty with demonstrated
imnovation and excellence in teaching in a liberal arts curriculum, and sensitivity to
diverse populations and perspectives.

Department: Accounting

Position: Assistant/Associate/Full Professor of Accounting, Tenure Track,
Fall 2023

Position Description: The successful applicant must demonstrate a commitment to
teaching, scholarly and professional activitizs, and a willingness to be active in
service to the department, university, and community. Applicants with teaching
and research in all areas of accountancy willl be considerad. The position entails
teaching in both the undergraduate and graduate programs in Accounting. In
addition to the primary teaching responsibilities, the successful candidate will be
expected to maintain an active program of research in their area of academic
specialization and contribute to the gowernance of the institution at the
departmental, scheel, and university level through service on committeas,
professional activity, and curriculum development

Qualifications: Applicants should hold a Ph.D. or D.B.A in Accounting from an
AACSB accredited institution. ABD candidates are welcome to apply. Candidates
wiishing to be considerad for the Associate or Full Professor rank should have
commensurate teaching and research experience.

Interested applicants must submit 3 cover letter, their curment curriculum vitae, and
the names and centact information of three references by emailing

accounting searchifeastemct.edu. Questicns about the position may be directed
to Dr. Meng Guo, chair ¢f the search committee [guom@eastemct.edu).

Review of candidates will begin soon and continue until the position is filled.

Eastern Gonnecticut State Univerzity does not discriminate on the basis of race.
color, religious creed, age, gemder. gender identity or expression, national origin,
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marital status. ancestry. present or past history of mental discrder, leaming
dizability or phyzical disability. veteran status, sexual onentation. genstic
infermation o criminal record. The following person has been dezignaied {o
handle inguires regarding the non-discrimination pelicies: Lakiar Coleman, Vice
Fresident for Equty and Diversity, 860-465-0072. colemanla@easfemsiedu.
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Assistant Director of Annual Fund and Advancement
Services

Employer
Eastern Connecticut State University

Location
Connecticut, United States

Salary
Salary Commensurate with experience

Closing date
Aug 6, 2022

View more v
Apply now

Eastern Connecticut State University seeks applications to fill the position of Assistant Director of Annual

Fund and Advancement services.

Position Description: Responsible for managing the advancement services functions of the development
office as well as the phonathon program. Assists with stewardship and donor recognition activities for
donors. Oversees the recording, reconciliation, and acknowledgement of all philanthropic gifts to the
ECSU Foundation.

Requirements: Bachelor's degree and three years of experience in a non-profit environment required,
preferably in higher education. Good communication skills required; experience with
phonathon/telemarketing program and Raiser's Edge software preferred. Phonathon program requires

flexible work hours for 16 weeks during the academic year.

Applications procedure: please e-mail a cover letter, resume and contact information of three professional
references to Ryan Rose at rosery@easternct.edu

Eastern Connecticut State University does not discriminate on the basis of race, color, religious creed, age,
gender, gender identity or expression, national origin, marital status, ancestry, present or past histosy of
mental disorder, learning disability or physical disability, veteran status, sexual orientation, genetic
information or criminal record. The foflowing person has been designated to handle inquiries regarding
the non-discrimination policies: L aMar Colernan, Associate Vice President for Equity and Diversily,
860-465-5791, colemaniai@easternct edu.
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LA BRIy CONNECTICUT STATE UNIVIRSITY

BT AR fL b ] WL WIS T DR EITTLI TN T Eeoe Ly al o

1eceraber 1, 2022

Mr. Jody Barr

Executive Director of AFSCME Coural 4
444 East Murn Street

New Hritaun, CT 06051

Dear Mr. Bam

The Stare of Connecticut. through all of ity agenaes, 18 engaged in a vigorous Affirmative Action
program which includes notifving uniony of the Ageney’s Affinnative Action commitment.

As mn agency of the Slste, Eastern Connecticur State University 18 herby communicating to all
uriions that represent ageswy emplayees, that we are an Affirmative Action Emplover. You are
welcome fo examine our 122 Affirmative Action Flan at any time at:

huph. A aw eastorctedy cquiy-and-diversity aftimmaure-action plan iml We will wlsa be
happy (o make it available on request. of you can review a copy i the Office of Eguity and
Diversity which is located at: Geisi & Young Hall, 83 Windham Street, Willimantic, CT 06226,
at any time betweer the office hours of 800 am. la 5:00 p.m. In addition, we solicit any
SOmMents you may have on our plan andfor suggesticns you might offer concerning how we
might be more successfal i wchieving Affirmative Actiop goals.

\We thank yuu and your cembets oz your oontinued support in heiping us to reach our goais of
equity and ieclusion with our workforce.

Sincerely,
M
e
Aacn - l\_.‘ P
LaMar Coleman. Fd. D,

Vice President for Equity and Diversity

Ce. Flsa M. Nudez, ELD., President

vrrrewm A hevereiy of the T5U Satem @ Ar 2quas openrarice insticurion
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LASTERN CoOMNNECTICUT STATE UNIVERSITY

PRI R SEPAEa s TR A TH RERZRS ot Syl it ek S VKK Ty RTINS i3

December ©, 2023

Dr. Patty (' Neill, CSL-AALT President
W SUPsychelogy Dept

(Rt White Streer

Daghury, CT 06814

Dear Dr. 0 Neill:

The State of Connecticut, through all of 115 agencies, is engaged 1y 3 vigorous Affirmative Action
pragrin which includes oatifving unions of the Agency’s Affirmative Achon comumitment.

As un agency of fhe State, Easzern Cannexticut State University 15 herby communicsting to all
unions thar represear agency employees, that we are ar. Affirmalive Aclion Eniplayer. You aze
weleome t exarnine our 2022 Affirmative Acton Plan 3t any tife az

hittps: . wiww casternet.cda/zgw ty-and-diversitye Mhnnzive-action-plan hont. We will also be
happy to make it available om request, or youl can review a copy in the Office of Equity and
Diversity which 15 located at: Gelsi & Young Hall, 83 Windham Street, Willimantic, CT nele,
at any ame between the office hows of B:00 am. 1o 3:00 pm. [n addition, we sollch ary
comments you may have on our plsn andfor suggestions you mught offer converung how we
might be mame siccessful in achieving Affimmative Action goals.

We thank vou and your members for your continued support in helping us to seack our goals aof
quity and inclusion with our workforce.

LaMar Colernan, Fd.D
Viee Peesident for Fyuity and Diversity

Cc: Elaa M. Nudlez, Ed.D., President
I
Lol I
SN iTaw & l_lnh'n:r;ir," o the UELD Sesterm @ Ap rn[u{ gy otk y atitezicn
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EASTERN CONWFO T STATE UNIVERSITY

HY WG Hepd STREST = TNL e s LCHSECTION ™ G020 a4 N
Docoraber 1, 30232

Dr. Indira Petoskey, Pres:dent
SUGAF-AFSCME

Fastern Commectiout State Lniversity
23 Windharn Street

Willimantie, CT 06224

Dear Dr. Petoskey:

The State ol Connecticut, throueh all of its agencies, is engaged i1 a vigorous Affrmatve Achion
progrum which cludes notifying uions of the Ageney's Affirmeative Achon commitment,

As an ageney of the State, Eastern Connecticut State University ix herby comrurucating *n all
uaiceng that reprecent agency employess, that we arc an Affirmative Action Empinyer. You are
weleame to exantine our 2027 Affimative Actina Plae ai any tims at:

hitps: www sastemnet edu equiry -aid-disersity aifinmats e-action-plan.huni. We wili also be
happy to make it available oo request, or you can review o copy in the Office of Equity and
Diversity which is located at- Gelst & Young Hall, 83 Windham Street. Willimante, TT 06226,
a! any ime between the otfice hours of $:00 a.m. 1o SO0 pm. In addition, we solkat any
wmments you miy have on our plan and'or suggestions you might offer conceomng how we
might he more successful 1o schdeving ASimative Acton goals

W thank you and yout mianbers for yous coetinwed support 1a belping 18 ta seach our goals of
equity and inclusion with our workforce.

Coe

_Q R ITRE ¢

relw,

Laddar Colernan, Ed 12,
Wicw President for Eguify aod Diversiy

Cc: Elsa M. Nadier, EAD., President

yvatry A Lnivensioe at e CSL Svmer B Ap cqeal apporninaty imaicannn
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FASTEREMN CUNNLCIUCU D STALE UNIvERSL Y
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Thvemoer 1, W22

3r. Ronald Scussel
Cornecticut Police and Fire Union
50 Columbus Boulevand, 3 Floue
Hartford. 1 06106

Dhear My, Scussed:

The Statz of Connecticut, through alf of 1% agencies, is engaged in a wporous Affirmative Action
progmam which incledes oodifying unions of the Agency™s & frmative Action commitment.

Az an agency of the State, Bastern Connscticut State Utuversity wy berby comemugicating o all
univns that represent agency cmployees, that we are an Atfirmative Acten Employer. You are
welenfie to examing our 2022 Affirmative Action Plun &t any ame at.

Litpsswea o castervier edusequity-pnd-diversty s [Brmative-action-plan heml. We will alsp be
happy to make it available on reguest, o you Cin riview a copy in the Crffics of Equty and
Diversity which is located at: Crelst & Yuuzg Hall, 83 Windham Street, Willimantic, €] 06226,
at any time between the office hours of 8.0k a.m. 1 5:00 p.m. In addition, we soliat any
comments you may huve on aur plan snd ve suggestions you might otfer concerming how we
might be more successful o achipving A Timuatve Action goals.

We thark you and your memnhers for vour continued support in helping s to ceach our goals of
equity and inclegion with eur workforce.

Sincerely,

A Qe

LaMar Coleman, Ed [
Yice President for Egquity and Diversity

Ce. Elsa M. Wodez, Ed DL President

(0

starew A Lol ol che O30 3arem @ Ap muil apporssmey slibatic a
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EASTERN CONNECTICUT STATE UNIVERSITY

ASINDR AR T WIS L T DI TULT I v e Ay B

December 1, 2122

Mr Carl Chisetn, Presudent

Commecticut Employees Union “Independent™
PO Box 1368

Widdietown, CT 06457

Dear Mr. Chisemn:

The State of Connecticut, thronzh all of irs agencies, is enguyed mu viporous Afaemative Action
prograon which includes notifving unions of the Agency’s Affimnafive Action commttment.

As an agency of the State, Eastern Comnectiot Stale Ulnpversity 13 herby conumnunicating to all
unions that represent agency empiovees, that we are an AfRirmative Action Employer. You are
welcome to examine our 2022 Affmmative Action Flan ax any time at

At woan egsterct adu sguty -add-dis cesie, aTimatis e-actien-plan him!. We will also be
happy 1o make 1t availzhle on request, uf you can review a copy in the Office of bguity and
Divernary which i« located at: Gelsi & Young Hall, 3 Windham Street, Wilhimante, CT k226,
A any fime hetwenn the office howrs of 5:00 am. to 5:0 pm. {n eddition, we salicit any
coeruments vie may have on our plan and'or suggestions you migh! wifer conceming how we
wight b nioee succeseful in achieving AFrmatve Action goals

We thank you and your members tor your cuntinued suppest in helping us to reach our goals of
cquity and inclusion with our workforce.

Sincerely,
7 N
/
Q"f@—“*v !‘\ﬂ.ﬁm
LabMar Colonan, Ed.D.

Vice President for Equity and Diversity

Cc: Elsa M. Nufiez, Fal.13 |, Fresident

staTeEm A Linwerary af b (050 Sedens @ A2 oy aal apprTUICy inmieion
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EASTERN CORNECTICUT STATE UNTVEFRANY
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December 1, 2022

M. Thave Glidden, Executive Director
Cannacticut State Employees Association
760 Capital Avenue

Hartfoed, CT 06106

Deur Mr, Glidden:

The State of Connecticut, through all of its agence, in enpaged in & vigarous Affirnanve Action
prograst which inclodes notifyiog unions of the Apence’s Affinmative Action comrm:tment,

As an agency of the State. Easiern Connecticut State University is kechy communicsting 10 &l
unions that represent dgency empiuyees, thar we arc an Affrmative Action Employer. Yeuare

welcome 1o examng vur 2022 Affinnative Acton Plan at uay tume al:

Attps: wiww easterne! eduequity -and-diversiy “atfirm vs-action plan bl W
fappy fo make it availsble on reques, oF YOU can review 4 copy
Diversity which s located at: Gelsi & Yourng (1], 33 Wimlham

¢ will also be
in the Office ot Equity and
Stroct, Willimanne, CT 06226,

al any time hetween the office hours of §:00 am 1o $:00 pm  In addition, we solicit any
comstrents vou may have on our plan andvor suggestivs you might offer concermng how we

might be mote successful 1n achieving Affirnative Action goals.

We thank you and your members fur vour comlinued support in helping us to reach bur goels of

equity and :ncluzion with vur wock force.

Smeerely,

LaMar Coleman, Ed.D.
Vice President for Equity and Diversity

PR

Co: Elsa M Nupes, Bd.IY, Pretadent

[ { [
\
I‘I \-I

S EA T b S Ueiversioy of the CSLUseem @ An el ApgrfTAATY SASCEITAN
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EASTERN CONNECUCLT STATE UNIVERSY

B3 ORIE N TTEFET 2 a0l TR TIXATT DD e At L

i
M

Decomber §, 2102

M3, Tan Hochadel, President

Administrative & Residual Employess Loicn
805 Brook Strect

Rocky Hili. CT 06067

Dieir My Hochadul:

The State of Conaecticut, through all of 1ts agencies, is engaged ir: a viporous Afirmutive Actiom
program which includes notifying vmons of the Agency™s Affimative Acton commitment,

As an apency of the State, Lastern Comneticlr State University is herby commurncating to all
unions that represent ugency efrplovees, that we are an Affirmative Action Employer. You are
welcome to examine our 2022 Affinmative Action Plan al any funte at:

MR wwwy eastemel.eduwiaquity -and-diversity a[Srmsvescun-plan el We will also be
happy to make it available on roquest, or you cun review & copy in the Offce of Equiry and
Diversity which is located at: Gelsi & Yourg Hall, 83 Windharg Street, Willimantie, O 16226,
at any time hetween the office hours of 800 4 1. 10 5:0¢ pm. In additior, we solicil any
eonyments you may have on our plan and'ar suggestions you might offer concerming how we
might be moee successtul in achieving Affinnatve Action geals.

We thank you and your mernbers for vour continued suppart i belpig vs to ech our goals of
equity and inclusion with our warkforce.

Sinverely

A O

[.aMar Coleran, EAD.
Vice President for Equuty and Diversily

g Elsa M. hufice, Ed.D., Presadent
i;

(Y]

svet ey G Linareer of the T80 3psem w0 An ecaal apperiunuty wistieatan
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BEASTERN COMMECTIULT 31ATE UNIVERSTTY

PERI TSRS ER RN SIS AL RN S Bal 82 Fun oot BT DI VIR H 2T S S RN

December 1, 2002

Dr. Kari Swanson, SCSU-AALT President
SCSLWomen's and Gender Studies
Engleran Hall B-229

50! Crescent Sireet

New Haven, CT 06515

Dear Dr Swanaoa:

The State of Connecticut, through all of its ageacies. is engaged o vigoeons Affirmative Action
program which wncludes notifymyg unions of the Agency’s Affirmative Activn commimment.

As an agency of the Sixe, Fastem Coanecticut State University ts herby comimunicating to a1}
anions that represent agency employees, that we are an Affirmative Action Employer. You ire
welcome ta examing oyr 2022 Affirmative Actwn Plan af any time at:

httpss tvew weeastemnet edw'equity-and-diversivy: affi rmative-action-zlan himl. We wiil also be
Nappy to make it available on reguest, or you can Feview 2 copy in the Office of Equity and
Diiversity which s located at: Crelst & Young Hall, 83 Windham Street, Willimantie, CT 06226,
at any time between the offse bowes of £:00 am. to 5:00 prL In addition, #¢ solicit any
comments you may have on our plun andior suggestions you might offer concerning how we
might e mores successful in achieving Affirmative Action goals,

We thank you and your members for your continued support in helping us to reach our goals of
equity and inclunion with our wackforce.

Nimerel

CA N,

LaMar Coleman, E4.D.
Vice President for Equily and 1 hversity

Co: Flsa M Nuofer, EA.D.. President

cyeten A Unirniteelibe T5U Seser @ An pqua eppartund s iratisurion
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CASTERN CONMECTICUT STATE UNIVERSITY

BT TAPNIHANA YT NETT R T I AN T LA B LT N T D 0 T
December |, 2022

Ur. Lyndsey Lanagan-Leitzel, President
ECSUAK ebb Hall, Room (42

%3 Windham Street

Wilhmantic, CT 06226

Dear Dr. Lanagon-Leitzel-

The State of Compevticnt, through all of its sgencies, is engaged in 4 vigorous Affrnative Acoon
program which includes notifying unions of the Agerwy's Affirmative Action commitment.

As any ageney af the State, Eastern Connecticut S1ate University is herby communscating 1o all
Artions that represent agency emplovees, (hat we are an Affirmative Acton Employer. You are
welcome to examine our 2022 AtHrmative Action Plan ar any time at:

attps ;- wanw casternct edwequily and divesite affrmative-acuoc-plan enl, We will also be
happy 1o make 1t avalable on reguest, or you can review a copy n the Office of Equity and
Diversity which is Jucaned at: (Gelsi & Young Hall, B3 Windhim Street, Willimaatic, CT 06226,
at any tine betweets the office hours of §:00 am. to 5:00) pan, In addition, we zolicit any
comments You may have an our plan and/or suggestions you might offor concerming how we
might be mure succeszfil in achicving Affirmanve Acton goals.

We thank you and vour members for your vontinued support in helping us to reach our guals of
equily and ‘nclusion with our workforce,

)

% o, ‘bl .

LaMar Coleman, £4 D.
Vice Presideny for Equity and Diversity

Sincercly.

Co: Flsa M. Nudiez, Bd.D., President

|e- il [
L 11 L

TyxTrw & ['l‘»l\“.‘.ﬂiil‘_l‘ of the CHU 3meern @ e n:q_w_ll AP ALy insrinitiog
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FASTERN CONNECTICUT STATE LINIVERSITY
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December 1, 2023

Dr. Rotua Lumhatobing, WCSU-AALP President
Economics Departreent

1E1 White Street

Danbury. CT 06510

Dear Dr Lumbawting.

The Srate of Connecticut. through all of its ugencies, 1s engaged i 8 vigorous Affirmative Action
program which includes nonfying tnions of the Agency’s Afhirmative Action commitmen:.

As an apency of the State, Lastern Connectizut State University is herby communicating to ajl
unions thal represent agency emplovees, thar we are an Affirmative Action Employer. You are
welcome to examing uur 2022 AfMmative Action Plan at any hime at;

hlips . www ggdomer edweguity -and-dis ety aftimmous c-achon-plan.ktml, We will also be
happy to make it available on request, or you cao teview a eopy in the Office of Equity and
Miversity which is located ac Gelsi & Young Hall. 83 Windbam Strest, Willinuantic, CT 06226,
at any' time between the office hours of 8:00 s.m to 900 pom. Tn addition, we solicit any
Comanesits you may have on our plan and‘or suggestions vou might offer concerning how we
might be more successtul o achisvng Affumative Action goals

We thank you and your members [or your enatinued suppart in helpiog us ta reach our goals of
equity and mclusion with our workfrce.

Sinesrely,

f
L Lb-’ﬁt’xv—

LaMar Coleman, E4.D.
VWice President for Equity and Dhversity

S

Ce: Elsa M. Nudiee. EA.D | Prosident

(0

sysTan N Unisruiy af the USU Sencesy @ A equal apporounin insitugon

Section 462-68-80 Page 36 of 44



BASTERN CONMNECTICUT STATE UNIVERSITY

AT RTHIURM STRZIT PN LA i ] DOl B S

December 1, 2022

Dr. Tom Burkholder, CCSU-AALUP Presiden:

Chemistry Deparment, Nicolaus Coperricus Hall, Room 340402
1615 Stanley Street

New Britain, CT 060540

Denr Dr. Burckbnlder

The State of Connecticut, through all of its agencies, is engaged in & vigurous Affimarive Action
peogram which inclades notifying unions of the Agenvy’s Affirmative Action COTRTLtInETL.

Az an agency of the State, Fasiern Cunnecticut State University is herby communicating o ull
unions that represent agency employees, that we are an Affimmative Action Emplover. You ate
welcome to examine our 2122 Affirmative Aclion Plan at any time at:

https: www,eademetedu cquity-and-diversu affimatve-getion-plan hunl We wil] also he
bappy to make it availahle on request. or you can review i copy n the Office of Eguiry and
Diversity which is lucazed at: Gelsi & Young Hal', 53 Windham Steeet, Willimantic, CT 06226,
at any time heoween the office hours of $:00 a.m. v 500 pm. In addition, we acdiedt any
cormments you may have on our plan andtor suggestions you might offor coaceming now we
might he more suceessful in achieving Affimmative Action goals.

We thank you and vour members for your continued support in helping us to reach pur gouls of
equity and melusion with vur wurkinece.

LaMdar Coleman, E4.D.
Ve President for Equity and Diversity

Ce: Elag M Muidez, 1. D, President

TrsTmw A Lnivero af the CALl Saim: @ An squal pppreiucity msateie
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EASTERN COMNECTICUT STATE UNIVERSTY
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December 1, 2022

Mr. Gregp Crerar, Presudent SUOAF-AFSCME
RCSN)

§01| Crescent Strect

New Haven, CT 06515

Dear Mr. Crerarc:

The Stute of Connecticut, through all of its agencies, is cngaged m a vigorous Affirmative Actiom
prograrg which includes nofying unions of the Ageney's Affirmutive Adion conimilment.

As an ageacey of the State, Eastern Conmpecticut State University i3 hetby communicating to all
unions that represent agency employess, that we are an Affirmative Action Employer. You are
welcome to examine our 2022 Affinnative Action Plan at any time at.

s s wesermet edi cquity cand- iy el aFimacve-acuon-plen.hem.. We will also be
happy o make 1t available on reguest, ar you can review a copy in the Office of Equity ond
Diversity which is located st. Gels? & Young Hall, €3 Windham Street, Willimantic, CT (6226,
At any tome betweer: the affice bours of B-00 am. to 5:00 p.m. n additinn, we goliat dny
comytents you may have on ous plan andior SUggestons you might offer concerring hiw we
might be mate suecessful in achieving Atirmauve Action goals,

We thank you and your members for your contuued suppet in helpring us to reach our goals of
equity and inclusion with our workforee.

Ladig Coleynan, BEd.D.
Ve President for Equity and Disersity

Ce: Elsa M. Nufkez, Ed.ID., Presdenl

sra-tv A Lovrmie nd hr (SU Spsten 8 Ao eqial apoorur oy WECITYEITT
] rs q Fe X
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FASTERN CONNECTICUT S a1 UNIVERSITY
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December 1, 2022

Ms. Lisa Mane Bigelow
SUCAF/AFSCME

Dawdson Hall, 2051615 Stanley Street
New Britain, CT 06050

Dear Ms. Bigelow:

The State of Connecticut. thraugh all of ts agencies, is engagad in a vigorous
Affirmative Action program which includes notifying unions of the Agency's Affirmative
Actron commitment.

As an agency of the State, Eastern Connecticul State Univarsity is herty
communicating to all unigns that reprasent agency employees, that we are an
Affirmative Actian Emplayar. You ara wakome to examine our 2022 Affirmative Action
Flan at eny time at: hilos fwwsv 2asternct eduieguity-and-dwersiy/affirnalice-actare
plan.himl. Wa will also be happy to make it available on request, or you can raview a
copy in the Dtfice of Equdy and Diversity which i3 Incated at: Gedsi & Yaung Hall, 83
windham Streat, Willimantic, CT 06226, at any time betwean the offica hours of §:00
a.m. fo 500 pm. n addition, we solicit any comments you may have on our plan andior
suggestions you might offar conceming how we might be more successful in achieving
Affirmative Action goals

We thank you and your members fof your continued suppaort in helping us to reach aur
goals of equity and inclusion with sur workioree.

Sinceraly,

LaMar Colemaa, Ed.D.
Vice Prasident for Equity and Diversity

Cc: Elsa M, Nuiez, Ed.D.. Prasidant

S v T O T LI Gt TR NPT JRCE ] Wl el anbh i iahat TR
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DEPARTMENT OF ADMINISTRATIVE SERVICES FISCAL YEAR
SUPPLIER DIVERSITY PROGRAM facd i im Sheere arguere forale for each A [8F Cirenies

SMALL MINORITY BUSINESS ENTERPRISE QUARTERLY REPQRT

Fizext Yoar Quarter andarr Fiscal Year Periad: 2
ENTER THIES Q7TR-
AFENEY i caslarn Connacticul State Lnnersity Agency 78015
HMyme: B T humber: e e
Prepared o . E-mal
Healhzr O'Neil : (Denzlomst e
by [H _L:r_ _l NV Address, m__gn'n“_._-la rfﬂ"‘m i
Ter &  iBADA&SSe8 T oA

1) TOTAL FUNDGE AVAICABLE (ALL SOURCES) FROM YOUR ADOPTED BUDGET

126,
Page 1 [Summary Page) From The Annual Goals Calculahons Report § 121.960,4500

2) Amaunt Availabie for S maluMinarity Busingss Program s 2,347 526,00
after DAS APPROVED DEDUCTIONS/EXEMPTIONS ===
13} 28% of line # 2 Tatal - Set Asigs - SmalliMinocily Business Enterprises {Combined) 3 5E8,8681.50
iq; 2%% of linc 4 3 Tatal- Set Aside - Mlnarity Business Enlerprises 5;1-5;' $ 148,720.38
[ OCARTER Wumber | YEAR 10 DATE | Rumber
TUTALS {5} Coutracts TOTALS {8} Contracts
&) Total Agency FY Expenddieres do¢ Purchaiat od Cantearis | B.026.747.01 1322 $ 21,288 42011 4,092
(65 Tewal Agancy =¥ Tapenflrea 151 Purchanes and Comasm
franm Sl and Micar £p Cerlrscinm. $ 476,598,098 49 4 2,754.768,90 218
Saebiined TOTALS OF 53E ARD WBE EXPEHIITURES
71 Tobtl Agmnsy 5% Zepenz=hras ‘or P-‘,r:-!'a'.-:ﬁ nd Gomiais
1rom Minorily Bus«aess Sraararises (MBE] voly.
BELRY CAMRISATE
BY Asgiicén kedian [M]
R dslan i)
3 Blck |B]
9) Disabied indheduat D] B
E| Hingsaic |H}
F) lowise Pannkoz il s
01 Disabiny Asdniin riien [DN) |
H} Esatet As-an Aitat oo (DA)
| Disakled Black drarican |08}
J| Qleskied Hispans amerizan ITH}
K] Shvaakird lheriar- Ponrgda Arm.-w'l:;-r nn
LY Fatrnan (5 - $ 52,040 42 1 $  1,059,7359€
Mt Weritin Adouricen bxue { NV
W) ATl s am (AN % . [1] $ 11,425.21 2
0} ‘Woman Blazk JBW)
Py Wiympn [isaibed OW;
D} Woron Aissanks (1060)
R} Weman Iheror Peringa (W) 3 27,781.83 2 4 TT,752.87 15
5t Candémd Amarcan tnean Alarrn (DN ;
Tl Oisabdid Akidin Krrverszas Womee JUAR] g ek
UY Dizabled Bxack Amadrcin Wortih [DEVW 2k
w) Jisabled Hitpans amsrian Yicenan {01}
| "M Divables Berign HeninsAa American Womin {Ce¥)
b OnBE TOTAL Lines O G. K11 K P T2 v, A W] 3 - [ .
WEE TOTAK [Lines L~ W] ' 3 %0,722.25 13 [1 1,148,413.84 [53
NBE TOTAL (et & - W] — 3 W,732.25 13 [ 1,148,413.84 5]
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DEPARTMENT OF ACMINISTRATVE SERVICES FISCAL YEAR 2023

SUPPLIER DIVERSITY PROGRAM  tind-fn Sece crgnere Toak faeeich MBS Carepany
SMALL MINDRITY BUSINESS ENTERPRISE QUARTERLY REPORT
Fracal Year Quarer ' . Ast@TR 7 7 Fiscal Year Period: -

ENTER THIS QTR-

Agency .Ea.sl‘i‘ . . ' Agency ' . )

emn Connecticut Stave Unversil TBQ
Name: bk 3 Number: T ——
Propared . varathar O'Hei E-mal anaih@easternct.edu

Ery i Address:

Tol € - EEG-GES-EZCB
T TOTAL FUNDS AVAILABLE [ALL EEURL‘ESJ FROM \'OL!R AOCPTED BUDGET
_Page 1 {Summary Page) From The Annuwat Gaals Caleulstens Report
2] Amount Awvallabie iar Smalﬂl‘\llﬂqmy Businass Program
aftar DAS APPROVED DEDUBTIONS-‘EXEMF’TID\S

$  156,240,162.00
$ 221398400

3} 25% of line # 2 Tatal - Set Aside - StealUMinofity Buginess Enterprises {Combined) s 558 238,50

4} 25% of ina ¥ 2 Tatal- Set Aslde - M-narlty Businass Enterprises onfy . 5 139;559_63 S—
QUARTER Humber YEARTD DATE NLMBe T
TOTAZS [$) Contracts TOTALS {3} Cantracts

§! Total Agancy Y Expandiuras o Purchaﬁn; ;ﬂ ;;;;T;ﬂ 5 S, 758.771.95 803 H 5,758, 771.95 03

T T e

o Tulal Ayunzy £Y Zipendears lur Pu-cranen snd lE:r;r;:Tu
hemn Smat e Mrerty Coriracicrs 3 582,080,682 43 3 582,889,862 43
Cumbined TOTALS Of SUE AND WHEE EXPENDITLMES

T Tolal Agency FY Eapend fures tor Purs musad and Costiadls
frinn Sinzrity Busnus Erdrennwrs [NOES ooty ;
Framd ol C4TE, GRRE: i

1 Al Amengan dddign (X

&} Aminn |A]

O Dot xdivadid] {0
E) Hizganic [H] s 99,.999.00 1 3 99,929.00 1
Fy Wotrian Paniaul (] T )

G) Digsbiled Amorcan Ing-an [ON]

H| Eipa=ind Ar.n Amenizan (A}

1} Dimabted Sleck Amencen 0|

1 Qidakeod Hisgdnic Adarncas 0k
W] Thzabics Ihasiaz Ferdniulz Aavr can 00

Gowamae s 13372640 1 s TR | T
N Wormgn Amersan indiar (WA 5

NI Vieeryn Asun Jawy)

o1} nrnm-n Boark [BN}

Py !M}m-:ﬁ Du.umu 1]
|l Promia Bapaa (W
i R WheAan ibatien Peniieula |1 s 12,824,554 1 L 12,824,54 1
5y Disablked amoricae Indlan Waman (M|
Tt D=sabied &sian dmencan Wioman |DAW]

4] Dinphled Black &rarcan Winmae |DDW)

Lo
Vi Dovabled Movpsrc Amercan Wormean jOH#]

Wi Crsasiad ibe-man P la Amrarxcan W 1O}
DBE TOTAL jLims T. 6.4, 1, K2 5T\0 V.4™ | § B 3 .
WEBE TOTAL {Lims -] ] & 146,550.04 12 s 146,550,954 LH
MBE TOTAL (Lines A - WD H 246,549.04 13 H 246 549,54 13
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CEFARTMENT OF AOMINISTRATIVE SERVICES FISCAL YEAR X3
SUPPLIER TV'VERSITY PROGRAM Faiuls !'_-10 .fazlrfb FEGPUOT I oerady f;z.' :.u:'ﬁ {‘M‘_ﬂ‘;:l '_::.'J.'rfy:u_r_z

SMALL MINORITY BUSINESS ENTERPRISE QUARTERLY REPORT

Fiscs Year Quaner _ : _ _z'_m_QTR__—_' "7 Fiscal Yaar Perod: %

ENTER  THIS QIR-

apongy O w— e_-- .. — o
Namg {80 Cannectiout Siale Unemrsly Nusber; N
Prepared | { Esrmall e
:Heslher ONel H arelbdezalam 20
e , j Adoress o Eeis s
Telx.  (SB0-4B5.5706 S i D A —
1) TOTAL FUNDS AVAILABLE {(ALL SOURCZES) FROM YOUR ADOFPTED BUDGET .S V1SB.24-0.162 00 )
Page | (Summary Page) Fepm Tha Annual Goals Calculations Report e
21 Amcunt Available for Small/Minority Businesa Prograrm s 2232 554.00
afler DAS APPROVED DEDUCTIONS/EXEMPTIONS himbaing .
3 25% of line ¥ 2 Total - Se? Aside - Smallimority Business Enierprises {Combined} 3 558233 .51
4) 25% of [Fae ¥ 3 TiAsl- Set Adide - Mirorily Business Enterprises only 3 129,580.63
RUARTER Number YEAK TO CATE Number
TOTALS (5] Contracts TOTALS (5) Conlratis
1
_:!fnl Total Ayeccy FY € spens2ures fur Purchanes ard Cortrass 3 7,487 40064 1,131 ) 13,258,172.59 1,034

{B)] Tolal Anency FY Experfilires ‘or Porgsasgs ang Comracls
[ ram Siradl wed Minnnry Conlraclars 1 T04,85022 51 $ 1,264,779.94 a4
[ Combinsd TRTALE OF FAE ARD MBE EXFTANSYRES

(71 7alul Agarcy FY Expregilyrgm dor Fursatas and Coniracts
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4. ASSIGNMENT OF RESPONSIBILITY
AND MONITORING

SECTION 46a-63-81
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EASTERN CONNECTICUT STATE UNIVERSITY
AFFIRMATIVE ACTION PLAN
SECTION 46a-68-81
ASSIGNMENT OF RESPONSIBILITY AND MONITORING

The ultimate responsibility for the development, implementation, and monitoring of the
Affirmative Action Plan rests with Dr. Elsa M. Nufiez, President of Eastern Connecticut State

University, who accounts for the plan’s success ot failure.

The University President assigns the Vice President for Equity and Diversity duties and
responsibilities necessary for the development and implementation of the affirmative action plan.
To acquaint employees with their specific responsibilities under the plan, the President and her
representative, the Vice President for Equity and Diversity, schedule regular meetings that
emphasize (1) human relations and intergroup relations, (2) non-discriminatory employment
practices, (3) the legal authority for affirmative action and the President’s commitment to
affirmative action, (4) review of the affirmative action plan and, (5) identification of obstacles in

meeting the goals of the plan.

The Vice President met with all the search committees and advised them on how to conduct
Affirmative Action Searches. The President also met with various search committees to
emphasize her commitment to affirmative action in Eastern’s hiring practice and to discuss
strategies to meet the University’s affirmation action goals. During 2022-23, the President
continued to support the Faculty JEDI (Justice, Equity, Diversity, & Inclusion) Group to explore
the concept of cluster hiting, and continued Eastern Connecticut State University’s involvement
as a founding institution in NEBHE’s (New England Board of Higher Education) North Star
Faculty Collective to support faculty from underrepresented backgrounds. This year, Eastern also
became involved with the Racial Equity & Justice Institute (REJI) as well as the Executive
Leadership Institute (ELI). Both institutes assist Eastern with reaching its equity goals.

The President also discussed the Affirmative Acton Plan with het senior staff in Fall 2022 to
develop strategies to meet the goals set in the Affirmative Action Plan.

The Vice President for Equity & Diversity also distributed goal achievement updates during
meeting with the President, VPs, Deans, and Directors. (Copies of goal achievement updates
were included in the good faith efforts section as well as the goal analysis section). A campus

Section 46a-68-81 2 of 57



wide letter was sent electronically to employee to inform them about the approval and availability
of the 2022 Affirmative Action Plan. (Attached in the Internal Communication section).

Subsection (c):

The Vice President for Equity and Diversity heads the Office of Equity and Diversity. He reports
directly to the President on all matters concerning affirmative action, discrimination, and equal
employment opportunity. He has access to all records and personnel necessary to perform his duties.
The Vice President develops, maintains and monitots the affirmative action plan and advises the
President and her staff on all matters of affirmative action law. He also advises department heads,
administrators, and search committees on affirmative action goals and hiring strategies. The Vice
President, in collaboration with the Office of Human Resources, initiates and maintains contacts with
recruiting sources that can refer members of protected classes. He also investigates discrimination

complaints and mitigates any discriminatory conduct.

Subsection (d):

Each agency of 100 or more employees shall consider the feasibility of establishing an employee
advisory committee. No committee is designated as an employee advisory and diversity committee at
Eastern Connecticut State University. However, thete are several committees that address specific
concerns of employees at the University and address issues of diversity. The Diversity and Social
Justice Council concerns itself with comprehensive diversity planning for the university. The Strategic
Committee for People with Disabilities on Campus addresses all issues related to disability on campus.
The Minority Mentoring and Recruitment Committee (MRMC) for administrative faculty and the
Minority Recruitment and Retention Committee (MRRC) for instructional faculty are charged to also
promote diversity and support minority hiring and retention, and professional development as
specified in their collective bargaining agreements. Thete are also student programs and committees
on diversity coordinated through Student Affairs and the Unity Center. The Office of Equity and

Diversity also maintains an “open dootr” policy for any concerns, feedback, suggestions, or ideas.

Subsection (e):

No committee functions specifically as an Employee Advisory and Diversity Committee and there is
no record of members. Management officials have been assigned responsibility for hiring, promoting,
and retaining a diverse wotkforce. It is determined unnecessary to have such a committee in the
development and implementation of the affirmative action plan because there are several other

committees that address related issues.
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Diversity and Social Justice Council

Name_ Race/Sex Title % of Time
Peter Bachiochi WM Professor of Psychology 1%
LaMat Coleman (Ex/Officio) BM VP for Equity & Diversity 10%
Brian Day WM Asst. Prof. of Petforming Arts 1%
Reginald Flood (Chair) BM Professor of English 5%
Trudy Hyatt WF Info. Tech. Specialist 1%
Christina Irizarry HF Asst. Director of Opportunity Programs 1%
Steve Muchiri BM Asst. Prof. of Economics 1%
William Salka (Ex/Officio) ~ WM Provost 1%
‘Michael Smith WM Student Development Specialist 1%

SUOAF - Minotity Recruitment and Mentoting Committee (MRMC)

Name Race/Sex Title % of Time
Cliff Marrett (Chair) BM Director Of Career Success 2%
Damali Abbensetts BF Assoc. Dir. Acad. Success Ctt. 1%
Niloufar Rezai HF Dir. Child Dev. Resource Ctr. 1%
Joshua Sumrell BM Coord. Intetcultural Ctr. 1%
Janice Wison BF Dir. Libraty Services 1%

AAUP - Minority Rectuitment and Retention Committee (MRRC)

Name Race/Sex Title % of Time
Sukeshini Grandhi (Chair) AAF Prof. of Business Admin 1%
Anthony Aidoo BM Prof. of Math 1%
Olugbenga Ayeni BM Prof. of Comtunication 1%
Luis Cotdon HM Prof. of Psychology 1%
Victoria DeVeau WF Staff Counselor 1%
Anita Lee AAF Prof. of Physical Education 1%

AA: AATANHNPI
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Committee for People with Disabilities

Name Race/Sex Title % of Time
LaMar Coleman (Chair) BM VP for Equity & Diversity 2%
Michelle Delaney WF VP for Student Affairs 1%
Brooks Scavone WF Dir of AccessAbility Services 2%
Chris Ambrosio WM Dir. of Opportunity Programs 1%

Subsection (f):

The University evaluates and monitors the affirmative action performance of all employees assigned
affirmative action responsibilities and such performance is considered in promotion and merit increase
decisions. All managerial and supervisory personnel of Eastern have responsibility for affirmative
action; these efforts are considered in decisions related to promotions and salary increases.

Subsection (g):

It is University policy that no employee be coerced, intimidated or retaliated against by the University
for performing any affirmative action duties. Any person so aggtieved may file a complaint with the
Commission on Human Rights and Opportunities.

Subsection (h):

The University maintains a record of each person performing any duty related to the development or
implementation of the Affirmative Action Plan. The Vice President for Equity and Diversity has the
primary responsibility. All managerial employees have affirmative action hiring and promotion
responsibilities.

The staff who are responsible for the development of the Affirmative Action Plan are:

Name Title Percent of Time Devoted
LaMar Coleman VP for Equity & Diversity 100%
Jianguo Zhu University HR Administrator 30%

The VP for Equity and Diversity oversees the functions of the Equity and Diversity office, including
complaint investigation, diversity training, guiding the affirmative action search processes, monitoring
diversity in searches, and approving completed searches. The University HR Administrator is
tesponsible for monitoring diversity in the workforce and preparing the statistical portions of the
university’s Affirmative Action Plan. The University HR Administrator also performs duties in the
Office of Human Resoutces and in the Office of Institutional Research.
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Subsection (1):

The university continues to audit, monitor and evaluate programs essential for a successful affirmative

action plan. Steps taken to satisfy the requirements of this section in this reporting period include:

1. The affirmative action plan is posted on the Equity and Diversity website. Goal achievements
are updated in the Vice President’s meetings with managers and search committees.

2. Achieving diversity is a part of the university’s strategic plan. Diversity data are shared with
the departments and supervisors are evaluated on affirmative action efforts and results.

3. The Vice President updates the President and senior management about affirmative action on
a regular basis. The senior managers complete an annual survey regarding the affirmative
action plan. (Survey results are reported in the Internal Communication section).

The Vice President’s report to the President is attached below:
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EASTERN CONNECTICUT STATE UNIVERSITY
AFFIRMATIVE ACTION PLAN

ANNUAL REPORT TO THE PRESIDENT
Submitted by: LaMar Coleman, Ed.D., Vice President for Equity & Diversity

Reporting Period: April 1, 2022 — March 31, 2023

Overall Status of the Affirmative Action/Equal Employment Opportunity Program

Eastern Connecticut State University remains committed to a policy of affirmative action, equal
employment opportunity, diversity, inclusion, and equity in the workplace. The Affirmative Action
Plan covers the reporting petiod April 1, 2022 through March 31, 2023 and details our efforts, goals,
responsibilities and establishes our new hiring, promotional and programmatic goals for 2023-2024.

Copies of the Affirmative Action Plan are available in the Office of Equity & Diversity.
Additionally, the plan is posted on the Eastern Connecticut State University website to allow for
easy access. As a public document, the Plan is available for review by employees, and the general
public throughout the entire reporting period that runs from April 1, 2022 through March 31, 2023.
The respective unions were encouraged to review the last AA Plan and direct any comments, in
writing, to me (the Vice President for Equity & Diversity). During the past reporting petiod, no
comments were received.

This past reporting year saw a major uptick in new employee hiring. This is due to the very high
number of retirements that occurred not only at Eastern Connecticut State University, but
throughout all State agencies. The cause of the large number of retirements throughout the State is
because of changes in the State of Connecticut Pension System. Employee not wishing to be
adversely impacted by the new pension policies opted to retire before the new policies took effect.
As a State agency, Eastern experienced over 65 retirements, many of which were positions essential
to the operation of the university. Many employees with extensive institutional knowledge departed
the workforce and while diversity and established goals were still a very high priority, there were
certain instances where positions needed to be filled expeditiously without extending search periods
to maintain the proper functioning of the institution. Also contributing to our inability to achieve
our targeted hiring goals was that the job market had not fully rebounded, and studies had
demonstrated there were more available jobs than wotkers. The candidate pools for many searches
was relatively low and lacked the diversity we would otherwise desire and insist upon.

As it pertains to hiring and promotional goals, during the past teporting period, there were sixty-
two (62) hires that met seventeen (17) goals, or 27.4% goal achievement. By comparison, there were
twenty-four (24) hires during the last reporting period and nine (9) goals were met or 37.5% goal
achievement. This year there were fourteen (14) promotions that met seven (7) goals or 50%. By
comparison, last year there were eighteen (18) promotions that met six (6) goals ot 33.3%. Thus, we
were lower this year with our new hires goal achievement compared to last year, but we were much
higher with our promotional goal achievement this year compared to last.

Section 46a-68-81



From an affirmative action program goal perspective, we were successful in achieving all three (3)
stated goals for 2022-2023.

(a) We successfully developed a recorded Power Point with voice-over narration to be used to
train all employees who will be serving on search committees or who are involved in any way
with the seatch and hiring process. The video educates search committees on critical aspects
of the seatch procedutes and also provides education and awareness related to managing
implicit bias in the search process and strategies for promoting an inclusive work
environment. While the voice-over power point is a good start, we are continuing to explore
the use of an online training software that is a litle more interactive to be able to provide
similar education and awareness to search cominittees.

(b) This past teporting year, in collaboration with the Office of Human Resources, we
successfully developed and implemented an online exit survey that is provided to employees
who are leaving employment at Eastern. The goal of the survey is to solicit candid feedback
regarding employees’ satisfaction with the working environment during their time at Eastern.
The survey also solicits feedback regarding campus climate as it relates to diversity, equity,
and inclusion. The data collected will be used to make any needed improvements to
Eastern’s working environment and/or out campus climate.

(c) The Diversity and Social Justice Council utilized the past year to review and analyze the data
derived from the campus climate sutvey that was administered during the spring 2022
semestet. They determined areas needing improvement and held subsequent focus groups to
gather more qualitative data. The end result was the development of an action plan aimed at
developing strategies to make improvements and policy recommendation to ateas of

concern.

Building on the foundation that was developed last year where we streamlined and strengthened
all aspects of our search procedutes, this year we have begun exploration of the procurement
and utilization of a software program to assist us with our unclassified search process. Currently,
most of that process is done manually (i.e. posting job advertisements, collecting application
materials, screening applications, cotresponding with candidates, etc.). We have purchased 2
software called, JazzHR to see if it will enhance our process even more.

Some of out ongoing practices within the search/affirmative action process include:

1. The Vice President for Equity & Diversity met with administrators and staff to discuss
affirmative action goals, diversity issues, sexual harassment training and other non-
discrimination efforts of the University.

2. The Office of Equity & Diversity consulted with search chaits and/or department chairs
throughout the search process to discuss effective search procedures and necessary data

collection for the submission of the search plan and search report.
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3. The Vice President for Equity & Diversity is involved in all aspects of the seatch process by:
(a) approving all advertisements for all position searches to ensute no disctiminatory
language 1s used and that the University is recognized as an equal opportunity employer; (b)
approval of membership on search committees; (c) provided chatge meetings to all search
commuttees at the onset of a search; (d) approval of all assessment rubtics used to review
applicants; (e) approval of all interviews; (f) ensute that all applicants for unclassified
positions are provided with the online affirmative action data collection link for the search to
which they are applying (information is kept separate from other applicant materials used in
evaluating candidates); and advised the President when search should be extended or failed
when the applicant pool is insufficient or if the search committee has not demonstrated
good faith efforts.

4. The Vice President for Equity & Diversity attended various trainings and workshops to
remain abreast of best practices pertaining to EEO work.

5. The Vice President for Equity & Diversity met regulatly with the AAUP-Minority
Recruitment & Retention Committee (MRRC) as well as the SUOAF-Minority Recruitment
& Mentoring Committee (MRMC) to address affirmative action issues with regard to hiring
and retaining minority faculty and staff.

We will continue to enhance these efforts in the upcoming year so that we can continue to enhance

our rates of success.

During this reporting period, the Office of Equity & Diversity underwent several staffing transitions
and are currently short one staff member. Due to the transfer of the Assistant Dean of Equity &
Diversity, there are now only two professional staff members within the office (the VP and Title IX
Coordinator). There have also been several transitions of part-time University Assistants as retaining
them have proven to be challenging due to the part-time nature of the position which does not allow
them to receive the fringe benefits that fulltime employees receive. Be that as it may, the current
team of four (VP, Title IX Coordinator, Administrative Assistant, and University Assistant) are
committed to reaching the equity goals and objectives set for the University.

Some of the accomplishments of the Office of Equity & Diversity are:

1. Nearly 80% (49 of 62) of all new employees completed the online Sexual Harassment
Prevention Training that was sponsored by the Commission on Human Rights &
Opportunities (CHRO). Follow-up will be done with the remaining employees to encourage
them to complete their required training.

2. 62% (38 of 62) of all new employees completed an in-person Diversity Training that was
help on March 3, 2023. Follow-up will be done with the remaining employees to encourage
them to complete their required training.
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3. 100 % of Eastern’s Management/Confidential administrative staff (24) as well as some
high-level administrative-faculty (SUOAF) who are part of the President’s Council (6) took
part in a day-long diversity training sponsotred by the Connecticut State Colleges &
Universities System Office.

4. This reporting year, the Office of Equity & Diversity began a new initiative whereby the VP
for Equity & Diversity met, individually, with all new employees within their first 30 days of
employment. The purpose of the meetings was to welcome the employee to Eastern,
provide them with information and resources regarding discrimination policies and reporting
procedures, obtain feedback regarding their transition, and to provide them with a welcome
note and gift from the President. 28 new employees participated in the welcome meetings.

5. This reporting yeai Eastern became affiliated with several professional organizations to
include National Association of Diversity Officers in Higher Education NADOHE), the
American Association for Access, Equity, and Diversity (AAAED), and Connecticut
Association of Diversity & Equity Professionals (CADEP).

6. During this reporting year, the Office of Equity & Diversity developed a Directory of
Minority Faculty and Staff that is posted on Eastetn’s website. The purpose of the directory
is to showcase the diversity of our faculty and staff to colleagues, potential employees,
current and prospective students, and visitors.

7. During this reporting year, Eastern became a member of the Racial Equity & Justice
Institute (RE]JI) housed at Bridgewater State University. The institute helps colleges and
universities to plan/develop goals to minimize racial inequities on their campuses and then
provides support and professional development as they sttive to reach their equity goals. A
working group of 30 faculty and staff participated in the work of the institute throughout the

year.

8. During this reporting year, Eastern became a member of the Executive Leadetship Institute
(ELI) and sponsored two administrative-faculty employees to participate in this yeat’s
cohort. The institute is geared toward undetrepresented employees who aspire to advance to
higher administrative positions within higher education. The cohotts ate provided
professional development, mentorship, and career development support over a year as they

prepare to advance in their career.

9. Eastern continued its participation as a founding institution for the North Star Collective
Faculty Fellowship sponsored by the New England Boatd of Higher Education (NEBHE).
The initiative helps to support and guide faculty of color in their initial years of employment
to prepare them for the publication, promotion, and tenure process.
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10. In collaboration with a faculty interest group, developed and implemented JEDI (Justice,
Equity, Diversity, and Inclusion) Mini-Grants to fund initiatives and projects proposed by
faculty and staff that support or promote JEDI awareness or concepts on campus. Faculty
and staff could be granted up to $500 per project (an increase from $250 per project last
year). During the 2022-23 academic year, approximately $4,000 was provided for various
JEDI projects throughout the campus.

11. Collaborated with faculty interest group to sponsor a book discussion group where the
book, “Black in White Space: The Enduring Impact of Color in Everyday Life,” by Elijah
Anderson was discussed as part of Eastern’s anti-racist campaign.

12. During this reporting year, Eastern initiated the Equity & Justice Awards where awards were
g % g year, q
given to campus community members who excelled in demonstrating racial justice rights,
women’s rights, and human rights.

13. Eastern is in its third year offering a Police Advisory Board (PAB) where members of the
campus community are able to join in partnership with our Campus Police to ensure justice,
fairness, and community collaboration ate ingrained in the work of law enforcement on

carnpus.

Respectfully submitted,

ﬂ%@ﬂkww /7//4/,;0}3

LaMar Coleman, Ed.D. Date
Vice President for Equity & Diversity
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EASTERN CONNECTICUT STATF UNIVERSITY
Offece of Equiry C Divenisy

Search Charge Meeting Agenda

Welcome and Introductions

Role of search committee members

Explanation of search checkiist

Review job descnption, pos:tion announcement, and ciosing date

Instructions for developing search rubnc/application tracker

‘Instructions for development of interview questions

instructions for approval process of rubnc and interview questions
Instructions for accessing Share Point files or DAS JobsApp website
Instructions for evaluating applications (individually and as a team)
Explanation of implicit bias in the search process

Instructions for recommending applicants to be interviewed

Instructions for scheduling and conducting interviews

Discussion of final evaluation of the applicants and documentation process

Instructions for search report ard finai recommendations to hinng manager

Instructions for Search Chair to collect all documents and related search
matenals to include with search report to the Office of Equity and Diversity

Questions and Answers
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EASTERN CONNECTICUT STATE UNTVERSITY
Office af Egeity & Diveriry

Search Committee Guidelines

Search Committees play a key role in recruiting. evaluating, and recommending the
most qualified candidates for employment with Eastemn Connecticut State University
Our =earch committee members are the first peopie that the candidates meet. Each
search commitles mambaor is representing Eastern as a diverse and welcoming place to
work while carnsng out their responsibilities of evaiuating applcants and recommending
candidates.

LaMar Colaman. Vice President far the Office of Diversity and Equity, is avaitable for
consultation thraughout the antira search process to answer and discuss specific
situations, offer racommendations and provide aaditinnal traimng. Piease cortact him
with any questons you may have through the process.

Search Committee Composition

The hiring manger is resgonsibie for appointing the search commillee chair and the
search committee members. The structure of the search committae will vary by
department but we want 1o stnve for a tiroad, inclusive, and fair search process for afl
apphcants, Tha search committee members will include individuals from different
hackgrounds, perspectives, and expertse who shauld be somewnat knowledgeatie of
the department corducting the search. They should alse be able to effectivaly evaluate
candidates' qualificalons in an unbiased, fair, and equitable manner. Search
committees represert a diverse cross-section of Eastern s aogulaton which inciudes
possessing a commitment to divarsity.

Search Committee Ethical Considerations

A search committes member cannat serve on a search committee whean helsne is aiso
an applcant for the pasition. Additionally, in the event that a ssarch committee member
is well acquainted with or has a conflct of interast regarding an applicant, the member
must (1) notify the search chair and the committee of the nature of the refatiarship; (2)
recuse hirvharsalf fram the entire committee if ynable lo perform an abjective and
equitable review of all candidates, Depending o tha circumstance and in some
;mstances, the s2arch committea meamber may be grarted permmissian o only racuse
nim/herse! from the avaluation and interview of only the known apphcant, with the
agraemant of the chair and committes and permission fram the Vice President for
Equity & Diversity.

Search Commitiee Members Responsibilities

The search committee is responsihie for {1) the evaluation of all applicants consistently
and fairty; (2} participating in the interview process, and (3} recommaeanding the Gnalksts
to the hiring manager. Search commitlee members should be available to participate
tully and consislertly in the entira process and perform duties assigned by the search
chair.

Page L of B

Section 46a-68-81 14 of 57



Confidentiality

All search committee membars need o mamtain a strict level of confidentiality
threughout the search process to protect the privacy of the candidates and to preserve
the integrity of the entire process, It is each committee mamber's resporisibiity nat to
discuss any details of the search with non-committee members.

Written and electronic documentation pertaining to any given search may be subject to
public record request (Freedom of infarmation Act - FOIA) by candwates or ather
individuals Requests may encompass committee members’ notes and emails. i1 s
wnpartant to be mindful of the potental of FOIA requests during the search process.

Recruitment

Search committeas ara responsible for fulfiling Eastern Connecticut State University's
requrement to demanstrate “good-faith effarts” 1o diversity the applicant pool by
proactively and aggressively recruiting far all open positions. All search committes
members should be actively engaged in executing the recruitment plan. including
utilizing professional cantacts. engaging i formal and informal netwarking. utlizing noa-
traditional advertising such as listservs and online pubhications, discussing the position
amang marnbers of relevant prafessional arganizations, and attending conferences

Evaluation of Applicants

Committee members may only use the published minimum and preferrad qualdfications
tor the positions in evaluating applications material The reason for this is because the
position annauncement/advertisement is conssdared a contrac! made with the public
and the requirements cannat be changed to something different than what was inciuded
n the advertisement. The search commitiee members will discuss this informatien and
come 1o ah agreement using the position announcament crilena. These critena will be
used to evaluate and serean each applhicant consistently, faidy and objectively.

Facn search cammittes should develop a search rubric thatl nciudes all the mumimum
and preferred gualficatines The search rubric is @ useful too! for all members of the
search committee @ cbjectively assess wach applicant's gualifications. Rubrics can be
as simpie or complex as a search committee meambers dearn necessary to effectively
evaluate each applicant veho applied for the position.

There 1S no rule about how mapy candidates a search commiltee must interview

Ideally. the candsates that mee! ar exceed 3l of the positions minimum gualificatxons
snould be interviewed. However, for larger pools, the prefersd requirements are used
to further evaluate the applicant pool that met ar exceedead ail of the minimum
gualifications. In some instances. gssessing candidates expericnce with items in the job
descripon can also be used to narrow dawn the nandidate poal to determine who
shouid be invited to an interview The scaring rubnc will be haipfut in this endeavor,

Tha evaluabon of all applicants should be objective ant equitable, based or the
qualification in the Jot descrptiornyadvertisement and the quality of the apphcation
materigls Research conducted in this area has demonstrated that every person brings
a lifetime of expenence and cultural history that shapes ther perspactives as related fo
candidate selection.

Page 2 of @
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Interview Questions

It 1s best practice to have the search committee develop interview questions before the
avaluation of the applicants has been completed The questons shoulc be developed
by the team and focus on all areas of the posttion requirements The core set cf
interview quostions for all appiicants wil elicit sufficient information to make an
evaluation of the candidate s qualifications and allow an equtable comparison of the
cand-dates. To ensure eguily the interview experence should be consistent. providing
the same opportunities to each cand:date

Search committee members should be aware of questions that are unlawful and should
not be asked during the interview. Everyone participating in the intecview process
shouid be aware of irappropnate topics and questons. Also, please bear in mind tnal
the same questions that are inappropniate or unlawdul dunng a formal interview are also
inappropnate and unlawfu! in a socral or iess formal session like lunch meeting of
meeting someone at the a:rport 10 drive them 10 the interview.

The search chair will cogrdinate with the search committee members to cevelop the
interview questions and will fonward to Dr. LaMar Coleman at the Office of Equity and
Diversity for approval

Interviews

Before inviing candidates for ar interview, al: of the appropnate documentaton
regarding the initial candigate rankings must bo submitted to the Vice President for
Equity and Diversity for approval This s a crtical part of the review of the applicants
and the documentat:on wil: be used to justity the hinng or promotional acuvity in
Eastern s Affirmative Action Plan (which must follow the Commission on Human Rights
and Opportunities (CHRO) Affirmative Action Regulations) Once the documentation
has been approved the search commitiee can begin to schedule the interviews

The interviews must ba done consistently for all candidates For example. if the first
round of interviews are conducted by telephone or virtual, conduct a'l of the intervews
via telephone or virtual regardiess of the geography of any given candidates even if ore
of your candi¢ates s local. The next round would then be in person interviews or the
nterviews can begin this way (if only one round of interviews is being conducted)

All search committee members should participate in all interviews to ensure fair and

consistent evaiuation of interviewed candidates If search committee members cannot
make some of the scheduled interviews. it 1s important to let the search chair know as
s00n as possible so arrargements can be made to ensure cons:stency of the proccss

The search committee shouid fee! comfortable with any finalist they are recommending
to hinng manager because they will be able to se'ect any of the recommended finralist

Also. the selected candwcate could decline the opportunity and another candidate could
be offered the position

Page 3 of b

Section 46a-68-81 16 of 57



Recommendation of Final Candidates

Drnice the interviews are completed, the search committes shoukd meet (o wantfy the
candidate(s) to ba recommended to the hiring manager. These recommendations will
be included 1n the final search repert. The recommendations must include and
explanation of the candidates’ strengths and weaknesses as relaled to the gualilicalions
of the position,

Documentation Required

2|l applicants who apply to Eastarn positens must be evaluated fairly, consistently and
according to the posibon's gualification requiremerits. Decumentation must be provided
for ali applicants salected lor an interview or not seiected. The justfication must be
specific, concrete, objective and delailed. No subjective documentatian that ncludes
any feelings, opinions, emotions, or broad general stateaments will be approved. Da not
include any second-hand knowledge because the search cammittee is only evaluatng
the applicants based on the apphication paperwark that they submitted. No
discriminatory language or language raferencing any underepresented groups or a
protectad class member, would be appraved either. The search chair will gather all of
the dacumentation from the evaluation of all applicants from each search committee
member and return the matenal, documentation and all other related searct informataon
lo the Vice Preskent for Equity and Diversity.

Understanding and Managing Inherent/implicit Bias

The evatuaten of the candidalas should be equitablé, consistent and objective and based
soicly on the qualfications advertised in the job announcementadvertisement and the
quality of the submitted resume and aoglication paperwork thal includes all the requirad
alements.

Bias is an inclination or prejudice for or against one parson ar groug. Uinconscious Mas are
feelings we have towards othar people ar groups of peaple that we may be unaware of.
Feelings about gender and slereatypes we've all developed thraughout our lives cap
unintentonally creep into a search process. How we were braught up, where we were
braught up; how we've aeen socialized; our exXpenences; our exposure to other soclal
identities and sacal groups: who our friends are: and media influcnces all affect haw we
think and fewl abaut certain types of people or feelings towards men and wamern.

It is important o rote that maost bias slereotypes. co not came from a place of bad intent t
is derived from deep seated, uncansaous stereatypes that have been formed in our braing
through years of different influarces we aften have no contrd over

Biases san affect nur decision-making process in different ways like parceptian - how we
see peaple and perceive reality; how we react 1o certan peopla; and haw comforiable we
are with certain pecpie.

Imphcit lases can includs .
s Stareotyplcal baliefs and attiludes abaut social groups such as
«  Men and Women/ceriain jabs are far cne af these groups
« White and Black and other people of color
« 0Oid and young employess and wark exgenances
+ Even people's dress and hairstyle can be impacted by bias

Pagrd of B
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These beliefs and attitudes can affect one's perception, behavior and judgment about
peopie in those groups We nead lu be aware of the nuances of cultural issues,
language barners, and disabilities. It s natural to show a preference for peopie that
share similarities and reject people with charactenstics that we are unfamiliar with. 5o,
the first thing to do is to get familiar with unknown expenences. cuftures, and pecple.

Research in this area indicates that every parsor brings a lifetme of experience and
culturai history that shapes their perspectives as related (o candidate selections.

We want ta attract diverse applicarts for all our pasitons and wan! to maintain them

Geood practices to counterbalance the effects of inherent bias include:

« Learning about research an bias and assumgptions and striving to minimize their
influchces on the evaluation of candidates.

. Deu?eioping criena baseo an position qualification directty from the job
announcement for evaluatirg candidates and applying them consistently 1o ail
applicants

s Spanding sufficient time cvaluating each resurme/applicaton package thoroughly.

» Evaluatng each canddate s entire application package and not depending too
heavily on anty ana alement, such as the prestige of the degree-granting
institution or post-doctoral program ar the letter of recammendat:on.

o Expla:ning the docision for rejecting or retaining a candidate based on ewdence
in the candidate s submitted paperwork as it relates o the posihen quaiifications.

s Be ahle to defend evary decision or eliminating or advancing 8 candidate

» Periodically evaluating the search commitiee's dacision o consider whetner
avaluatior hias and assumplions arc influencing ary decisions throughout the
search process.

s All search committee membars shauld discuss the objective(s] of the interview,
the main topes or areas to be covered during the inlerview. the arrangements,
and the interview appoirtment time for each candidate. Please allow ample time
to condunt the Mlerview and 1 me batween interviews.

» Al search committee members should develop a care set of questions for al
applicants that will prosuce sufficlent information to make an evatuation of the
candidate's qualifications and allow equitable comparisan of the candidates’
axpertise and skills in the ling of work or thscipiine.

s interview queshons must be related to the job and essential job funclians to
detemine the candidate's qualifications, knowtedge. skills and abilitles for the
position.

+ All search committee members should participate in atl interviews to ensure fair
and consistent evaluation af each applican! selected for interviews.

e The nterview experience should be consistent ang must provida the same
oppartunities as the other cardidates

Page 5af 6
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e Everyone padicipating in the interview process must stay away from making
comments or any statements that could be interpreted as less formal,
inapproprate or unlawful, Keeping the interview process formalized and
consistant is the bast practice to avaid anything that could be cansidared
uncomfortable, illegal ar inappropriate. Trying to make the candidate relaxed and
al ease is always the best way to begin the interview process because it can be
an intimidating expenence for them. Starting by introducing the search committee
memhbers, explanation of the depanment that the position s in and the care ob
respansibilities can start the process positively.

e Dacument the irformation provided by the candwdate beirg interviewed and not
your npinions, faelings or statements about the persorn.

« NMake sure all notes to evaluate applicants or their interview are abjective and not
subjactive; and are maintained and given to the Ssarch Chsir to keep in the
search folder.

Thanks for sarving on aur Search Cammuttaa!

Fage Bt b
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FASTERN CONNEC TTCUTSEATE UNIVERSITY

(0t e ot Foasry o Dheieran

UNCLASSIFIED SEARCH PROCEDURES CHECKLIST

PHASE 1: INITIATING THE SEARCH PROCESS

CHECK

TASK

Dean/Director and divisional vice president determine a need to fili a position

(*) Dean/Director completes Position Action Request Form and submits to the Office of
Human Resources POSITION ACTION FORM CAN BE FOUND AT: Position Action
Form

In consultation with divisional vice president Dean/Director identifies a search committee
chair

In consultation with divisional vice president dean/director assembles a search
committee of diverse (gender racial expertise etc } composition

Dean/Director and search committee chair develop job posting announcement (based on
position description) PD/announcement should include a statement that application
materials received by a specified date will receive highest consideration

SAMPLE ADVERTISEMENT CAN BE FOUND AT:
Sample Job Posting Advertisement

(**) Dean/Director and search chair must determine where prospective candidates will
submit their application matenals (this person will also send correspondence/email
acknowledging receipt of materials and issue Affirmative Action demographic

link). SAMPLE CORRESPONDENCES CAN BE FOUND AT:
Sample Correspondences With Candidales

(**) Dean/Director and search committee chair must determine where position will be
advertised with at least one diverse recruitment site used (locations of advertisement
must be indicated on search plan).DIVERSITY RECRUITMENT RESOURCES CAN BE
FOUND AT Diversity Recruitment Resources

(*) Dean/Director and search committee chair completes search plan form and attaches
necessary documentation (search committee list. PD/announcement, advertising
locations. search timeline copy of EHR-2 etc ). SEARCH PLAN CAN BE FOUND AT:
Search Plan Form Template

Search plan goes through signature approval process and gets submitted to the Office of
Equity & Diversity

Dean/Director and search committee chair are notified of the search plan approval (or
denial) and will receive a copy from the Office of Equity & Diversity

Office of Equity & Diversity will submit approved search plan to HR Administrator for job
posting (many positions are initially posted internally for 10 days via unions) and Office of

E&D will create Sharepoint and provide Affirmative Action data collection link
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CHECK

CHECK

Section 46a-68-81

TA

VP for Equity & should be to the first meeting of  search committee to
vide in ons
Search co should be provided with position and announcement as
well as lin
committee should a on the development of a rubric to have an equitable
method to evaluate a on materials (to include an agreed upon rating scale).
Search Chair d  mit the evaluation to the Office quity & Diversity for
review and
Upon approval of the rubric. search committee members can begin ndividua
evaluati materials been
rch committee will reconvene to share candidate scores determine the
e score for each Scores will to determine invites.
If committee to have more than one round of interviews. round of
are vitu  can be ed and con ut  orE&D l.

search committee determines the number of rou of interviews for the search and
should collaborate on the development of scripted interview questions for both first and

TASK
e list of scripted nterview questions should be to the Office uity &
Diversity for approval SAMPLE QUESTIONS CAN BE FOUND AT
Questi
List of candidates being invited for a interview a a ef statement
rationale ch candidate shou to E &
n gaining approval  candidates and questions. search cha (or designee)
candidates an their nterview
or n-person) search cha schedule of
candidate schedule must be consistentidentical

interviews are co  uded. search committee members should individually put
in rank oni nce.
Interview scores should be (between all co members) and
committee members should agree 1inon who will be recommended as hirable

in consultation ng manager committee shoul and/or agree
on questions that will be asked of references. SAMPLE REFERENCE QUESTIONS CAN
BEFO D

earch air and hiing manager s  uld determine will conduct reference checks
and conduct them for the candidates recommended as hirable (notes should be taken for
rence
Search chai compiles search report gnature and
processing Search report must include and

disposition list (with rationale) of candidates not recommended as hirable.
SEARCH REPORT CAN BE FOUND AT
T
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{*) Once search report is fully approved. respective VP must submit a “Request to

Hire/Salary Analysis™ form (along with selected candidate resume or appfication) to
Human Resources. REQUEST TO HIRE FORM CAN BE FOUND AT: Reguest to

Hire/Salary Analysis Form '

Once "Request to Hire™ is approved VP will authorize hiring manager or Oean to proceed
with making tentative offer (which is continent on successful background check) to candidate
and collaboratively determine a potential start date.

(*) Once tentative offer is accepted, background checks. proposed start date and other
personnel logistics should be coordinated with the Office of Human Resources.
BACKGROUND CONSENT FORM CAN BE FOUND AT: Background Check
Authorization Form

(**) The hiring manager (or designee) should send an email or mailed correspondence to
candidates who were not selected informing them of their non-selection. SAMPLE
CORRESPONDENCES CAN BE FOUND: Sample Correspondences to Candidates

The Office of Human Resources will advise the Office of Equity & Diversity related to the
hired candidate and their pending start date.

OTHER NOTES

+ [Items marked with a (*j have a form tempiate that can be used for information submission and approvals
» ltems marked with (**) have a resource guide or sampie that can be referred to
¢ The hypetlinks in the document are active for easy access to the documents that will be needed

Section 46a-68-81
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FASTERN CONNECTICUT STATE UNIVERSHY

| Office of Equity ¢ Ditenity

CLASSIFI DS ARC PROCEDURES CH CKL ST

CHECK TASK
Dean/Director and divisional vice president determine a need to fill a position.

(*) Dean/Director completes Position Action Request Form and submits to the Office of
Human Resources POSITION ACTION FORM CAN BE FOUND AT: Position Action
Form

In consultation with divisional vice president. Dean/Director identifies a search committee
chair.

In consultation with divisional vice president Dean/Director assembles a search
committee of diverse (gender, racial, expertise, etc.) compaosition.

Dean/Director works with Human Resources to determine the type of DAS job posting

(i e. BOR-agency only, CT/State employee only, or external) as well as any preferred
knowledae. skills and abilities to be noted in advertisement.

(*) Dean/Director and search committee chair completes search plan form and
includes/attaches necessary documentation {search committee list. PD/announcement.
advertising locations. search timeline. copy of EHR-2. etc.). SEARCH PLAN CAN BE
FOUND AT: Search Plan Form Template

Search plan goes through signature approval process and gets submitted to the Office of
Eauitv & Diversitv.

Dean/Director and search committee chair are notified of the search plan approval (or
denial) and will receive a copy from the Office of Equity & Diversity.

Office of Equity & Diversity  submit approved search plan to HR Administrator for job
posting to the Eastern and DAS websites.

CHECK TASK
VP for Equity & Diversity should be invited to the first meeting of the search committee to
provide instructions. anti-bias trainina. and answer questions.
Search committee should be provided with position description and announcement as
well as link to search apolications — from DAS Ja
Search committee should collaborate on development of a rubric to have an equitable
method to evaluate application materials (to include an agreed upon rating scale)
SAMPLE RUBRIC CAN BE FOUND AT:
Sample Rubric Template
Search Chair should submit the evaluation rubric to the Office of Equity & Diversity for
review and approval.
Upon approval of the rubric, search committee members can begin, individually
evaluating application matenals.
Search committee will reconvene to share individual candidate scores and determine the
averaae score for each candidate. Scores will be used to determine interview invites.
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if committee decides to have more than one round of interviews. first round of interviews
(which are tvpically virtual) can be scheduied and conducted without prior E&D approval
The search committee determines the number of rounds of interviews for the search and
should collaborate on the development of scripted interview questions for both first and
second round of interviews (if two rounds are being held).

CHECK TASK
The list of scripted interview questions should be submitted to the Office of Equity &
Diversity for approval. SAMPLE QUESTIONS CAN BE FOUND AT:
Questions
List of candidates being invited for a final interview along with a brief statement of
rationale for each candidate should be submitted to the Office of Equity & Diversity
Upon gaining approval of candidates and interview questions search chair (or designee)
contacts candidates and schedules their in-person interview accordingly.
For interviews (regardless of virtually or in-person). search chair determines schedule of
meetings candidates will follow (each candidate schedule must be consistent/identical -
i.e. opportunity to meet with the same people)
After all interviews are concluded. search committee members should individually put
candidates in rank order based on interview performance
Interview rank scores should be averaged (between | committee members) and

m should u n who will be s rable.
PHASE 4: FINAL STEPS
CHECK TASKS

In consultation with hiring manager. search committee should collaborate and/or agree
on questions that will be asked of references SAMPLE REFERENCE QUESTIONS CAN
BE FOUND AT: Sample Reference Questions
Search chair and hiring manager should determine who will conduct reference checks
and conduct them for the candidates recommended as hirable {notes should be taken for
each reference).
() chair compiles search report and submits to hiring manager for signature and
processing. Search report must include candidate demographic breakdown and
disposition list (with rationale) of candidates not recommended as hirable.
SEARCH REPORT CAN BE FOUND AT:
ntFormT m

(*) Once search report is fully approved. respe VP must submit a "Request to
Hire/Salary Analysis™ form (along with selected candidate resume or application) to
Human Resources. REQUEST TO HIRE FORM CAN BE FOUND AT:

to
Once “Request to Hire" is approved. VP will authorize hiring manager or Dean to proceed
with making tentative offer (which is continent on successful background check) to candidate
and collaboratively determine a potential start date
(*) Once tentative offer is accepted, background checks. proposed start date. and other
personnel logistics should be coordinated with the Office of Human Resources.
BACKGROUND CHECK CONSENT FORM CAN BE FOUND AT:
Backq Form
The Office of Human Resources will send out rejection letters through DAS once
a candidate has accepted the offer
The Office of Human Resources will advise the Office of Equity & Diversity related to the
hired candidate and their pendina start date.

Section 46a-68-81 24 of 57



FASTERN CONNECTICUT STATE UNIVERSHIY

Otfice nt Fausey < Diierary

AFFIRMATIVE ACTION SEARCH PLAN

Instructions T assist with the planning and implementation of an approved search please (1) complete the following
informaton, (2 altach the postlion description/advertisement, (3) attach a copy of the approved EHR-2. and (4) obtain
the requrred signalures before submiting 1o the Office of Equity & Diversity (Gels+Young 254) for final approval

l SECTION 1:

POSITION/SEARCH CLASSIFICATION

Position Title:

Hinng Department:

UNCLASSIFED POSITION

" Management/Confidential

___| Faculty/Counselors/Coaches/Librarians (AAUP)

" 1OTHER.

CLASSIFIED POSITION

| Maintenance (NP-2)

"] Administrative Clerical (NP-3)

"] Protective Services (NP-5)

___] Administrative & Residual (P-5)

SECTION 2: SEARCH TYPE:

|

J New Position :] Vacancy/Refill

Previous Incumbent

| SECTION 3: SEARCH COMMITTEE COMPOSITION:

CLERICAL/SEARCH ASSISTANT (if applicable):

NAME DEPARTMENT PHONE # | EMAIL
SEARCH CHAIRPERSON:
NAME _DEPARTMENT GENDER RACE/ETHNICITY
Race Bty
SEARCH COMMITTEE MEMBERS:
No. NAME ' DEPARTMENT GEND RACEJ/ETHNICITY
1. Race Ethnicity
2 Race: ennicily
3. Race Emnnicity
4. Race Ethnicity
5 Race Ethnicity
6. Race Ethnicity
7. Race Ethnicity
8 Race Ethnicity

W=Wnite BA-Black H=Hispanc AP= Asian AA=Amencan Indian NH=Pacfc Islander

Section 46a-68-81

TW=Two or More U=Unknown
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SECTION 4: RECRUITMENT/ADVERTISEMENT SOURCES (check all that apply): |

| Eastem HR Website

" JobApps Website (Classified Searches Only)

PTJ Internal Union Posting
___| Higheredjobs.com

TYPE

NAME(S)

Professional Organization/Association

Diversity Recruitment Resource(s)

Other

SECTION 5: TENTATIVE SEARCH TIMELINE: |

Enter target dates of completion for each task. The timeline s tentatve and can be modified by the search committee 3s needed

TASK

TARGET COMPLETION DATE

Job/positon advertisement posted.

Search committee initial meeting with charge from E&D.

Evaluation rubnc developed and submitled to E&D for approval

Search commutlee members complete apphcaton review and scorng

Interview questions developed and submitted to E&D for approval

Search commiltee determine lop rated candidates lo ascerlan interviewecs

List of candidates for final round inlerviews submitted to E&D for approval

Fina! round nterviews completed.

References of 1op recommended candidates checked.

Search report completed

Anlticipated date for hire/offer to be extended.

Certification of the Search Chair | understand the importance of leading a fair, equitable. unbiased
search as well as maintaining confidentiality of the candidate pool and the committee’s deliberations to the

hmits prescnbed by Universily policy and affrmative action guidelnes.

Search Chair Name (Print) Search Chair Signature Date
u Plan Approved _} Plan Returned
Dean/Director Date
:_j Plan Approved D Plan Returned
Division Vice President/CIO Date
Plan Approved [ ] Plan Returned
Vice President for Equity & Diversity Date
: Plan Approved "] Plan Returned
President Date
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FASTERN CONNFCTICUT STATE UNIVERSITY

(Bhie of openy ¢ Dirersn

AFFIRMATIVE ACTION SEARCH REPORT

|

SECTION 1: POSITION/SEARCH CLASSIFICATION:

Position Title

Hinng Department

UNCLASSIFED POSITION CLASSIFIED POSITION

~ Management/Confidential — Maintenance (NP-2)

~ Faculty/Counselors/Coaches/Libranans (AAUP) — Administrative Clerical (NP-3)
— Administrative Faculty (SUOAF) ~  Protective Services (NP-5)

~— OTHER ~ Adninistrative & Residual (P-5)

Position Rank

Anticipated Offer/Hire Date

[

SECTION 2: RECOMMENDED CANDIDATES

|

Please Iist the three recommended candidates below along with rationale and attach their resumes and/or

appiications to the search repor.
CANDIDATE NAME RACE CODE | GENDER | NOTABLE CANDIDATE STRENGTHS
JUSTIFYING RECOMMENDATION
Unknown -
Unknown -
Unknown ..

MNoNhte BASRlack =H=rispar AP Asian AATAMencan iraar N=aPache Isianvder’ TWaTwo or More Races LaLaknown
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r SECTION 3: TOTAL APPLICANT POOL DEMOGRAPHICS |
Please obtain the candidate demographics of the pool from the Office of Equity & Diversity to complete this
section

RACE/GENDER MALE FEMALE | OTHER/UNKNOWN TOTAL
W White

BA: Black

H Hispanic

AP Asian

AA. Amerncan Indian
NH: Pacific Islander

TW Two or More Races
U Unknown

Total Applicants

SECTION 4 RECRUITMENT/ADVERTISEMENT SOURCES
(other than Eastem, BOR or DAS webpage)

Please list the name(s) of the recrutmentadvertising sources used.

TYPE NAME(S)

Recrutment Website Advertisement

Professional Organization’Association

Diversity Recruitment Resource(s)

Other

1o

Section 46a-68-81 28 of 57




[ SECTION 5: NON-RECOMMENDED CANDIDATE DISPOSITIONS

All applicants (along with their demographics) not recommended for hire must be listed below along aith

the disposition code and rationaie

DISPOSITION CODES’

N W N =

Apphcation incomplete (must indicate what was missing in rationale)

Minimum hiring qualfications were not met {must state which qualificauonis) in rationale)

Does not meet one or more preferred quahfications {must state which gualfication(s) in rationale)
Candidate withdrew applcation (provide reason [if known] in rationale)

Meets mimmum and preferred quaifications, but not interviexved (must provide rationale)
Interviewed, but not recommended 1or hire (must provide ralionale)

CANDIDATE NAME RACE CODE

GENDER

DIsSP.
CODE

RATIONALE

Unknown

Unknown

Unknown

e e

Unknown
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I SECTION 6: ITEMS TO INCLUDE WITH SEARCH REPORT

N & W) -

Resumes/Applications of recommended candidates
Copies of filled-in application evaluation rubncs (from each committee member)
List of interview questions (blank)

. Copy of interview sconng rubnc (blank. f used)
Sample copy of correspondences sent to candidates (1 e receipt acknowledgement of

application matenals/demographic data collection, interview invite/confirmation, notification

of non-selection, etc )

SECTION 7: SEARCH REPORT APPROVALS

Acknowledgement of the Search Chair As search chair, 1 atfirm that this search was conducted in a farr,
equitable. unbiased manner and that confidentiality was maintaned as prescribed by University policy and
affimative acton guidelines | also affirm that the information contained within this report is true and correct

to the best of my knowledge

Search Chair Name (Print

Search Chairr Signature Date

Repert Approved

Report Retumed

Dean/Director

Comments

Date

Repert Approved

Report Retumed

Duvision “ice President'C:C

Comments:

Date

Repert Approved

Report Retumed

Vice President for Equity & Diversity Date
Comments

Repont Approved Report Retumed
President Date
Comments
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EASTERN CONNECTICUT STATE UNIVERSITY
A Liberat Educadion. Practically Applied.

President’s Council Meeting
Monday, September 12, 2022
9:00 — 10:30 AM

AGENDA

1. introductions Al

2 Fall Semester: Reopening E. Nufiez
‘Administratively Adnft’; Assignment

3, Budget: Update 1. Howarth

4. Office of Student Affairs: Uipdate M. Detaney
K. Wilmot

5.  Office of Equity & Diversity: L. Caleman

TMNG Audit Report

Please Note: Meeting will be held i the Connceticut Soom. Coffee and pastry will be available in
the raom befare and during the meeting.

Next megting: Sepe, 26 900 am - F0:30 am
Meeliing Series:
(R 26, 24i23 FLAGT022

103622622 4282027
TOI42022 121202022

CAORURTHIAN STRTTT =T LW OV ECTIOUT 2L fEaed) st 10

An fgual Tiggsriums, Ssranuime
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EASTERN CONMECTICUT STATE UNIVERSITY
A Liberal Educanion. Pracncally Appliad.

President’s Council Meeting
Monday, December 12, 2022
0:00 - 10:3) AM
Connecticut Room

AGENDA
de System Office: Update E. Nufez
2. Budget: Update J. Howarth
3, Search Process: Considerations L. Coleman
4. Communication Presentation: A. Irwin

“Best Practices in Pandemic Crisis Communication”

Coffee and o continental breakfost will be geailehic in the CT Room before and during the meeting

Spring Semester Meeting Scheduie:

lanuary 307
February 137
February 27~
Mareh 277
April 10
April 24
fay B”

Ail meetings will be from 9-10:30 am in the Cannecticut Ruom
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University Meeting
Friday, January 13, 2023
1;00 p.m.

Hetly Tipten Ruem

AGENDA

Call to Order

Recagnilion
Service dugrdc, Hetirements

Wemark: Tom the Prestdent of the siversity Senate
Remarks rom the Presadent

T epsiny, Fgicty & Toglusion Campus Climate Shidies

ANDOUTICLITIC NS

Wdldam Salka

Sofia Bonidlla

Steven Fermoed
President Elsa Mufier
President Elsa Mofies
Labar Culeman

Jishua Semrel

Willtem M Solka

The meeting will be followed by a reception in the Student Center Caje

Section 462-68-81
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EASTERN

CONNECTICUT
STATE UNIVLERSITY

Background & Obijective

e Chimaree s defined as vhe “current ainm seliriars,
=l =|',‘_] u:'-_l-. _ll]u:f in':u_ NS 1y} -'.‘l:ll\i- R R R R 1 .n.uh-nr-». 1 -f
LI ISTIURIGIT . et &

Campus climate i oo mensure of che real and

prerecived gualicy ot mrerpersonz cmie, sind :
) -~
R sl s sttt e rsc tens oty o CRUDPLS. Lo o0 Lalicng ‘.

wy | eersin S
s o comprelense, sustnned
ad szt e of mde i

herare cannat be
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Assessing Climate

o AT S I PR T ||m_,’|‘l
U e Bl couvea, 2t stk rh
ey v ¢ Spenenicdy of thy 142
Co IR

o chrgase s st healshy, i
wctooaranne resulze v re e oo A

1 evermll feelnge o By

Tere woadiesar wlan
IV XA B
" 'Idl.l_‘ l_l 3
J 'r Wb acidvoo
and veinee pabs Soaszer
=) Ll | S ETS TR TNE TR 1

sy amd ol

Climate
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Methodology

* Nalennny, anans mons mllL.u survey ereared Dy “My School, My Voice, My ECSU:
: = D s 1ce Coauneil £ s AT
DEI Swdent Campus Chmate Survey”
« dimmistered to 3616 siadents
* Opat hom April T to May 6, 2022
' * 4 guesttons, estmated 1320 minoies o
sur s the cugrenr alenire selired o dp ;

; R cotnplee
vty and wreliaon whanve ro conddming ol faonies o

N Ingenrives offered

MY scu,uaf‘_ ~ i

“Being Seen. Being Heard.
Faculty & S1aff Campus Climate Survey™
¢ Admnistered to 976 ficulee and staff
* Open from April 25" 1o May 13, 2022
» 3 (Questons

Total Campus Participation: Sftmplc Size
Faculty, Staff & Students yiclded equal sample stzes at 19%.
“Of the 976 Faculty & Staff at Bastern,

188 participated.
DidNot, _ Ot the 3616 Students at Eastern,

g S e o 688 participated.

PASTER QN WFCTICU T STATS UM WVEAS(T
5]
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Campus Climate Survey:
Faculty & Staff Results

Demographic of Faculty & Staff Sample Size (N=188) wa

Matonny idencfied as White/ Caucasian {70%), mostdy 40 and older (79%),
with the larpest parocipation represening tie 50-59 age group (34%0).

L_f':lf.!lllw 830 | T S e g b I 1 o |
= - 1 I ——— il *
saft <N TR ok 4G -39 5%
[t KE ant ar- White/ Cancasizn ot o= R

STeRa e =Ny
[
1
r/l

o]
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Demographics: N=188)

93% idcotificd as
US Citizen/
Permanent Resident

86" identified as not baving a
disability that affects learnuing,
working or living couditians

H)% identificd
as Cisgendered . ,
73% identified
as Straight

RO% identified B

as Non-Veteran

BEagrep COMMECTICUT STATE LM IWERSTY

WO

Results: Faculty & Staff Makeup

F. RCUIE}’ (55",”0) Teaching Faculty Rank:
/A + 85% Teaching Faculty —— « 39% Full Professor
. — ) * 8% Coaches/ v 23 Assooare
= - Noa-Instructional Athletic Tratners

N ; s 3% Adjuact
* 7% laibracy Faculty

* 0% Counseling Faculty ;

10" Assistane

Faculty tespondents
reporeed theis primary
department/ unit as being |
in the: -

¢ 7a% school of A

I

Staff (45%)
* 61% Administrative Offices
* 13% Academic Qffices
¢ 12%, Facilities
Did oot Identify as Either * 7% Public Safety
(A5%0) * 6% Health/Counseling/

.\{i.nixtrtr Services

8 Soences i

+ {26%) School of
Lduranan & |
Professtonal Studies

1i
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Faculty Survey Topics

Harassment | ! Discrimination ! Accessibility
! )

Sexual Violence

| Workload & Work |
and Inclusion | |

Envitonment |
|

&

S S 1 T 9 T [ T i T R A S KT |

! Diversity, Equity
1
|
|

Results: Workload/ Work Environment (Q13-Q17)

= 8, {183 1
Q13: To what extesv do vou agree with | 7 & . . ,
¢ : Negarve L3 s

Commeniz e {315 iM=234)

the following statements?

Tde s ot e
Overall, | am s;.:tisﬁed with my work —_— 1354 - N —— .
SAvIXORIDLLL FYI (AR

I would recommend working a: Fastern it N

1 a close fnend. Z= e S BN B LT |

I feel I belong at EASTERN. 60 24% % e Feals 0

':cl::vu: :r:::s:ld):f:j::‘:‘::g b[:r::;:? 30 3% 5% : [l ‘::r & m 7 rovery 3 wor [
I have considered leaving Esdtern 3%, 1475 e “ee

because of the overall work environment.

| Positive 144
Oreerall, Faculrr & Smaft overwhelmingly eporr feeling b

| ool T wngs woth
accepted (877%0) & valued (76%) by students & accepted [ ismumenrs & .r-
(78%0) & valued (72%) by peer faculey staff. | sz well compen
1 eicedent bene™

i
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Resalts; Workload/ Work Environment (30200

' ¥
. llll('-’q!l,lf.’

Q142 Towlat extent do vou agree with:
“The administration...”

Strconds

Disagree

---18 genuinely conerrned about my
welfare.

-..respects what faculty and staff
think,

-..repularly speaks abourt the value of
diversity,

3

69%

Jemonstrates feadersbip diat fosters
diversaty, cquaty, and inclesiun of 2l 53%
faculey and wiaft.

59

Commcnts to Q14: (N=30)
Negative (22/34)

* outef 22 comments Sinugsnt up
COTEETNE Ta0T Admnisiants weds
speaking jouder than actans.

s spet Ao ferhing teeneroed hecause

ot a tRuowiny member’

* Uufr decseies 1o prormoie

= Mot haverry deoczse adriosssanom

Meutral (3/30)
MT e rhe esment by adenagiatians
o ds o

|t all sreas

ek derisc e vl an o

exved e came B

ndrcns

 Positive (5/36)

“Tre admoniomanan has tesen corsress

i ‘I't:[?‘f 98 g makz S1Terl

2ty whizh

| I e felt ad e ]_Jll:&'_'illlf!.“
| 5]

Results: Workload,/ Work Environment 0o 1”

Q15: To what extent do you agree with ...

stafl) are addressed by the Universary.

Faculty and staff teeat each-nther with espect

«.are genuinely concerned about my well-being.
---treat employees faicly.

-..support and participaw in shared gavernance.

E:;r:lr‘v;;s 3 wekoming enviroament for faculty 1% 15% 14% T e -1

] 4
Lastern's campas s clean and well nsaintained. 93%% 2% 3 t Tl
COrerall, the aeeds of the emplovees (faculty & 43% 759, 12 .

T o ¥ .
when scrvices are requested. Aibke i M em :
Supervisors, directors & administeatores bead by r ) ' ‘
example. , ’ % I 26 MNeur ) TEy
Overall, the President, VP's & Deans, & | 050 i i Bl . — T

. Siasn i aNcithaty B2 BT i
other leadership sraff... Agtee | | Disagree e

Posttre 17,742
.0

e SR PIT

o 1 H L

26“}"‘! -. - - _ S

4
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Results: Workload/ Work Environment 1012417

Q16: In the past 12 monrhs, have vou

SR Q17: s the past 12 mantlis, have vou
experienced :

experienced due

duie o - 4 - g
1o the nagure of vour wolk oF 1he Fastern

the parare of vour work o1 the Eastern

workplace ws o w
P

workplace as a sholus
70% indicared __ 48%indicated
YL YES
- . QL 7A; Those respording YES indicared
. ) ) ’ thew wonk~seiated physlaal fangae or
Qlﬁl’k}i [hose :IFS?UI?diﬂif ‘1:5 chuse sickness frequency 1 he
the ames | LEsCpuenl ancls oo " . . i
. i 46 tHmes" {23%),
—_— “10t times or mare” .

. _ ) “7-9 gmes™ {14%0) or
when asked how aftea ther felt this war -1 )
- i TR 10k I 3
over the past 12 moaths. (31%%) times ar more™ {31%1)
over the past 12 menths, wachin &

serester.

Results: Discrimination ((Q18-018D]

(Q18: In general, over the past 12 months, (15C: Did you report the
have you experienced or witnessed any dixcritginawty hehaviot
discrimination at EASTERN?

:xpc:ricnr:cd ur withessed?

21 0 / |1 QU8A The form of I
0 I !
| diserinmunandagi !t:);pt]‘:‘.l:l‘.l(_’c:d or |
. iwimr.sscd eanked in the
o toflowtny order:
22% | 5

mcated YES

i » Race (2"
mdicared Unguee |

|
|
| , |
|+ Sexual Idendity 16%) | | R
| * Ability/Disability (1% I | Q180 20% of erpondents
570/ (1] ! ! y '\g\‘: il D:-E"fﬂ:: | : expoessed biing s;ﬁiﬁgd a:th
Gl reported NO "

16
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Results: Harassment (0190190
(119: In general, over the past 12 months, (239¢; Did you repot the
have you expetienced or witness any = hacassment bebavior
: | experdenced or vimessed?
harassmenr at EASTERN? ' 2
14% 2194 The fonm of
, 0 :
1 R, harassment expegenced s |
mescarce: YES witniessed racked m the '
12“/ 0 ﬂﬁu'_l\%'jF e l'vi'ﬁrl I
e ) * Vtrhal
ndicared Unsyre . PR}TEhﬂlﬂglcal Rk
i * Prower {2070 Ts
; 7-'-0 + Retaitadon /1% rxpre se heing satisfied ok
dicarcs NO :.'.rn.: Iilr:-T'ITIIZ! we bandling o e
: il and wl b sment
ﬁ‘? it S pwt(cd N
- S i

Results: Accessibility - o A
2 ¢ Lizme maoos wdic el they ©onoersn

B ';.“ETI' Fer

Q20: 17 what exnene i yon
aprrzse ath the Fulloatpe
nénte

“f can cistly access...”

Cumpus Admintstzate Otlces

Campur Web Sres §o
Clamsrooens TRt diat = "NaT ASpUC [’ - :‘[: o s
Campus Buditings (%, g, 49, Tdabls
Campun Dhning Pacilitiex LA 19¢;, 20 o "‘L‘Lj't'Du:;ﬂ' = Fraspls
Campus Sidewalio 979, 2% 124
1ave ra pheoct] rranrms e A
Campus Tuaspomanion Seevices 56" 13% 1%% P IE O R L i N PRI ¢ (T S | ST A
. cid e
My Winrlxpace 957 bk 3ug :

i seen edd e
The Disabilay Respurces 1 Need 34% 63" 1% deafnlies 2 paobbozit.
reasrs deonos walch cest Th

Sur el en

oo clew zom

1 M R

iz s

v Tarmehd s
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Results: Diversi ty, Eq Uil}" and L2230 During the past 12 moaths, how often have you...

Inclusion (DEI) on Campus o KGESs 1520
— e B people of different.. | Vo Oficn

Sumicames

religious beliefs

Faculw n& .:Ltl rf‘po:tc.«.. they somewnas political opinions 34% 4% T
agrees swoogly sgree that social clags 67 25%; L

Eastern has a culrurally diverse student

lation (R3%4), facul - race or ethnicity T 18% 3%
elation o), taculty papulation
pc;[: ) ) - F. P s gender 894 14, 1%
(78% & upper administration (52%).
scxual onentaton or
* T1% agree thar Eustern demonstrates geoder idendty and  67% 24% 9,
a strong commitment to DEL cxpressivn
* 83% ser policies and pracedures at | interacted with Often B e S
Easrern as equi‘mbi;—} across grender ‘ people wh... Vg Oinim | e Mot
and racy, ! are immigrants 32 33% 15%%
have physical " o g
disabilitics i A ik
have learning,
psychological or 495, 3, 18%%
other disabilitics
1z
Results: Sexual Violence Q1075

| Q24: [ave youo ever

CQ24A: DiE v report the act CQ2B: Were v satisfied wih wos
expedenced or witnessed of sexual violence tz your ' supervisor's/ administrator's
sexuzd vielence 1 l:tz--m-’ ! Sy oF adminisnnt ' respanise 10 the mcxdcm.

i
|

O 135 sespondenss, ! 1 -

3 rabate! they bave :

M experienced or I
wrinessed £ oK | adtudiustocou 07

D sience &t Wasrern (305
. “ L]

13 Pecfoeren ot In
Anzaes (3392 ' — Wi noL Coenrnicsted
wrome 3

5'.:’ L3R Prefermed Mot 1o ;
oo A zesann

Answor ool

T N |

24
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Q25: Results permining 1z YOUR Q26: Besules permining to paricizants

{participactst reyponse o Sexual Violence: thoughts on EASTERN'S response to
D S —-— Sexazal Vialence
0/ ' a
| 93 0 | 95%% agree Eaztern bur roni] violencr calioes & |
cniogres ot zoire thed | procedigss i place

o R S Ta A REAR Y 40 . i - :
‘ ! 84 /0 agree Pasery woihd cdrumsres the forma.

I nie

1) T - - ‘ l'l:ﬂﬁ:l;".‘:.:LlI.Eh [F3] .'ll'_{.".if‘ﬂ!'- et JHSF’_..LJ__:.. i
' i ]“’EIBJL' faodey & staf? ane educated oo 7 EI ageee Bzt wonhd copport b persieg oo |
Fastern's procedure w0 address sexuai made thr eport '

! vinienice oo "L‘-lﬂi“’ (ng"-') whre et ht‘"" ()5 A agree Eesern wonld L cnmmetse wone s b

el r} o evens af g sevual viclence incident wdZmess Coorore wizich ver Leese lodd oo Goe macfent o
{33 s }, g5 wed w0 where o send o stadent oo sransl calonce.
. 5 ‘
*lleJ’UL f'—l T3 Ce= Dﬁlﬂtﬁd Lo EC:{TJﬂl 650,-'.0 agree 1 o el taec ;_;‘.:-'F:: oot e
' ey a (O, o e erd ey eiee T b L e
! violence (90 'u) persan .nilan& RS e B S i R
21

Results: Faculty Opinions Specific to Department, g Unit g2

* Indicare voue level of ageeement with

tire following statemiciits specific

Q27: *“T am valued in my department ot
deparunent,"unjl and b}f' the | have 1 vonee i the deddsmon-rnakens it 61% 15% 249
Uiniversity for my... " affeces the durscton of my depzerment o i °
! - . . ' Vb ezt weekiond s Cocly ond oy atrabiy n . "
u Tcach_lng (71"!-‘._ distribare E3a 23%n ht L
[ O BT, | T ) _ L

* DMeatemyy of siudents (§9%) There are fair and xuitable expectavons 59 21% 20

s Service Conrtbanons (30%0) tegarding rescarch & crvanve actvaties i ‘
ta Creatie A'\;tt:\"'.l(‘ (;48"1}) Ve v fus oo equitable evpos s as 63% 165 21

*» Mearsnng & caollzshorafiag wirh srRacding seivice

; ads | e R
other faciry (48%) Rewands for ek per unm?x‘:.mlfmﬂ‘\ and

| P oo equitziit distrabaced.
- & Poofessioral Acnvines (45%0)

39% 32% 29%

Sapiperet < pensidiad by 2md agairzile 61% 2200 179%,
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Results: Staff Opinions Specific to Dgpartmcm / Umt Q293

0 Indicare vour level of spreanent Serain

gz

!
|

wath ihe fndlowmg sefcments specifio i gared | Maher | Sizoel
i oo

St Wl (P mEN TOr ULt
Q’”)' “l am \"ajucd in my

deparmment/unit and by the
University § o B | have o winee s oeks diectsson . maksag thar
‘niversity for my, e

My ideas are seonudy ceasidercd. Thly 0% 13%%

e =ik

The workioad = farly and equeeably dsmbaied 223 10%n 35%

® Service Contrabutions (64" 3

| S (TR o = - gon ¢ cag sobe B mner L e ARy . R T—
8 {lrstessiorz] Acurites {63'51“:] Morarsds trs wwrk poriormane: an rach ael w0 e, 3485
!_ s h{p nr.;:;.fiﬁl:;; ar smidears (55“’0} vgiralie e b
! T i eyl ¢ . el smd G g ST o 2657
| ® Alentonng & 4:4:4111;'4[:“:":;1::1*' — sapport s prosxded fards :and cquatbly,. 3T 17% 26"
bl Sty FEEDS i antes taohy ooenursis T dnopmy wnrk ) .
| athor faciTn (85%) P g " 4% 15% 2%
cftecnvehy
Supaort and rescorees are provided for
wddinemal tawarg o gewidn surrent gnd Jopee 684% 194 16%

b hertar.

Overall Recommendations and Key Findings Facult and Staff)

AL Tt e

E13T e 1 fviedit waye 6 inctease sanple stee of Facdie and 5t for Prene clucieee shadses
dope e

1’ ‘-—, pEnisl g3

] T ] (34 BRI s T T DO RN
Wit jr.uh._l.r.:-. or 1511]‘1.1.rrr;e,).n e Thcsc ptnpu]-.:mms were vndersepeesented as maost

cespondents identdied a8 non-minoeoy.

I Zasretst sgh C’L".'l:.E]LL W.ﬂ's o1 uddtess the Iligh level aif Carigne, stress, anxiety and sickness
((‘p*:’:rtfd be bamuds Srinnefeampits ol e

i asters Khabexlak jr"l freafing a aen Comimitice of Ln.'hh{ @ coniinttee already e place 1o
work on th# chimate issues rosed n e suevey d ok coz
COTTMURICA TG f.'n:l.J|'Ij' mpat, snd rae Tred LOVeTamor S0NCCLLg, I} RNy R erJ::_E AL "J:m.A_r
Lk ECVLETL
. bh.itcd POVEFIINEE — 18- 2005 213 mnmerin, oo en s made Somoastaie - ard srak:

fluped cenvan selitad w leaden e mot supporing fasuie inis

3 Lestem meghe conado wavs co edueate of ensuwee elaciny in ra;*rn:l t r.[n;nnm.lumn amsd
h;l.rassmfm concerns 70 Zarmpls. these quasaons wesilied oy ldoh percemisges of U niire™ anvaer
when asked iF eves expensnce ) o wnssed

. asizm arghe consider ways te address adjupet staffy facnlty concerns. Maay comzments wade

eapressed adunal sl fevinig smepporied and aftrs amer mimnalize:
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Campus Climate Survey:
Student Results

a2
[ut}

Demographic of Student Sample Size (N=688) m_a

Majority of student respondents identified predominantdy as
Female (72%), White/ Caucasian (62%) between the ages of 18-23 (91%)

[ nee fdrnnfy 1T=M1 %
Il BLoOI 350, or=og 30 1
i T -_- _-i . LW'hill:f Cauja_ln’&u 2% l 24-30 T
I'T'—.m;‘ SEeriens e 40 L+ i
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Demographics:

accommadanons was On-Campus (69%)

et Year

Lising

Class Standing

* 73% ideanfied as not needing academic accommaodations
¢« Clas Standing depinied celarively even tepreschtation

Sexural Oneataticn

» Addwonally, majority of respondenns dennfied v Heterosexual (72%0) who's bving

Accommodatinns Saphomon

} Ulbﬂ:n!pui 69 Jmyese
OHfCanrpus 1R | {‘;‘cnim
With Pironis ! |

| Heterosexuad /Stmighe  70%

¢ Brewaed *'
Cioor fastiun a2

' |:‘._"I_EA:1..‘: 40

BRI TR TR vy

posieal B —_

| ither ,

Student Survey Topics

Diversity, Equity
and Inclusion

Discrimination

Section 46a-68-81

Involvement on
Campus

Sexual
Harassment

|
;
1
‘:E
Z
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Results: Diversity, Equity & Inclusion (DEI) on Campus

L\ S L

Neutral

QIU Coradenns vons CApinence Gres the past 12 monaths, plesse

Sarmnie

midicate Yo el of ag SATHEOT ‘.ﬁ'-_lv tlu" l-l':ﬂl T stalemaents Disagerec

Eastern demonstrates u strong sense of commitment o cyuity,

diversity, and inclusion. [l L g
Easternt has a divesse studens body. {1124 17 132,
Castern's faculry is diverse, 63%% 14 20,
At Earteen, | am treated with cespeet and hke 1 helang. 0% 16%a Y

Eastern provides sufficient programy/resonsecy @ fouter the success

as 217, nt
of a diverse student bady. Mh 2% g

Eastern tx a place where { am able (o perdorm up o my {ull poaentral. M2% Wt Qi
1 huve considered leaving Eastern because | felt isolated and . )

‘ 13% 65
unselcome,

f have changed or considered changmg my major because 1 felt

b 3 At
isolated and uowelcomed. bl i “

My experience at Eastern has had a positive influence oo my
acadermc growth.

My academic department at Bastern s rucially diverse, % 24545 ey

M 2% 8%

Results: DEI on Campus

(211.l Lansiéeones

ALPLITIENIL aently (hes Tty -

the pazt Y2 emosnhe, plaEs midoan siaar kvl a)

Eastern adequately upmhon targeted programming designed to. ..

foster sa wprpraaation fuc dversity and diverse perspective. 0 1% *°h
2didtess the wgn neede of minonty students. 61%% 24% 18%¢
adderse the nnique needs of students whose sexual oricomation and/or —c )
Al 23 &
gender ideatity/expeesgion mxy differ from mine.
whlzces e onngue necds o sudents with diverse abilities. 55" 22 1%

f(‘JmanL\ ter Qll. w30 Positiy

Pozitive Themes Negative Themes

+  Lagge focus on diveraary e ueion carnpasaade o Divescitn ciforrs s a faceds
« stucent dennfer ar Albes v Removing mae s mandare dizecth a ffeceed
» Deaseenng wrrh sredenin af DE] zyoors e tmemarcomprmied wrdones

o Pramanca of DED wenre encent Flyers Insmgrr o Pl o espeInng smadem 5 Broncas

o Cubresal ciide wlfer *safe speies” b cprn 10 all s Taca ot deserar anonyg o3t Gl
o Prognene 12 addnrs needs o divare students o Lirgdoosmersied stsden s suili Dege halenge:
v Lnin Wamp - ofher suppos 1o drene perpecrmie o Al dres coenens Dot SieDMLIag arsy SEDpU
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Results: Involvement on Campus
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Results: Sexual Harassment i« 1.qiz s -
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Survey Limitations
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Diversity & Social Justice Council
remhbership:
Reginald Fioed [English}, Chair
Brian Bay {Performing Aris)
Trudy Hyatt {Information Technology Services)
Christina lrizarey 10pparturity Programs)
Steve Muchin (Ecanomics & Finance)
Michael Smith [Academic Success Center}
. VACANT

\Id“Lﬂh’._utub—a

Ex Offcio Members:
1. aMar Coleman, VP for Equity & Diversity
2. wWilliam Salka, Provost
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Diversity & Social Justice Council Priorities

* Thoroughly review DEI Campus Climate Study
results and brainstorm strategies to improve
areas of concern.

* Integrate data collected from the work of the
Racial Equity & Justice Institute (REJI) with the
data from the DEI Climate Study to deterrmune
policy recommendatians.

* Participate in campus forums, town-halls, and
listening sessions to maintain open dialogue and
cormmunication regarding diversity, ecuity,
inctusion, and social justice issues on campus.

* Collaborate with campus stakeholders to

enhance effarts to recruit, retain, and support
underrepresented students, faculty, and staff.

37

Questions

38
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North Star Awards Writing Fellowships to Professors Sim and Kim

Written by By Lucinda Weiss
Published on December 22, 2022

Khai Zhi Sim, left, and Soojin Kim

Two assistant professors at Eastern, Khai Zhi Sim and Soojin Kim, have won fellowships from the New
England Board of Higher Education’s North Star Collective, which supports Black, Indigenous, and People
of Color (BIPOC) faculty.

The fellowships are designed to help junior faculty achieve promotion and tenure, with a special
emphasis on writing and publishing and on providing mentorship.

Sim, assistant professor of economics and finance, studies banking, macro and monetary economics,
and applied game theory. For the fellowship, he will work on two research projects: One will analyze the
strategic interactions between financial institutions and policymakers, and the other, in collaboration
with a Wesleyan University professor, will look at how bank bailouts incentivize banks’ investment in
complicated and opaque assets.

In other work, already underway and probably not part of his fellowship, he is using machine learning.
techniques to analyze FDIC data and see if there is a better way to predict bank failures.
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“I believe that my participation in the fellowship would be a great help to me in writing the two research
articles,” said Sim in his fellowship application. “As a nonnative English speaker, | am usually at a
disadvantage when it comes to communicating my ideas through writing.”

Sim’s native language is Mandarin Chinese. He also speaks Malay and Cantonese. He moved to the U.S.
from Malaysia in 2009. He earned a Ph.D. in economics at Cornell University in 2019, after
undergraduate studies at the University of Michigan. While at Cornell he taught macroeconomics to
prisoners in central New York as part of Cornell’s prison education program with a partner community
college. He joined Eastern in 2019 and teaches macroeconomics, banking and case studies in financial
management.

Soojin Kim, assistant professor of art and art history, also came to Eastern in 2019 after earning an MFA
from the School of the Museum of Fine Arts (MFA) in Boston and Tufts University. She came to the U.S.
from South Korea in 2000 to study electrical engineering at Boston University. She earned an M.S. and
was on the verge of her Ph.D. when she switched her focus to art and began studies at the MFA.

As an art student, she won awards in studio practice and painting and competitive grants for travel and
study. She had an artistic residency at Mass MoCA—the Massachusetts Museum of Contemporary Art—
in North Adams, MA, and a residency in teaching at PrattMWP art and design college in Utica, NY. Her
artincorporates skill she learned as an engineer and traditional art practices. At Eastern she teaches
digital art and graphic design.

She will use her fellowship to work on a limited-edition artist’s book, “Granny Pants,” exploring the

cultural aspects of one of her early memories of Korean grandmothers wearing baggy pants, a holdover
from what Korean women were once forced to wear by Japanese colonial authorities in the early 1900s.
These “Mom Pae,” a type of “balloon pants,” were popular with her grandmother’s generation in Korea.

“There is a lot of talk about these pants in terms of the liberation of women’s rights and their
elusiveness,” she said in her fellowship proposal.

As an interdisciplinary artist, her research focuses on cultural interactions under colonialism and
capitalism in Korea, she said. She is also influenced by memories of family life. Her earlier work focused
on American sweets, inspired by her father’s “obsession” with them, based on American Gls handing
them out to Korean children during the Korean War.

“l am trying to present the hidden cultural and historical meaning of these stories,” she said.

Eastern was one of the North Star Collective’s founding members last year. The inaugural fellowships at
Eastern were awarded to theatre Professor DeRon Williams and social work Professor Isabel Logan. The
collective now provides fellowships to 16 member colleges and universities, both public and private, in
New England.

Participating in North Star demonstrates Eastern’s commitment to providing faculty of color with the
support, networks and resources necessary to be successful, said LaMar Coleman, vice president for
equity and diversity.

“We all know that faculty of color face a unique set of challenges,” he said. “In addition to potentially
feeling marginalized within society as a whole, those feelings can spill over into the academic setting
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where they may feel they have to work 10 times harder to prove their competence and scholastic
abilities.”

BIPOC faculty are not only in the minority, but those who are able to achieve promotion and tenure are
an even smaller group, he noted.

Professor Kim said that besides writing workshops, the North Star fellowship has a support group that
focuses on racial trauma. In addition to learning with peer fellows about writing skills, he said, “l also
hope to exchange about our experiences as assistant professors and find ways to cope with the tenure
process, especially as minorities.”
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Eastern Sends 2 to Select Institute for Aspiring College Executives

Written by Lucinda Weiss
Published on March 22, 2023

Bridgewater State.

Two staff members at Fastern Connecticut State University who work closely with students were
selected to attend the yearlong Executive Leadership Institute at Bridgewater State University in
Massachusetts starting in June. Christina Irizarry, assistant director of opportunity programs in the
Academic Success Center, and Joshua K. Sumrell, coordinator of the Intercultural Center, will learn
leadership skills in a program designed to cultivate future college deans, provosts and presidents.

Each will have a professional coach and will develop a plan of action for professional development. A key
part of the plan will be regular interaction with senior leaders at Eastern and other institutions.

Both were nominated by President Elsa Nudfiez, who is a mentor in the program, and Vice President for
Equity and Diversity LaMar E. Coleman.

They will remain in their current jobs while they participate in the institute, which has both in-person
and virtual sessions. This year’s institute will have about 30 participants.

Irizarry, who joined Eastern last July, oversees Eastern’s STEP-CAP program, which helps high school
graduates from underserved communities transition to Eastern through a six-week summer preparation.
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She also works on the DC-CAP program to recruit high school students from Washington, D.C. to
Eastern, the Dream.US program for undocumented students and the international student program.

“My life’s work has always been on student access,” said Irizarry, herself a first-generation college
graduate. After graduating from East Hartford High School, she earned a bachelor’s degree from
Assumption College and a master’s in social work from Springfield College. She was a social worker in
Connecticut and later earned her doctorate in education from the University of Connecticut, where she
went on to work in college access programs.

She is president of CALAHE, the Connecticut Association of Latinos in Higher Education, the only such
organization in New England. It provides 26 college scholarships to students every year and programs for
faculty and staff.

“I'm living proof — you can do it,” she tells students. Her own high school counselor at first refused to
sign her college applications, telling her that she would not succeed.

In the Bridgewater leadership program, she is interested in learning about models that could be
implemented here to help students succeed and graduate in four years. She is also interested in what
role study abroad plays for first-generation students and in post-COVID mental health support for
students.

“l always tell my students, once you figure out what you love, school doesn’t feel like school,” she said.
“I just love coming into new challenges and helping our students succeed.”

Sumrell has been in his current job at the intercultural Center for just three semesters, working to build
diversity and inclusiveness on campus. Last fall he won the 2022 Education Leadership Award from
Prospanica Connecticut, an organization that advocates for Hispanic business professionals and raises
scholarships for graduate education. He has helped Prospanica connect with Eastern’s Student
Involvement Fair to promote career opportunities.

Previously he worked in student activities for four years and as a residence hall director for three years.
He earned his bachelor’s degree in geography and master’s in environmental education from Southern
Connecticut State University.

He worked as a resident assistant at Southern and “got a bug for higher education,” he said

“Yve always leaned toward helping students,” he said. “| like to hear about student problems and
encourage them to come up with solutions.” Besides student engagement, he’s interested in working at
the institute on diversity and student mental health.

When he used to work in residence halls, alcohol was more of an issue. Since COVID, the biggest
problems students face are mental health and connectedness, he said. In the leadership program, he
hopes to learn tools and tips to help students deal with them.

“We’ve identified a problem, and we need solutions,” he said.

Section 46a-68-81 57 of 57



5. ORGANIZATIONAL ANALYSIS

SECTION 46a-68-82
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EASTERN CONNECTICUT STATE UNIVERSITY
AFFIRMATIVE ACTION PLAN
SECTION 46a-68-82
ORGANIZATIONAL ANALYSIS

This section was in compliance in the previous filing of the Affirmative Action Plan and there were no

proposals or recommendations.

(1) Job Title Classification Study

Eastern Connecticut State University is organized into eight (8) occupational categories: (1)
Executive/Administrative; (2) Faculty; (3) Professional (non-faculty); (4) Secretarial/Clerical; (5)
Tech/Paraprofessional; (6) Skilled Craft; (7) Protective Setvices; and (8) Maintenance. Within these
occupation categories are both classified and unclassified positions. The position titles are listed by

occupational category as well as in order of progression or rank.

(2) Occupational Category Study
Fastern Connecticut State University has conducted an occupational category study which lists job titles

in the occupational categories they belong based on other positions having similat job content.
Additionally, compensation schedules are also listed.

(3) Organizational Charts
Eastern Connecticut State University has developed organizational charts to illustrate lines of

progression and reporting.
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ORGANIZATIONAL ANALYSIS
Job Title Classification Study

A. Unclassified
EXECUTIVE

President
Vice President for Equity and Diversity
Title IX Coordinator
Provost and Vice President for Academic Affairs
Associate Provost for Academic Affairs
Dean of Arts and Sciences
Associate Dean of Arts and Sciences (Administrator 7)
Tech Supervisor for Science Depts. (Administrator 3)
Tech Specialist for Science Depts. (Administrator 3)
Dean of Education & Professional Studies
Director of Co-curricular Academic Programming (Administrator 7)
Assistant Dean of Education and Professional Studies (Administrator 4)
Administrator of Child Family Resource Center (Administrator 5)
Teacher (Administrator 2)
Teacher Associate (Administrator 1)
Director of Center for Early Childhood Education (Administrator 5)
Coordinator of Educational Experience (Administrator 4)
Vice President for Finance and Administration
University Controller (Administrator 7)
Director of Financial Planning (Administrator 5)
Bursar (Administrator 5)
Associate Bursar (Administrator 4)
Assistant Bursar (Administrator 3)
Student Collection Assistant (Administrator 2)
Associate Director of Fiscal Affairs for Financial Systems (Administrator 5)
Associate Director of Fiscal Affairs for Accounts Payable (Administrator 4)
Financial Analyst (Administrator 3)
Accountant Associate (Administrator 2)
Associate Vice President for Facilities Planning and Management
Associate Director of Engineer & Design (Administrator 5)
Campus Architect (Administrator 5)
Mechanical/Electrical Design Engineer (Administrator 4)
Coordinator of University Constructions (Administrator 4)
Vice President for Student Affairs
Dean of Students
Director of Student Conduct (Administrator 6)
Director of Unity Center (Administrator 5)
Director of AccessAbility Services (Administrator 5)
Coordinator of Substance Abuse Prevention (Administrator 4)
Vice President for Institutional Advancement
Director of Institutional Advancement (Administrator 7)
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Associate Director of Institutional Advancement (Administrator 4)
University Events Coordinator (Administrator 3)
IA User Support Specialist (Administrator 3)
Assistant Director of Annual Fund (Administrator 3)
Director of Alumni Affairs (Administrator 5)
Associate Director of Alumni Affairs (Administrator 4)
Director of University Relations (Administrator 7)
Public Relations Officer (Administrator 5)
Design and Publication Officer (Administrator 5)
Associate Design and Publication Officer (Administrator 4)
Social Media and Digital Marketing Coordinator (Administrator 4)
Chief Information Officer
Director of Info Tech and Media Services (Administrator 7)
Specialist Assistant to CIO (Administrator 6)
Director of IT Support Services (Administrator 6)
Director of Admin Tech Services (Administrator 6)
Director of Cloud Computing (Administrator 6)
Data Network and Telecom Manager (Administrator 6)
System Manager (Administrator 5)
Senior Systems Administrator (Administrator 5)
Unified Communications Administrator (Administrator 5)
Programmer Specialist (Administrator 4)
Technical Service Engineer (Administrator 4)
Customer Support Center Manager (Administrator 5)
Learning Management System Admin (Administrator 4)
Customer Support Center Assistant (Administrator 2)
Computer Support Trainee (Administrator 1)
Associate Vice President for Human Resources
Assistant Director of Human Resources
Coordinator of HR Programs

DIRECTORS (ASSOCIATES AND ASSISTANTS)

Director of Athletics (Administrator 7)
Associate Director of Athletics (Administrator 4)
Assistant Director of Athletics (Administrator 4)
Equipment Manager & Vehicle Coordinator (Administrator 3)
Director of Institutional Research
Assistant Director of Institutional Research (Administrator 3)
Director of Public Safety
Dir. of Environmental Health and Safety Coordinator (Administrator 5)
Associate Director of Public Safety (Administrator 4)
Director of Enrollment Management (Administrator 7)
Director of Admissions (Administrator 7)
Associate Director of Admissions and Enrollment Planning (Administrator 4)
Asst. Dir. of Admissions and Enrollment Planning (Administrator 3)
Admission Assistant (Administrator 2)
Director of Library Services (Administrator 7)
Librarian
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Associate Librarian
Assistant Librarian
Director of Student Health Services (Administrator 7)
Associate Director of Health Services (Administrator 4)
Assistant Director of Health Services (Administrator 3)
Director of Fiscal Affairs for Acquisition and Auxiliary Services (Administrator 6)
Associate Director of Acquisitions (Administrator 4)
Assistant Director of Auxiliary Services (Administrator 3)
Assistant to the Director of Auxiliary Services (Administrator 2)
Director of Counseling and Psychological Services (Administrator 6)
Counselor
Associate Counselor
Assistant Counselor
Director of the Center for Internship & Career Services (Administrator 6)
Assistant Director of Internship & Career Services (Administrator 3)
Director of Student Center/ Activities (Administrator 6)
Director of New Student and Family Programs (Administrator 5)
Assistant Director of Student Center/Activities (Administrator 3)
Director of Financial Aid and Veterans Affairs (Administrator 6)
Associate Director of Financial Aid (Administrator 4)
Assistant Director of Financial Aid (Administrator 3)
Assistant to the Director of Financial Aid (Administrator 2)
Registrar (Administrator 6)
Associate Registrar (Administrator 4)
Assistant Registrar (Administrator 3)
Assistant Degree Auditor (Administrator 3)
Director of Housing (Administrator 6)
Associate Director of Housing (Administrator 4)
Residence Hall Director (Administrator 2)
Director of Academic Services Center (Administrator 6)

Associate Dir. Of Academic Services Center (Administrator 4)
Assistant Dir. Of Academic Services Center (Administrator 3)
Student Development Specialist (Administrator 3)

Academic Advisor (Administrator 2)
Director of Center of Community Engagement (Administrator 6)
Associate Dir. Of Center for Community Engagement (Administrator 4)
Director of Media Services (Administrator 6)
Media Technology Manager (Administrator 4)
Media Technology Specialist (Administrator 3)
Media Production Specialist (Administrator 3)
Multimedia Assistant (Administrator 2)
Director of the Institute for Sustainable Engergy

Facutry

Professor
Associate Professor
Assistant Professor
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Instructor
Coach IV
Coach III
Coach II
Coach I

B. Classified
SECRETARIAL/CLERICAL

Administrative Assistant
Secretary 2
Secretary 1
Office Assistant

TECHNICAL AND PARAPROFESSIONAL

Library Technician
Library Technical Assistant

SKILLED CRAFTS

Supervising Stationary Engineer
Stationary Engineer
Maintenance Supervisor 2
Qualified Craft Worker

PROTECTIVE SERVICES

Police Lieutenant
Police Sergeant
Police Officer
Building & Grounds Patrol Officer

MAINTENANCE

Building Superintendent 3
Building Superintendent 2
Landscape Technician
Skilled Maintainer
Supervisory Custodian
Lead Custodian
Custodian

Section 462-68-82
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Mail Services Supervisor 1
Mail Handler

Material Storage Supervisor
Material Storage Specialist

Titles without Promotional Opportunity
A. Unclassified

President

Professor

Coach IV

Director of Public Safety

Director of the Institute for Sustainable Energy
Coordinator of gallery and Museum Services
CSU Administrative Assistant

B. Classified

Administrative Assistant
Cash Accounting Clerk
Financial Clerk

Payroll Clerk
Processing Technician
Unit Supervisor

Drafter 2
Library Technician

Plant Facilities Engineer 2
Supervising Stationary Engineer
Maintenance Supervisor 2

Building and Grounds Patrol Officer

Building Superintendent 3
Media Production Technician
Duplicating Technician 2
Skilled Maintainer

Mail Services Supervisor 1
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Occupational Category Study

CATEGORY 1 - EXECUTIVE, ADMINISTRATIVE AND MANAGERIAL

Title

Management and Confidential Unclassified

President
Vice President for Equity and Diversity
Title IX Coordinator
CSU Administrative Assistant
Provost and VP for Academic Affairs
Associate Provost for Academic Affairs
Dean of Arts and Sciences
Dean of Education and Professional Studies
Director of Institutional Research
Vice President for Finance and Administration
Associate VP for Facilities Management and Planning
Vice President for Student Affairs
Dean of Students
Vice President for Institutional Advancement
Associate Vice President for Human Resources
Assistant Director of Human Resources
Coordinator of HR Programs
Chief Information Officer
Director of the Institute for Sustainable Energy
Director of Public Safety

Administrator 7

Associate Dean of Arts and Sciences

Director of Co-curricular Academic Programming
Director of Athletics

Director of Enrollment Management

Director of Info Tech and Media Services
Director of Institutional Advancement

Director of Library Services

Director of Student Health Services

Director of University Relations

University Controller

Section 46a-68-82

Salary Range
$ 370,703

128,860 — 193,294
79,549 - 119,322
57,534 - 86,299
208,998- 313,497
151,171 - 226,757
151,171 - 226,757
151,171 - 226,757
109,196 — 163,793
177,883 — 266,824
151,171 - 226,757
177,883 — 266,824
128,860 - 193,294
177,883 - 266,824
128,860 — 193,294
79,549 — 119,322
79,549 - 119,322
177,883 — 266,824
151,171 - 226,757
109,196 — 163,793

$ 108,178 — 162,140
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Title

Administrator 6

Director of Academic Services Center

Director of Administrative Tech Services
Director of Center for Community Engagement
Director of Cloud Computing

Director of Counseling and Psychological Services
Director of Financial Aid

Director of Housing

Director of Internship and Career Development
Director of Opportunity Programs

Director of Student Conduct

Director of Student Center Activities

Data Network and Telecom Manager

Special Assistant to CIO

University Registrar

CATEGORY 2 - FACULTY

Professor
Associate Professor
Assistant Professor
Instructor

Coach IV

Coach III

Coach 11

Coach I

CATEGORY 3 - PROFESSIONAL NON-FACULTY
Non-Teaching Faculty

Counselor
Associate Counselor
Assistant Counselor
Librarian

Associate Librarian
Assistant Librarian

Administrator 5

Assistant Dean — Student Affairs

Associate Director of Fiscal Affairs

Bursar

Campus Architect

Child and Family Development Administrator
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Salary Range
$ 97,083- 147,942

$101,137- 134,851
85,070 — 113,428
69,004 - 92,006
60,970 - 81,295
$101,137- 134,851
85,070 — 113,428
69,004 — 92,006
60,970 — 81,295

$101,137- 134,851
85,070 — 113,428
69,004 - 92,006
$101,137- 134,851
85,070 — 113,428
69,004 - 92,006

$ 85,988 - 133,744
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Title Salary Range

Design and Publication Officer

Director of AccessAbility Services

Director of Alumni Affairs

Director of Center for Early Childhood Education
Director of Environmental Health and Safety
Director of Financial Planning

Director of New Student and Family Programs
Director of the Unity Center

Public Relations Officer

Infrastructure Service Manager

Senior Systems Administrator

Support Center Manager

Administrator 4 $ 74,892 — 119,545

Associate Design and Publication Officer

Associate Director of Academic Services Center
Associate Director of Acquisitions

Associate Director of Admissions & Enrollment Planning
Associate Director of Alumni Affairs

Associate Director of Athletics

Associate Director of Center for Community Engagement
Associate Director of Financial Aid

Associate Director of Fiscal Affairs for Accounts Payable
Associate Director of Health Services

Associate Director of Housing

Associate Director of Public Safety

Associate Director of Student Center/Activities
Associate Registrar

Asst Director of Athletics for Communication
Coordinator of Education Experience

Coordinator of Intercultural Center

Coordinator of Gallery and Museum Services
Coordinator of Substance Abuse Prevention
Coordinator of the Pride Center

Coordinator of University Construction

Learning Management System Administrator

Lighting Technical Specialist

Mechanical/Electrical Design Engineer

Media Technology Manager

Programmer Specialist

Social Media & Digital Marketing Coordinator

Technical Director/Production Manager of Theatre
Technical Service Engineer

Website Manager

Section 46a-68-82

10 of 15



Title

Administrator 3

Assistant Bursar

Assistant Director of AccessAbility Services
Assistant Director of Academic Services Center

Assistant Director of Admissions

Assistant Director of Annual Fund & Advancement Systems

Assistant Director of Auxiliary Services
Assistant Director of Financial Aid
Assistant Director of Health Services

Assistant Director of Internship and Career Services
Assistant Director of Institutional Advancement
Assistant Director of Institutional Research

Assistant Director of Student Center/Activities
Assistant Director of University Opportunity Programs

Assistant Registrar

Equipment Manager and Vehicle Coordinator

Financial Analyst

IA User Support Specialist
Inventory and Resources Assistant
Media Production Specialist
Multimedia Assistant

Student Development Specialist

Technical Specialist for Science Departments
Technical Supervisor of Science Departments Labs

University Events Coordinator
Visual and Performing Arts Coordinator

. Administrator 2

Academic Advisor

Accounting Associate

Acquisition Specialist

Assistant Degree Auditor

Assistant in Business Services
Assistant to Director of Auxiliary Services
Customer Support Center Assistant
Digital Media Production Coordinator
Financial Aid Counselor

Media Technician

Registrar Services Assistant
Resident Hall Director

Student Collection Assistant
Teacher

Section 46a-68-82

Salary Range
$ 63,798 — 105,348

$ 52,702 - 91,150
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Title Salary Range
Administrator 1 $ 41,607 - 76,953
Computer Support Trainee

Student Affairs Trainee
Teacher Associate

CATEGORY 4 - CLERICAL /SECRETARIAL

Administrative Assistant $ 62,696 — 78,553
Secretary 2 52,585 — 68,764
Secretary 1 51,381

Cash Accounting Clerk 43,749

Payroll Clerk 58,084 - 66,972

Processing Technician 68,764

Unit Supervisor 75,141

CATEGORY 5 -TECHNICAL PARAPROFESSIONAL

Drafter 2 $ 75,541
Library Technician 81,175 - 96,337

CATEGORY 6 - SKILLED CRAFTS

Plant Facilities Engineer 2 $ 125,460
Supervising Stationary Engineer 89,146
Stationary Engineer 59,463 — 63,112
Maintenance Supervisor 2 76,091 - 87,706
General Trades Worker 56,069 — 73,035
Qualified Craft Workers 58,509 - 76,311
Carpenter
Locksmith
HVAC
Electrician
Painter
Plumber
Mechanic

Section 46a-68-82 12 of 15



Title

CATEGORY 7 - PROTECTIVE SERVICES

Police Lieutenant
Detective
Police Sergeant
Police Officer
Buildings and Grounds Patrol Officer

CATEGORY 8 - SERVICE/MAINTENANCE

Building Superintendent 3
Building Superintendent 2
Building Superintendent 1

Media Production Technician

Duplicating Technician 2

Landscape Technician

Skilled Maintainer

Lead Custodian
Custodian

Mail Handler

Material Storage Supervisor 2
Material Storage Specialist

Section 46a-68-82

Salary Range
$92,611
70,661

73,271 - 92,299
46,941 — 80,097
48,633 - 59,883

$77,683

66,255 - 70,191
56,642

79,386

52,012

48,670 - 66,882
48,670 — 52,012
46,241 — 48,795
39,226 - 49,017
44,984 - 52,517
62,251

48,670

13 of 15



University Organizational Chart

Eastern Connccticut State University

2022-23

President
ECSU
E Nujicz

Executive 1

Professional 2

| VP for Lquity & Diversity: L. Coleman

| CSU Admin Asst: vacant

]

Provost/ VP for
Academic Af¥airs
W Salka
Executive 4

Chief Info Officer

G Boeylinsky
Executive 3

VP for Finance &
Administration
J Howarth
Executive 3

Section 46a-68-82

Interim VI for
Student Affairs
M Delancy
Executive 3

Advancement

VT for Instit

K Deldsa
Lxecutive 3
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6. WORK FORCE ANALYSIS

SECTION 46a-63-83

Section 462-68-83 1A of 25



EASTERN CONNECTICUT STATE UNIVERSITY
AFFIRMATIVE ACTION PLAN
SECTION 46a-68-83
WORKFORCE ANALYSIS

This section was in compliance in the ptevious filing of the Affirmative Action Plan and there were no
proposals or recommendations.

Subsection (2):

Eastern Connecticut State University reported the racial and sexual composition of the full-time
employees for each office, position and position classification identified in the job title study on forms
provided by the Commission on Human Rights and Opportunities (CHRO). A separate analysis was
completed for the part-time and other employees. The workforce analysis inventories the following:

1. Total agency wotkforce by occupational category with percentages of race and sex groups
calculated for each occupational category;

2. Total agency workforce by office(s), position(s) and position classification(s) within each
occupational categoty;

3. Agency workforce in each labor market area by occupational categoty;

4. Agency wortkforce in each labor market area by office(s), position(s) and position
classification(s) within each occupational category.

Subsection (b):

Eastern Connecticut State University has also provided CHRO with an age grouping repott of the full-
time workforce by occupational category, in five (5) year increments as ptescribed by the Commission
on Human Rights and Opportunities (CHRO).

Subsection (c):

Eastern Connecticut State University has also provided the number of employees with disabilities in the
full-time workforce by occupational category.

Section 462a-68-83 1B of 25



FORM 83A

1. Executive
1T Faculty

Percent
1T Prof. Non Faculty

Percent
Iv. Secretarial / Clerical

Percent

vV Tech / Paraprofessional

Percent
VI Skilled Crafts

Percent
VII. Protective Services
VITT  Maintenance

Percent
Total

Percent
1/77 AA Plan
Chanae +/-

Section 46a-68-83

Category:
Titles:

Total
27
100.0%
175
100 N%
135
100.0%
31
100.0%
4
100 0%
35
100 0%
18
100.0%
69
100.0%
494
100.0%
503

[

Total
Male

13
4R 1%
94
53 7%
57
42.2%

?

50 0%
34
97.1%
11
61.1%
31

44 9%
242
49.0%
246

4

WORKFORCE ANALYSIS
Total White  White
Female Male Female
14 9 11
519%  333% 40.7%
81 66 55
46.3%  37.7% 1t 4%
78 4€ 59
57.8% 24.1% 43 7%
31 23
100 0% 74.2%
2 2 1
500%  50.0% 25.0%
1 30 1
2.9% RS 7% 2 9%
7 7 6
38.9% 38.9% 33.3%
38 11 14
55.1%  15.9% 0 3%
252 171 170
51.00kh 34.6% 34.4%
257 177 180
-5 -6 -10

Black
Male

3

11 1%
10
5.7%
5
3.7%

2.9%

14%
20
4.0%
20

Black
Female

1
3 7%

2.9%

5.2%

6 5%

15
3.0%
18

Hispanic

1
3.7%
7
4.0%
4
3.0%

8.6%

11.1%
19
27.5%
36
7.3%
31

Hispanic
Female

1
3.7%
4
2.3%
9
6.7%
4
12.9%
1
25.0%

5.6%
24
34.8%

8.9%
33

11
6.3%
2
1.5%

5.6%

14
280
18

March 31, 2023

AALANH AALANN ZOF
NPI
Male

NPI
Female Male

1
3.7%
14
8.0%

0 7%

6.5%

18
3.6%
18

Page 1 of 25



FORM 83A Category: I. Execufive

Titles: All Date: March 31, 2023
WORKFORCE ANALYSIS
AALANH AAIANH Zor 2or
Total Total White White Black Biack Hispanic  Hispanic  NPI NPI More More
Job Titles Total Male Female Male Female Male Female Male Female Male Female Male Female
President 1 1 1
Provost & V. P. Academic Affairs 1 1 1
V.P. Finance & Administration 1 1 1
V.P. Student Affairs
V.P. Institutional Advancement 1 1 1
VP for Eauitv & Diversity 1 1 1
fssoc V.P. for Human Resources
Assoc V P far Facilities Mananement 1 1 1
Chief Information Officer 1 1 1
Assoc Provost for Academic Affairs 1 1 1
Dean of Arts & Sciences 1 1 1
Dean of Edu & Profess. Studies 1 1 1
Dean of Students 1 1 1
Assoc. Dean of Arts & Sciences 1 1 1
Director of Enrollment Manaaement 1 1 1
Director of Athletics 1 1 1
Dir of Academic Serv Center 1 1 1
Dir of Communitv Enaaaement
Dir of Fiscal Affair for Aca & Aux Serv
Dir of Info Tech & Media Services 1 1 1
Dir of Internshio & Career Services 1 1 1
Dir of Counselina & Psvch Services 1 1 1
Director of Financial Aid
Director of Housina 1 1 1
Director of Human Resources
Dir of Insti for Sustainable Enerav 1 1 1
Director of Institutional Advancement 1 1 1
Jirector of Librarv Services 1 1 1
Dir of Media Services
Dir of Public Safety 1 1 1
Director of Student Center 1 1 1
Dir of Student Health Servires 1 1 1
Director of Universitv Relations
Reaistrar 1 1 1
University Controller 1 1 1
Total 27 13 14 Q 11 3 1 1 1 1
3/22 AA Plan 30 13 17 10 14 3 1 7
Change +/- -3 -3 1 -3 1 -1 1

Section 46a-68-83 Page 2 of 25



FORM 83A Category: II. Faculty
Titles: All Date: March 31, 2023
WORKFORCE ANALYSIS
AAIANH [AAIANH [2or |Zor
Total |Total White |White Black [Black Hispanic |Hispanic |NPI NPI More |More
Job Titles Total Male Female |[Male |Female |Male |Female |Male F I Male Fi I Male |Female
Professor 88 47 41 31 31 8 4 4 6 1
Associate Professor 58 34 24 27 14 2 2 3 4 1
Assistant Professor 29 13 16 8 10 1 4 4 1
Total 175 94 81 66 55 10 7 11 14 3
3/22 AA Plan 190 102 88 69 61 10 9 14 15 2
Change +/- -15 -8 -7 -3 -6 -2, -3 =], 1
Section 46a-68-83 Page 3 of 25



FORM B3A Category: III. Professional Nonfaculty

Titles: All Date: March 31, 2023
WORKFORCE ANALYSIS
AALANMA ARLIAMNNA Z0Or
Total Total White  White Black Black Hispanic Hispanic = NPI NPI More 2 or More
Joh Titles Total Male Female Male Female Male Female Male Female Male Female Male Female
Academic Advisor 1 1 1
Accountina Associate 1 1 1
Acauisitions Specialist 1 1 1
Admissions Assistant
Assistant Bursar 1 1 1
Assistant Counselor 2 2 1 1
Assistant Librarian
Assistant Regisrtar 1 1 1
Assaciate Bursar
Associate Counselor
Associate Desian & Pub Officer 1 1 1
Assaciate Dir of Acad Serv Center 2 2 1 1
Associate Dir of Acquisitions 1 1 1
Assaciate Dir of Admissions 2 1 1 1 1
Assnciate Dir of Alumni Affairs 1 1 1
Assaciate Dir of Athletiics 1 1 1
Asso Dir of Center for Comm Ena 1 1 1
Associate Dir of Financial Aid 2 1 1 1 1
Associate Dir of Fiscal Affairs 2 1 1 1 1
Assaciate Dir of Health Services 1 1 1
Associate Director of Housina 2 1 1 1 1
Assaciate Director of Stu Ctr/Act 1 1 1
Associate Librarian 2 1 1 1 1
Associate Reaistrar 2 1 1 1 1
Asst Dean of Student Affairs 1 1 1
Asst Dearee Auditor
Asst Dir of AccessAbility Services 1 1 1
Asst Dir of Acad Serv Center
Asst Dir of Admissions & Enrnllment 7 1 1 1 1
Asst Dir of Annual Fund 1 1 1
Asst Dir of Athletics 1 1 1
Asst Dir of Auxiliarv Services 1 1 1
Asst Dir of Career Services 1 1 1
dsst Dir of Fin. Aid 7 2 1 1
Asst Dir of Human Resources 3 1 2 1 1 1
Asst Director of Health Services 1 1 1
Asst Director of Institutional Adv 1 1 1
Asst Dir of Institutional Research 1 1 1
Asst Director of Student Center 1 1 1
Asst Dir of Univ Opportunity Proa 1 1 1
Asst in Business Services 1 1 1
Asst to Dir of Anxiliarv Servires 1 1 1
Asst to Dir of Fin. Aid
Bursar 1 1 1
Campus Architect 1 1 1
Child & Familv Center Administrator 1 1 1
Caord nf Arconintina
Coord of Edu Excellence 1 1 1
Coordinator of Gallerv & Museum 1 1 1
Coord of HR Proarams 1 1 1
Coordinator of Intercultural Center 1 1 1
Coord of Substance Abuse Prav 1 1 1
Coord of the Pride Center 1 1 1
Coordinator of Univ Construction 1 1 1

Section 46a-68-83 Page 4 of 25



FORM 83A Category: 111, Professional Nonfaculty
Titles: All Date March 31, 2023
WORKFORCE ANALYSIS

AALANT AAIANH Zor

Total Total White Black  Black Hispanic Hispanic NPI NPI More 2 or More
Joh Titles Total Male Female Female Male Female Male Female Male Female Male Female
CSU Administrative Assistant 3 3 3
3 3 3
Data Network & Telecom Manager 1 1 1
and 1 1 1
1 1 1
Dir of AccessAbility Services 1 1 1
Dir of Admin Tech Services 1 1 1
of 1 1 1
Dir of Cloud Computing 1 1 1
Dir of Co-curricular Acad Prog 1 1 1
Child 1 1 1
Dir of Enr Health & Safety 1 1 1
1 1 1
Dir of Institutional Research 1 1 1
Dir of Opoortunity Proarams 1 1 1
Dir of Student Conduct 1 1 1
Dir of New Stu & Family Prag 1 1 1
Nir of Unitv Center 1 1 1
1 1 1
1 1 1
Financial Analyst 1 1 1
1A User Support Specialist 1 1 1
Tnfrastructure Serv Manaaer 1 1 1
Tnventorv Resource Asst 1 1 1
2 1 1 1 1
5 1 4 1 3 1
| inhtina Tech Snecialist 1 1 1
1 1 1
2 1 1 1 1
Technician 1 1 1
Media Technoloay Coord 1 1 1
Multimedia Asst 1 1 1
Praorammer Specialist 3 El 3
Officer 2 2 1 1
Reaistrar Service Assistant 1 1 1
Resident Hall Director 10 4 6 2 4 1 1 1 1
Seninr Svstem Administrator 3 3 2 1
Coord 1 1 1
Snecialist Asst to CIO 1 1 1
1 1 1
2 2 2
1 1 1
Teacher 2 2
Teacher Associate 1 1 1
Tach Dir/Theatre Prod Manager 1 1 1
Tech Specialist for Sci Dept 1 1 1
Tech Support Specialist
Tech. Supervisor Science Dept's 1 1 1
Technical Services Ena
Title IX Coordinator 1 1 1
1 1 1
visual & Performina Arts Coord 1 1 1

Section 46a-68-83 Page 5 of 25



FORM 83A Category: III. Professional Nonfaculty
Titles: All Date: March 31, 2023
WORKFORCE ANALYSIS
ARIANH] NH [Zor

Total |Total White |White Black Black Hispanic |Hispanic |NPI NPI More 2 or More
Job Titles Total |Male Female |Male Female |Male Female |Male Female Male Female [Male Female
Website Manager 1 1 1
Total 135 57 78 46 59 7 9 2 i 2
3/22 AA Plan 125 51 74 43 56 7 8 1
Change +/- 10 6 4 3 3 11 -1 1

Section 463-68-83 Page 6 of 25



FORM 83A Category: IV. Secretarial / Clerical
Titles: All Date: March 31, 2023
WORKFORCE ANALYSIS

ARLANA AALANR
Total Total White White Black Black Hispanic Hispanic  NPI NPI 2 or More 2 or More

Job Titles Total Male Female Male Female Male Female Male Female Male Female Male Female
Administrative Assistant 13 13 1 1 1

Secretary 2 12 12 13 1 1 ?

Secretarv 1 1 1 1

Head Cash Accountina Clerk
Cash Accountina Clerk 1 1 1

Financial Clerk

Pavrall Clerk 2 2 7

Office Assistant

Clerk Tyvpist

Unit Sunervisor 1 1 1

Pracessina Technician 1 1 1

Total 31 31 23 2 4 2
3/22 AA Plan 33 33 25 2 a 7
Change +/- -2 -2 -2

Section 46a-68-83 Page 7 of 25



FORM 83A Category: V. Technical / Paraprofessional
Titles: All Date: March 31, 2023
WORKFORCE ANALYSIS
AATARH JAAIANH [Z or Zor
Total Total White |White |Black Black Hispanic |Hispanic |NPI NPI More More
Job Titles Total |Male Female |Male Female |Male Female |Male Female Male Female |Male Female
Library Technician 3 1 2 1
Library Technical Assistant
Drafter 2 1 1
Total 4 2 2 1
3/22_AA Plan 6 2 2 1
Change +/- -2 -2 -1 -1

Section 463-68-83
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FORM 83A Category: VI. Skilled Crafts

Titles: All Date: March 31, 2023
WORKFORCE ANALYSIS
AALANH AALANH ZoOT
Total Total White  White Black  Black Hispanic Hispanic NPI NPI More 2 or More
Joh Titles Total Male Female Male Female Male Female Male Female Male Female Male Female
Plant Fac Enaineer 2 1 1 1
Supervisina Stationarv Enaineer 1 1 1
Stationarv Enaineer 3 3 3
Maintenance Supv 2 {Carpentry) 1 1 1
Maintenance Supv 2 (Electrical) 1 1 1
Maintenance Sunv 2 (Graunds) 1 1 1
Maintenance Sup 2 (HVAC) 1 1 1
Maintenance Supv 2 (General) 1 1 1
Blda Maintenance Supervisor
General Trades Worker 7 7 [ 1
OCW Carnentrv 7 2 2
OCW Electrical 3 3 3
OCW HVAC € 6 6
OCW Locksmith 2 2 2
OCW Mechanic ? 7 2
OCW Paintina 1 1 1
QCW Plumbina 2 2 1 1
Total 35 R4 1 30 1 1 3
3/22 AA Plan 3R 35 1 3N 1 2 2 1
Channe  +/- -1 -1 -1 1 1

Section 46a-68-83 Page 9 of 25



FORM 83A Category: VIIL. Protective Services
Titles: All Date: March 31, 2023
WORKFORCE ANALYSIS
ARIANH [ARIANH [2or Zor
Total Total White White Black Black Hispanic |Hispanic |NPI NPI More More
Job Titles Total Male Female |Male Female |Male Female |Male Female Male Female |Male Female
Police Lieutenant 1 1
Police Sergeant 4 3 1 3 1,
Dective 1 1 1
Police Officer & 2 4 1 3 1
Building & Grounds Patrol Officer [ 5! 1 3 1
Protective Service Trainee
Total 18 11 7 7 6 1
3/22 AA Plan 18 12 6 1
Change +/- -1 1 -2

Section 46a-68-83
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FORM 83A Category: VIII. Maintenance

Titles: Al Date: March 31, 2023
WORKFORCE ANALYSIS
AALANA < Or zur
Total Total White White Black Black Hispanic Hispanic AAIANH NPI More More
Joh Titles Total Male Female Male Female Male Female Male Female NPI Male Female Male Female
Rlda Sunv 1 1 1 1
Rlda Sunv 2 2 2 1 1
Bida Supv 3 1 1 1
Custadian 1 23 8 15 2 3 6 12
Chstardian 2 24 9 15 1 5 8 10
Lead Custoadian 3 3 1 2
Supervisina Custodian
Dubiicatina Technician 2 1 1 1
Landscape Technician 7 6 1 5 1 1
Mailhandler 2 1 1 1 1
Mail Service Supervisor
Material Storaae Snecialist 1 1 1
Material Storaae Sunervisor 1 1 1
Media Praduction Technician 1 1 1
Skilled Maintainer 2 2 1 1
Total f9 21 2R 11 14 1 19 24
3/22 AA Plan 67 31 36 12 13 1 18 23
Chanae +/- 2 2 1 1 1 1

Section 46a-68-83 Page 11 of 25



FORM 83A Category: All Others*

Titles: All Others Date: March 31,2023
WORKFORCE ANALYSIS
AAIAN AslaR 20T Zor
Total Total White White Black Black Hispanic Hispanic HNPI HNPI More More
Occunatinnal Cateaorv Tatal Male Female Male Female Male Female Male Female Male Female Male Female
TI. Facultv 5 1 a4 1 4
Assistant Professor 4 4
Instructor 1 1 1
III. Prof. Non Faculty 3a 4 26 4 18 2 6
Admissions Assistant 6 6 4 1 1
Assistant Dearee Auditor 1 1 1
Asst Dir of CFDRC 1 1 1
Asst Dean of Edu & Prof Studies 1 1 1
Asst Dir of Student AccessAbilities 1 1 1
Assoc Dir of Fiscal Affairs 1 1 1
Assoc Dir of Public Safety 1 1 1
Career Counselor 2 2 2
Computer Support Trainee 3 1 2 1 1 1
Fin Aid Compliance Soecialist 1 1 1
Pronrammer Analvet 1 1 1
Proiert Canrdinator 1 1 1
Student Affairs Trainee 2 2 2
Shident Develnnment Snecialist 1 1 1
Teacher 1 1
Teacher Assariate 4 4 3 1
University Opp Proaram Specialist 1 1 1
Universitv Grants Officer 1 1 1
Tatal 35 5 2n a 18 1 2 [ 4
3/22 AA Plan 46 9 37 6 23 1 4 2 5 5
Chanae  +/- 1 -4 -7 -2 -5 -2 -2 1 -1

*temporary employees

Section 46a-68-38 Page 12 of 25



FORM 83A

Occupational Cateaorv

II. Faculty
Lectuers

III. Prof. Non Faculty
Universitv Assistant

Total
3/22 AA Plan

Chanae +/-

Section 462-68-38

Category:
Titles:

Total

Total Male

282
282

31
31

213
LV

139

139

14

14

183

158

All Part Time
All Part Time
WORKFORCE ANALYSIS
Total White White Black
Female Male Female Male
143 123 125
143 123 125
17 13 16
17 13 16
160 136 141
157 140 130
B -4 11

Black
Female

Hispanic
Male

Date:

Hispanic
Female

March 31,2023

AALANH AALANH
NPI 2 or More 2 or More

NPI
Male

Female Male

Female

Page 13 of 25



FORM 83A Category: 1. Executive
Titles: All Date: March 31, 2023
WORKFORCE ANALYSIS
FULL TIME WORKFORCE BY LABOR M ARKET

AALANH AAIANH ZoOF zor
Total Total White White Black Black Hispanic  Hispanic NPI NP1 More More

Job Titles Total Male Female Male Female Male Female Male Female Male Female Male Female

President 1 1 1

Provost & V. P. Academic Affairs 1 1 1

V.P. Finance & Administration 1 1 1

V.P Student Affairs

V.P. Institutionat Advancement 1 1 1

VP far Friity & Diversitv 1 1 1

Assoc V.P for Human Resources

Acsnr V_P for Farilities Manaaement 1 1 1

Chief Tnformation Officer 1 1 1

Assoc Provost for Academic Affairs 1 1 1

Dean of Arts & Sciences 1 1 1

Dean of Edu & Profess. Studies 1 1 1

NDean of Students 1 1 1

Assoc. Dean of Arts & Sciences 1 1 1

Director of Enroliment Management 1 1 1

Director of Athletire 1 1 1

Dir of Academic Serv Center 1 1 1

Dir of Communitv Enaacement

Dir of Fiscal Affair for Aca & Aux Serv

Dir of Info Tech & Media Services 1 1 1

Dir of [nternshin & Career Services 1 1 1

Dir of Counselina & Psvch Services 1 1 1

Director of Financial Aid

Director of Housina 1 1 1

Director of Human Resources

Dir of Tnsti for Snskinahle Fnerav 1 1 1

Dirertor of Institutional Advancement 1 1 1

Director of Librarv Services 1 1 1

Dir of Media Services

Dir of Public Safety 1 1 1

Director of Student Center 1 1 1

Nir of Shident Health Services 1 1 1

Director of Universitv Relations

Reaistrar 1 1 1

Liniversitvy Cantraller 1 1 1

Total 27 13 14 9 11 3 1 1 1 1

3/22 AA Plan 30 13 17 10 14 3 1 2

Chanae +/- -3 -2 1 -3 1 -1 1

Section 46a-68-83 Page 14 of 25



FORM 83A Category: I1. Facuity

Titles: All Date: March 31, 2023

WORKFORCE ANALYSIS

FULL TIME WORKFORCE BY LABOR M ARKET

Labor Market: National and State
AAIANH [ARIANH [Zor 2or
Total |Total White |White Black |Black Hispanic |Hispanic |NPI NPI More (More

Job Titles Total Male F Male |[Female |Male |Fem Male F 1 Male Femal Male |Female
Professor 88 47 41 31 31 8 2 4 4 6 1
Associate Professor 58 34 24 27 14 2 3 2 3 4 1
Assistant Professor 29 13 16 8 10 1 4 4 1
Total 175 94 81 66 55 10 5 7 11 14 3
3/22 AA Plan 190 102 88 69 61 10 9 14 15 2
Change +/- -15 -8 -7 3 -6 -1 -2 -3 -1 1

Section 46a-68-83

Page 15 of 25



FORM 83A Category: III. Professional Nonfaculty
Titles: Al Date: March 31, 2023
WORKFORCE ANALYSIS
FULL TIME WORKFORCE BY LABOR M ARKET

ARALANA ARLANA 20T

Total Total White  White Black Black Hispanic Hispanic NPI NPI More 2 or More

Job Titles Total Male Female Male Female Male Female Male Female Male Female Male Female
Academic Advisor 1 1 1
Accountina Associate 1 1 1
Acauisitions Specialist 1 1 1
Armissinns Assistant

1 1 1
Assistant Counselor 2 2 1 1
Assistant Librarian
Assistant Reaisrtar 1 1 1
Associate Bursar
Associate Counselor
Associate Desian & Pub Officer 1 1 1
Assnriate Dir of Acad Serv Center 2 2 1 1
Associate Dir of Acauisitions 1 1 1
Associate Dir of Admissions 2 1 1 1 1
Associate Dir of Alumni Affairs 1 1 1
Assaciate Dir of Athletiics 1 1 1
Asso Dir of Center for Comm Eng 1 1 1
Assariate Dir of Financial Aid 2 1 1 1 1
Assaciate Dir of Fiscal Affairs 2 1 1 1 1
Associate Dir of Health Services 1 1 1
Associate Director of Housina 2 1 1 1 1
Associate Director of Stu Ctr/Act 1 1 1

2 1 1 1 1
Associate Reaqistrar 2 1 1 1 1
Asst Dean of Student Affairs 1 1 1
Asst Dearee Auditor
Asst Dir of AccessAbilitv Services 1 1 1
Acst Nir nf Arad Serv Center
Asst Dir of Admissions & Enrollment 2 1 1 1 1
Asst Dir of Annual Fund 1 1 1
Asst Dir of Athletics 1 1 1
Asst Dir of Auxiliary Services 1 1 1
Asst Nir of Career Services 1 1 1
Asst Dir of Fin. Aid 2 2 1 1
Asst Dir of Human Resources 3 1 2 1 1 1
Asst Director of Health Services 1 1 1
Asst Director of Institutional Adv 1 1 1
Asst Dir of Institutional Research 1 1 1
Asst Director of Student Center 1 1 1
Asst Dir of {Iniv Onnortunity Proa 1 1 1
Asst in Business Services 1 1 1
Asst to Dir of Auxiliarv Services 1 1 1
Asst to Dir of Fin. Aid
Bursar 1 1 1
Campus Architect 1 1 1
Child & Familv Center Administrator 1 1 1
Coord of Accountina
Coord of Edu Excellence 1 1 1
Canrdinatar of Gallery R Misenm 1 1 1
Coard of HR Proarams 1 1 1
Coordinator of Intercultural Center 1 1 1
Coord of Substance Abuse Prev 1 1 1
Coord af the Pride Center 1 1 1

Section 46a-68-83 Page 16 of 25



FORM 83A Category: III. Professional Nonfaculty
Titles: All Date: March 31, 2023
WORKFORCE ANALYSIS
FULL TIME WORKFORCE BY LABOR M ARKET

National and
AALANA AALANND 207

Total Total White  White Black  Black Hispanic Hispanic NPI NPL More 2 or More
Joh Titles Tatal Male Female Male Female Male Female Male Female Male Female Male Female
“nardinatnr of Lniv Canstruction 1 1 1
Counselor
CSU Administrative Assistant 3 3 3
Customer Supp Center Asst 3 3 3
Data Network & Telecom Manaaer 1 1 1
Desian and Publications Officer 1 1 1
Diaital Media Prod Coordinator 1 1 1
Dir of AccessAbilitv Services 1 1 1
Dir of Admin Tech Services 1 1 1
Niriertor af Alumni Affairs 1 1 1
Dir of Cloud Computina 1 1 1
Dir of Co-curricular Acad Proa 1 1 1
Directar of Farlv Child Edu 1 1 1
Dir of Enr Health & Safetv 1 1 1
Director of Financial Plannina 1 1 1
Dir of Institutional Research 1 1 1
Dir of Opportunity Programs 1 1 1
Nir nf Student Conduct 1 1 1
Dir of New Stu & Familv Proa 1 1 1
Dir of Unity Center 1 1 1
Eauip Manaaer & Vehicle Coord 1 1 1
Finanrial Aid Connselor 1 1 1
Financial Analvst 1 1 1
TA User Sunnort Soecialist 1 1 1
Infrastructure Serv Manaaer 1 1 1
Tnventnrv Resatirce Asst 1 1 1
Learnina Mamt Svs Admin 2 1 1 1 1
Librarian 5 1 4 1 3 1
Lightina Tech Specialist 1 1 1
Mechanical Enaineer 1 1 1
Media Prarhictinn Snecialist ? 1 1 1 1
Media Technician 1 1 1
Media Technoloav Coord 1 1 1
Multimedia Asst 1 1 1
Proarammer Specialist 3 3 3
Puihlic Relatinns Officer ? 2 1 1
Reaistrar Service Assistant 1 1 1
Resident Hall Director 10 ] 6 2 4 1 1 1 1
Senior Svstem Administrator 3 3 2 1
Social Media/Diai Marketina Coord 1 1 1
Specialist Asst to CIO 1 1 1
Student Callection Assistant 1 1 1
Student Develooment Soedialist 2 2 2
Support Center Manaaer 1 1 1
Teacher 2 2 2
Teacher Associate 1 1 1
Terh NirfTheatre Prod Manaaer 1 1 1
Tech Specialist for Sci Dent 1 1 1
Tech Support Specialist
Tech Subervisor Science Dept's 1 1 1
Terhnical Servires Fna
Title IX Coordinator 1 1 1
University Events Coordinator 1 1 1
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FORM 83A Category: II1. Professional Nonfaculty

Titles: All Date: March 31, 2023

WORKFORCE ANALYSIS

FULL TIME WORKFORCE BY LABOR M ARKET

Labor Market: National and State
AAIANA[AAIANH [Zor
Total Total White |White Black Black Hispanic |Hispanic |NPI NPI More 2 or More

Job Titles Total |Male Female |Male Female |Male Female |Male Female Male Female |Male Female
University Opp Program Spec
Visual & Performing Arts Coord 1 1 1
Website Manager 1 1 1
Total 135 57 78 46 59 5 2 1 2
3/22 AA Plan 123 51 72 43 56 4 2 1
Change +/- 12 6 6 3 3 1 -1 1
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FORM 83A Category: IV. Secretarial / Clerical
Titles: All Date: March 31, 2023
WORKFORCE ANALYSIS
FULL TIME WORKFORCE BY LABOR M ARKET

AALANR AAIANH
Total Total White White Black Black Hispanic Hispanic  NPI NP1 2 or More 2 or More

Job Titles Tatal Male Female Male Female Male Female Male Female Male Female Male Female
Adminictrative Acsistant 13 13 11 1 1

Secretarv 2 12 12 8 1 1 7

Secratarv 1 1 1 1

Head Cash Accountina Clerk
Cash Accountina Clerk 1 1 1

Financial Clerk

Pavroll Clerk 7 2 2

Office Assistant

VInit Sunervisor 1 1 1

Pracessina Technician 1 1 1

Total 31 31 23 2 q 2
3/77 AA Plan 33 33 25 2 4 2
Chanae +/- -2 -2 -2
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FORM 83A Category: V. Technical / Paraprofessional

Titles: Al Date: March 31, 2023

WORKFORCE ANALYSIS

FULL TIME WORKFORCE BY LABOR M ARKET

Labor Market: State and Local
AARTANH [AATANH [Z or Zor
Total Total White |White |[Black Black Hispanic |Hispanic |NPI NPI More More

Job Titles Total [Male Female |Male Female |Male Female |Male Female Male Female |Male Female
Library Technician 3 2 1 2 1
Library Technical Assistant
Drafter 2 1 1
Total 4 2 2 2 1
3/22 AA Plan 2 4 2 1
Change +/- -2 -2 -1 -1
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FORM 83A Category: VI. Skilled Crafts

Titles: All Date: March 31, 2023
WORKFORCE ANALYSIS
FULL TIME WORKFORCE BY LABOR M ARKET
and
AALANH AALIANH Zor
Total Total White  White Black  Black Hispanic Hispanic  NPI NPI More 2 or More
Joh Titles Total Male Female Male Female Male Female Male Female Male Female Male Female
Plant Far Enaineer 2 1 1 1
Supervisina Stationarv Enaineer 1 1 1
Stationarv Enaineer 3 3 3
Maintenance Supv 2 (Carpentrv) 1 1 1
Maintenance Suov 2 (Electrical) 1 1 1
Maintenance Supv 2 (Grounds) 1 1 1
Maintenance Suo 2 (HVAC) 1 1 1
Maintenance Supv 2 (General) 1 1 1
Blda Maintenance Supervisor
General Trades Worker 7 7 € 1
OCW Carpentrv 2 2 2
NOCW Flectrical 3 3 3
OCW HVAC 6 [ 3
OCW Lacksmith 2 2 P
OCW Mechanic 2 2 2
OCW Paintina 1 1 1
NCW Plumhinn 2 ? 1 1
Total 35 34 1 3a 1 1 3
3/22 AA Plan 36 35 1 3C 1 2 2 1
Chanae +/- -1 -1 -1 1 -1
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FORM 83A Category: VII. Protective Services
Titles: Al Date: March 31, 2023
WORKFORCE ANALYSIS
FULL TIME WORKFORCE BY LABOR M ARKET

Labor Market: State and Local

AATANH [AAIANH [Zor Jor

Total Total White White Black Black Hispanic [Hispanic |NPI NPI More More
Job Titles Total Male Female |Male Female |Male Female |Male Female Male Female |Male Female
Police Lieutenant 1 1 1
Police Sergeant 4 3 1 3 1
Dective 1 1 1
Police Officer 6 2 4 1 3 1 1
Building & Grounds Patrol Officer 6 5, 1 3 1 1 1
Protective Service Trainee
Total i8 11 7 7 6 2 1 1 1
3/22 AA Plan 18 12 6 9 6 1 % 1
Change +/- -1 1 -2 1 1
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FORM 83A Category: VIII. Maintenance

Titles: All Date: March 31, 2023
WORKFORCE ANALYSIS
FULL TIME WORKFORCE BY LABOR M ARKET
Local
AALANH cOr zor
Total Total White White Black Black Hispanic Hispanic AAIANH NPI More More

Job Titles Total Male Female Male Female Male Female Male Female NPI Male Female Male Female
Blda Suov 1 1 1 1
Blda Suov 2 2 2 1 1
Blda Supv 3 1 1 1
Custodian 1 23 8 15 2 3 6 12
Custodian 2 24 q 15 1 5 8 1C
Lead Custodian 3 3 1 2
Supervising Custodian
Duplicatina Technician 2 1 1 1
Landscape Technician 7 [§ 1 5 1 1
Mailhandler 2 1 1 1 1

Mail Service Supervisor

Material Storaae Specialist 1 1 1

Material Storaae Supervisor 1 1 1

Media Production Technician 1 1 1

Skilled Maintainer 2 2 1 1

Total 69 31 38 11 14 1 19 24
3/22 AA Plan 67 31 36 12 13 1 18 23
Chanae +/- 2 2 -1 1 1 1
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Occupational Cateqory

I. Executive

II. Faculty

II1. Professional Nonfacuity

IV. Secretarial/Clerical

V. Technical/Paraprofessional

VL. Skilled Crafts

VIL. Protective Services

VIIL. Maintenance

Total

Section 462-68-38

Category:
Titles:

Total
Total Male

28

14

All Disability
All Date: March 31, 2023
DISABILITY IN THE WORKFORCE

Hispani AAIAN AAIAN ZoOr
Total White White Black Black Hispani c HNPI HNPI More

Female Male Female Male Female c Male Female Male Female Male

2 1 2
2 4 1 1 1 1
6 2 3 2 1 1
2 1 1
1 1 1
2
1 1 1
14 11 8 2 1 2 2 2

Zor
More
Female
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