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EXECUTIVE SUMMARY OF REVIEW AND RECOMMENDATIONS

AGENCY: Southern Connecticut State University

AGENCY APPOINTING AUTHORITY: Joseph Bertolina, EdD

AFFIRMATIVE ACTION PERSON: Paula Rice, Director of the Office of Diversity &
Equity Programs

INTRODUCTION:

Southern Connecticut State University is located in New Haven. The proposed affirmative
action plan covers the reporting period of May 1, 2019 through April 30, 2020 and was
filed timely. The previous submission was filed timely and was approved by the
Commission on November 13, 2019.

RECOMMENDATION:

That the proposed affirmative action plan for Southern Connecticut State University be
APPROVED.

SECTION 46a-68-102. STANDARD OF REVIEW

(a) To receive approved status, a plan must contain all elements required by
Sections 46a-68-78 through 46a-68-94, inclusive.

(b) Additionally, a plan shall be approved only if:

(1) the work force, considered as a whole and by occupational category, is in
parity with the relevant labor market area, or

(2) the agency has met all or substantially all of its hiring, promotion and
program goals during the plan period; or

(3) the agency has demonstrated every good faith effort to achieve such goals
and despite these efforts has been unable to do so; and

(4) the agency has substantially addressed deficiencies noted by the
Commission on Human Rights and Opportunities.
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Southern Connecticut State University

JUSTIFICATION FOR THE RECOMMENDATION:

That Southern Connecticut State University’'s proposed affirmative action plan be
approved based on compliance with Sections 46a-68-102(a), (b)(3), and (b)(4) of the
regulations. Specifically:

SECTION 46a-68-102(a)

The proposed affirmative action plan contains all elements required by Sections 46a-68-
78 through 46a-68-94, inclusive.

SECTION 46a-68-102(b)(1)

The work force considered as a whole and by occupational category is not at parity with
the relevant labor market area. The race/sex ratios of the agency employees are not
equivalent to those generally available in the appropriate labor markets.

SECTION 46a-68-102(b)(2)

The agency has not met all or substantially all of its hiring and program goals. Promotion
goals were substantially met (see attached charts).

An analysis of the agency's hires during the twelve-month reporting period indicates that
in the areas where hires occurred the agency met:

26 out of 64 possible total goals or 40.6%
in addition,
12 out of 16 possible promotion goals were met or 75%

1 out of 2 possible program goals were met or 50%

SECTION 46a-68-102(b)(3)

Southern Connecticut State University has demonstrated good faith effort to achieve its
goals. This is evidenced by the following personne! activity:

Southern Connecticut State University's affirmative action pian Section 46a-68-90 Goals
Analysis analyzes the hiring, promotion, and program goals that were established in the
prior affirmative action plan. Each goal has been separately addressed and the discussion
of action taken, thereof, is detailed and complete. These explanations were thoroughly
reviewed and are in compliance with the Affirmative Action Regulations.
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Southern Connecticut State University

SECTION 46a-68-102(b)(4)

Southern Connecticut State University's previous plan had no deficient elements,
therefore, the agency is in compliance with the (b)(4) standard.

SECTION 46a-68-108. Letter of Commitment

Southern Connecticut State University did not have any deficiency in the prior plan,
therefore, a Letter of Commitment was not required.

SUMMARY OF DEFICIENCIES / WEAKNESSES:

No section is deficient or weak in the proposed affirmative action plan.

ADDITIONAL MANDATED REPORTING

Diversity Training

Southern Connecticut State University is in compliance with the Diversity Training
requirements of the statute.

Contract Compliance

Southern Connecticut State University has submitted all of the required reports, forms
and correspondence regarding the Set-Aside Program.

Prior Fiscal Year: 2018 /2019

SBE MBE
Goals: $1,839,599.00 $459,900.00
Achievement: $3,947,772.00 $678,596.00
Percentage: 215.00% 147.00%

Current Fiscal Year: 2019 / 2020 with _4 quarters reporting.

SBE MBE
Goals: $2,479,919.00 $619,979.00
Achievement: $4,314,368.00 $908,188.00
Percentage: 174.00% 146.50%
Page 4 of 4
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AGENCY: Southern Connecticut State University

HIRING GOALS ANALYSIS

REPORTING PERIOD BEGINNING May 1, 2018 THROUGH April 30, 2020 Page 1
OCCUPATIONAL NUMBER RACE/SEX HIRES GOAL
CATEGORY OF ACHIEVEMENT
GOALS
Executive / Administrative / 1 - WF 1 WF
Managerial 1 HM
1 HF 1-1
1 OF
Faculty -
Professor 2 HF 0
Associate Professor 1 BM
1WM
1 BF 0-1
10F
Assistant Professor 2 WM _ 2 WM
3 WF 8 WF
2 BF
2 HM
2 HF 5-11
30M
2 OF
Coaches 1 BM
1 BF
1 HM 1 HM
1 oM
1 OF 1-3
1WM
1 WF
Professional 4 WM 4 \WM
8 BF 2 BF
5 HM
4 HF 3 HF
1 ] oM 10M 10-25
7 OF
13 WF
2 BM
Secretarial / Clerical 4 WF 1 WF
1 HM 1-1
2 HF

* HIRING GOAL MET BY PROMOTION ** HIRE MET A PROMOTION GOAL



AGENCY: Southern Connecticut State University

HIRING GOALS ANALYSIS

REPORTING PERIOD BEGINNING May 1, 2019 THROUGH April 30, 2020 Page 2
OCCUPATIONAL NUMBER RACE/SEX | HIRES GOAL
CATEGORY OF i ACHIEVEMENT
GOALS i
Secretary 2 1 WM
1 HF 2 HF
6 WF 1-2
1BF
Office Assistant 6 WF
| 1 WM
, 1BF 0-3
1 HF
Technical / Paraprofessional 1 WF 1WF
1 HF 1-1
Skilled Craft 2 BF
3 HM
2 HF
1 OM 0-2
1 WM
1 BM
Service / Maintenance 1 BM
1 HM “*1 HM 1-1
Custodian 8 WF 1 WF
4 HM 2 HM
3 HF
1 OF 2 OF
4-11
2WM
3BM
10OM
, Protective Service 1 WM
' 1 BM 1BM
1 BF
1 HF 1-2
1 HM

“* HIRING GOAL MET BY PROMOTION ** HIRE MET A PROMOTION GOAL



AGENCY: Southern Connecticut State University

PROMOTION GOALS ANALYSIS
REPORTING PERIOD BEGINNING May 1, 2019 THROUGH April 30, 2020 Page 1
OCCUPATIONAL ' NUMBER RACE/SEX PROMOTIONS GOAL
CATEGORY ' OF ACHIEVEMENT
GOALS
|
] Executive / Administrative
- { Managerial 0
1 WM
**1 WF
Facuity
: Professor 12 WF 5 WF
3 BF
1 HM 5-6
2 HF
1 WM
Associate Professor 2 WF 8 WF
3 BM 1BM
2 OF 2 OF
7 WM 57
1B8F
1 0OM
Secretarial / Clerical 2 WF
1 HF 1 HF 1-1
Secretary 2 0
1BM
1 BF
Office Assistant 2 WF 0
Skilled Craft 0
2 WM
Service / Maintenance 1 WM 1WM
1 WF :
2 (*1) HM 1-2
1 HF

** HIRING GOAL MET BY PROMOTION “* HIRE MET A PROMOTION GOAL



FORM 38A Category.:
Titles: All Date: April 30, 2020
WORKFORCE ANALYSIS
Total White Black Hispanic Hispanic | AAIANHNPI | AAIANHNPI

Category or Class Grand Total| Total Male Female | White Male | Female | Black Male | Female Male Fomale Male Female
I. EXECUTIVE 30 16 14 13 12 1 2 0 0 2 0

63.3% 46.7% 43.3% 40.0% 3.3% 6.7% 0.0% 0.0% 6.7% 0.0%
Il. FACULTY 422 212 210 164 163 16 1 7 8 25 28

50.2% 49.0% 38.8% 38.6% 3.8% 2.6% 1.7% 1.8% 5.0% 6.8%
lil. PROF.JNON FACULTY 236 97 139 70 115§ 16 10 4 10 7 4

41.4% 58.9% 20.7% 48.7% 6.8% 4.2% 1.7% 4.2% 3.0% 1.7%
IV. SECRETARIAL/CLERICAL 95 13 82 10 46 3 26 0 9 0 1

13.7% 86.3% 10.5% 48.4% 3.2% 27.4% 0.0% 9.5% 0.0% 1.4%
V. TECH/PARAPROFESSIONAL/ 9 3 6 3 4 0 1 0 0 0 1

33.3% 66.7% 31.3% 44.4% 0.0% 11.4% 0.0% 0.0% 0.0% 1.1%
V1. SKILLED CRAFTS 28 28 0 23 0 4 0 1 0 0 0

100.0% 0.0% 82.1% 0.0% 14.3% 0.0% 3.8% 0.0% 0.0% 0.0%
Vii. PROTECTIVE SERVICES 25 21 4 11 3 4 1 6 0 0 0

84.0% 16.0% 44.0% 12.0% 16.0% 4.0% 24.0% 0.0% 0.0% 0.0%
VIl. MAINTENANCE 82 54 28 21 4 25 12 6 10 2 2

65.9% 34.9% 25.6% 4.9% 30.6% 14.8% 7.3% 12.2% 24% 2.4%
Total 927 444 483 35 347 69 83 24 37 a8 38
4/2019 AA Plan 928 453 475 335 342 64 65 22 34 32 34
Change +/- -1 -8 8 -20 5 5 -2 2 3 4 2

47.90% £2.10% 33.08% 37.43% 7.44% 6.80% 2.59% 3.90% 3.88% 3.88%

10/5/2020




FIVE YEAR HISTORY

Southern Connecticut State University

FILING DATE COMMISSION ? STAFF COMMISSION VOTE
MEETING DATE RECOMMENDATION
08/30/2019 11/13/2019 Approved Approved
08/30/2018 11/14/2018 Approved Approved
08/30/2017 11/08/2017 Conditionally Approved Conditionally Approved
08/30/2016 11/09/2016 Approved Approved
08/30/2015 11/18/2015 Approved Approved




State of Connecticut

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

Promoting Eguality and Justice fon all People

PROPOSED AFFIRMATIVE ACTION PLAN

Southern Connecticut State University
AGENCY

REVIEW AND ANALYSIS: A COMPARATIVE EVALUATION
INTRODUCTION

SECTION 46a-68-102. STANDARD OF REVIEW

(@) To receive approved status, a plan must contain all elements required by
Sections 46a-68-78 through 46a-68-94, inclusive.

(b)  Additionally, a plan shall be approved only if:

(1) the work force, considered as a whole and by occupational category,
is in parity; or

(2) the agency has met all or substantiaily all of its hiring, promotion and
program goals during the reporting period; or

(3) the agency has demonstrated every good faith effort to achieve such
goals and, despite these efforts, has been unable to do so; and

(4) the agency has substantially addressed deficiencies noted by the
Commission on Human Rights and Opportunities.

SECTION 46a-68-103. PLAN REVIEW AND ANALYSIS

As part of the review process, a written evaluation of the plan shall be prepared by
Commission on Human Rights and Opportunities staff. Such evaluation shall:

1. assess the degree of procedural compliance with Regulations of CT State
Agencies

identify and comment upon the deficiencies and weaknesses of the plan;
appraise the performance and effort of the agency in meeting its goals;

evaluate the effectiveness of the affirmative action program; and

o &~ 0

suggest remedial action in addition to or in lieu of that proposed in the plan to
achieve a balanced workforce and eliminate discriminatory practices.

Main (860) 541-3400 - Fax (860) 541-3432
www.ct.gov/chro - Toll Free in Connecticut {800) 477-5737 — TDD {860) 541-3459
Affirmative Action / Equal Opportunity Employer



Southern Connecticut State University

SECTION 46a-68-78. Policy Statement

PREVIOUS SUBMISSION:

This section was in compliance in the prior filing.

PRESENT SUBMISSION:

This section is Deficient Weak X

SECTION 46a-68-79. Internal Communication

PREVIOUS SUBMISSION:

This section was in compliance in the prior filing.

PRESENT SUBMISSION:

This section is Deficient Weak X

In Compliance

In Compliance

SECTION 46a-68-80. External Communication and Recruitment Strategies

PREVIOUS SUBMISSION:

This section was in compliance in the prior filing.

PRESENT SUBMISSION:

This section is Deficient Weak X

SECTION 46a-68-81. Assignment of Responsibility and Monitoring

PREVIOUS SUBMISSION:

This section was in compliance in the prior filing.

PRESENT SUBMISSION:

This section is Deficient Weak X

Page 2 of 6
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Southern Connecticut State University

SECTION 46a-68-82. Organizational Analysis

PREVIOUS SUBMISSION:

This section was in compliance in the prior filing.

PRESENT SUBMISSION:

This section is Deficient Weak X In Compliance

SECTION 46a-68-83. Work Force Analysis

PREVIOUS SUBMISSION:

This section was in compliance in the prior filing.

PRESENT SUBMISSION:

This section is Deficient Weak X In Compliance

SECTION 46a-68-84. Availability Analysis

PREVIOUS SUBMISSION:

This section was in compliance in the prior filing.

PRESENT SUBMISSION:

This section is Deficient Weak X In Compliance

SECTION 46a-68-85. Utilization Analysis and Hiring and Promotion Goals

PREVIOUS SUBMISSION:

This section was in compliance in the prior filing.

PRESENT SUBMISSION:

This section is Deficient Weak X In Compliance

Page 3 of 6



Southern Connecticut State University

SECTION 46a-68-86. Employment Analyses

PREVIOUS SUBMISSION:

This section was weak in the prior filing.

PRESENT SUBMISSION:

This section is Deficient Weak

SECTION 46a-68-87. Identification of Problem Areas

PREVIOUS SUBMISSION:

This section was in compliance in the prior filing.

PRESENT SUBMISSION:

This section is Deficient Weak

SECTION 46a-68-88. Program Goals

PREVIOUS SUBMISSION:

This section was in compliance in the prior filing.

PRESENT SUBMISSION:

This section is Deficient Weak

SECTION 46a-68-89. Discrimination Complaint Process

PREVIOUS SUBMISSION:

This section was in compliance in the prior filing.

PRESENT SUBMISSION:

This section is Deficient Weak

X In Compliance
X In Compliance
X In Compliance
X In Compliance

PROPOSALS/RECOMMENDATIONS:

If the internal complaints 90 day timeframe is going to be exceeded, then the complainant
needs to be again informed of the timeframes for filing with the Commission on Human

Rights and Opportunities, EEOC, etc.

Page 4 of 6



Southern Connecticut State University

SECTION 46a-68-90. Goals Analysis

PREVIOUS SUBMISSION:

This section was in compliance in the prior filing.

PRESENT SUBMISSION:

This section is Deficient Weak X In Compliance

PROPOSALS/RECOMMENDATIONS:

Future filings should avoid using possibly subjective descriptions such as “excellent”,

‘enthusiasm”, “few”, “extensive”, “exceptional’, in favor of quantifiable terms such as
years of experience, number of publications, etc.

SECTION 46a-68-91. Upward Mobility

PREVIOUS SUBMISSION:

This section was in compliance in the prior filing.

PRESENT SUBMISSION:

This section is Deficient Weak X In Compliance

SECTION 46a-68-93. Innovative Programs

PREVIOUS SUBMISSION:

This section was in compliance in the prior filing.

PRESENT SUBMISSION:

This section is Deficient Weak X In Compliance

PROPOSALS/RECOMMENDATIONS:

The EAP program is not an innovative program for Southern Connecticut State University.
This program is available to all state employees.

Page 5 of 6



Southern Connecticut State University

SECTION 46a-68-94. Concluding Statement

PREVIOUS SUBMISSION:

This section was in compliance in the prior filing.

PRESENT SUBMISSION:

This section is Deficient Weak X In Compliance

CONCLUSION:

The proposed affirmative action plan submitted by Southern Connecticut State University
for the filing date of October 15, 2020 - 45-day extension of the August 30, 2020 filing
date. for has been voted APPROVED.

Page 6 of 6
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outhern Connecticut
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POLICY STATEMENT

It is the intellectual and moral responsibility, but more importantly, the POLICY of
the leadership of the Connecticut State Colleges & Universities (CSCU), to advance
social justice and equity by exercising affirmative action and upward mobility.
Accordingly, Southern Connecticut State University as a constituent unit of the
CSCU, through this plan of affirmative action, will, with conviction and effort,
undertake positively to overcome the present effect of past practices, policies, or
barriers to equal employment opportunity, and to achieve the full.and fair
participation of women, African Americans, Hispanics, and any other protected
groups found to be underutilized in the workforce or adversely impacted by system
policies or practices.

Equal employment opportunity, a distinctly different matter, is employment of
individuals without consideration of age; ancestry; color; gender identity or
expression; genetic information; learning disability; marital status; past or present
history of a mental disability; intellectual disability; national origin; physical disability
(including blindness); race; religious creed; sex, including pregnancy, sexual
harassment and sexual assault; sexual orientation; veteran’s status; criminal record
(in state employment) and genetic information unless the provisions of Section 46a-
60(b), 46a-80(b), or 46a-81(b), of the Connecticut General Statutes are controlling
or there is a bona fide occupational qualification excluding persons in one of the
above protected groups. Equal employment opportunity is the purpose and goal of
affirmative action under Section 46a-68-75 through 46a-68-114.

As president of Southern Connecticut State University, | pledge to take every good
faith effort to realize our goals within the timetables set forth in this plan and as
required by pertinent state and federal legislation, detailed in the pages which
follow.

Appended to this Policy Statement, and incorporated by reference, is listed Federal
and State constitutional provisions, laws, regulations, guidelines, and executive
orders prohibiting or outlawing discrimination, identifying classes of protected
persons.

Clearly, affirmative action and equal employment opportunity are immediate and
necessary agency objectives for Southern Connecticut State University. We shall
affirmatively provide services and programs in a fair and impartial manner.
Southern ensures that affirmative action principles and practices are followed in
each step of the employment process. The role of affirmative action in each step of
the employment process is outlined in further detail in the body of the affirmative
action plan.

501 Crescent Street » New Haven, Connecticut 06515-1355 » (203) 392-5250 » FAX (203) 392-5255 « SouthernCT.edu
AN INSTITUTION OF THE CONNECTICUT STATE COLLEGES & UNIVERSITIES ¢ AN EQUAL OPPORTUNITY UNIVERSITY 100% POST.CONSUMER RECYCLED



The role of the diversity and equity programs office:

e |t reviews its personnel policies and procedures to ensure that barriers which
unnecessarily exclude protected classes, and practices which have an illegal
discriminatory impact, are identified and eliminated.

e It explores alternative approaches wherever personnel practices have a
negative impact on protected groups.

¢ |t establishes procedures for the extra effort that may be necessary to assure
that the recruitment and hiring of protected group members reflect their
availability in the job market.

e [t administers all terms, conditions, privileges and benefits of employment in an
equitable manner.

¢ |t provides sign-off rights to the executive assistant to the president for Diversity
and Equity Programs at each step of the employment process.

We also recognize the hiring difficulties experienced by the physically disabled and
many older persons, and will undertake measures to overcome the present effects
of underutilization of such persons in the workforce.

All executive, administrative, and supervisory personnel are expected to discharge
their affirmative action responsibilities, in word and deed, consistent with this
agency’s objective of establishing and implementing affirmative action and equal
employment opportunity. All employees have the right to review and comment on
the Affirmative Action Plan. A copy will be kept in Office of Diversity & Equity
Programs and in the library.

The person responsible for overseeing affirmative action and equal employment
opportunity is Paula Rice, Director of the Office of Diversity and Equity Programs at
Southern Connecticut State University, 501 Crescent Street, Hilton C. Buley
Library, Room 240, New Haven, Connecticut 06515, telephone number (203) 392-
5568.

This policy of nondiscrimination will not be limited to employment practices but will
extend, as well, to services and programs provided by the University.

— §-Ip-2|
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POLICY STATEMENT

It is the intellectual and moral responsibility, but more importantly, the POLICY of the
leadership of the Connecticut State Colieges & Universities (CSCU), to advance social
justice and equity by exercising affirmative action and upward mobility. Accordingly,
Southern Connecticut State University as a constituent unit of the CSCU, through this
plan of affirmative action, will, with conviction and effort, undertake positively to
overcome the present effect of past practices, policies, or barriers to equal employment
opportunity, and to achieve the full and fair participation of women, African Americans,
Hispanics, and any other protected groups found to be underutilized in the workforce or
adversely impacted by system policies or practices.

Equal employment opportunity, a distinctly different matter, is employment of individuals
without consideration of age; ancestry; color; gender identity or expression; genetic
information; learning disability; marital status; past or present history of a mental
disability; intellectual disability; national origin; physical disability (including blindness);
race; religious creed:; sex, including pregnancy, sexual harassment and sexual assault;
sexual orientation; veteran’s status; criminal record (in state employment) and genetic
information unless the provisions of Section 46a-60(b), 46a-80(b), or 46a-81(b), of the
Connecticut General Statutes are controliing or there is a bona fide occupational
qualification excluding persons in one of the above protected groups. Equal
employment opportunity is the purpose and goal of affirmative action under Section 46a-
68-75 through 46a-68-114.

As president of Southern Connecticut State University, | pledge to take every good faith
effort to realize our goals within the timetables set forth in this plan and as required by
pertinent state and federal legislation, detailed in the pages which follow.

Appended to this Policy Statement, and incorporated by reference, is listed Federal and
State constitutional provisions, laws, regulations, guidelines, and executive orders prohibiting or
outlawing discrimination, identifying classes of protected persons.

Clearly, affirmative action and equal employment opportunity are immediate and
necessary agency objectives for Southern Connecticut State University. We shall
affirmatively provide services and programs in a fair and impartial manner. Southern
ensures that affirmative action principles and practices are followed in each step of the
employment process. The role of affirmative action in each step of the employment
process is outlined in further detail in the body of the affirmative action plan.

501 Crescent Street * New Haven, Connecticut 06515-1355 ¢ (203) 392-5250 * rax (203) 392-5255 * SouthernCT.edu
AN INSTITUTION OF THE CONNECTICUT STATE COLLEGES & UNIVERSITIES * AN EQUAL OPPORTUNITY UNIVERSITY



The role of the diversity and equity programs office:

« It reviews its personnel policies and procedures to ensure that barriers yvhich
unnecessarily exclude protected classes, and practices which have an illegal
discriminatory impact, are identified and eliminated.

« It explores alternative approaches wherever personnel practices have a
negative impact on protected groups.

« |t establishes procedures for the extra effort that may be necessary to assure
that the recruitment and hiring of protected group members reflect their
availability in the job market.

« |t administers all terms, conditions, privileges and benefits of employment in an
equitable manner.

« It provides sign-off rights to the executive assistant to the president for Diversity
and Equity Programs at each step of the employment process.

We also recognize the hiring difficulties experienced by the physically disabled and
many older persons, and will undertake measures to overcome the present effects
of underutilization of such persons in the workforce.

All executive, administrative, and supervisory personnel are expected to discharge
their affirmative action responsibilities, in word and deed, consistent with this
agency’s objective of establishing and implementing affirmative action and equal
employment opportunity. All employees have the right to review and comment on
the Affirmative Action Plan. A copy will be kept in Office of Diversity & Equity
Programs and in the library.

The person responsible for overseeing affirmative action and equal employment
opportunity is Paula Rice, Director of the Office of Diversity and Equity Programs at
Southern Connecticut State University, 501 Crescent Street, Hilton C. Buley
Library, Room 240, New Haven, Connecticut 06515, telephone number (203) 392-
5568.

This policy of nondiscrimination will not be limited to employment practices but will
extend, as well, to services and programs provided by the University.

) SO /= 202D
Joseph Bertolino, Ed.D
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Continuing Notice of Nondiscrimination

Southern Connecticut State University does not discriminate on the basis of age; ancestry, color,
gender identity and expression; intellectual disability; learning disability; mental disorder; physical
disability; marital status, national origin; race; religious creed; sex, including pregnancy, transgender
status, sexual harassment and sexual assault; sexual orientation; veteran status; or any other status
protected by federal or state laws. The following person has been designated to handle inquiries
regarding the non-discrimination policies: Paula Rice, Director/Title IX Coordinator, Office of Diversity
& Equity Programs, 501 Crescent Street, BU 240, New Haven, CT 06515, (203)392-

5568, ricep1@southernct.edu.



Policy Statement on Pluralism

Southern Connecticut State University adopted a policy statement on pluralism which forbids acts of
violence or harassment reflecting bias or intolerance based on an individual's race, religious creed,
gender, sexual orientation, disability, and ethnic or cultural origin. The University has also adopted
procedures for investigating complaints of acts of intolerance brought by students or staff.

Southern Connecticut State University endorses the Connecticut State University Policy Regarding
Racism and Acts of Intolerance. That policy is:

The Connecticut State University declares:
Institutions within the Connecticut State University have a duty to foster tolerance;

The promotion of racial, religious, and ethnic pluralism within the University is the responsibility of all
individuals within the University community:

Every person within the University community should be treated with dignity and assured security
and equality;

Individuals may not exercise personal freedom in ways that invade or violate the rights of others;

Acts of violence and harassment reflecting bias or intolerance of race, religious creed, gender, sexual
orientation, disability, and ethnic or cultural origins are unacceptable;

and
The University shall take appropriate corrective action if such acts of violence or harassment occur.

Anyone who has a complaint alleging an act of violence or harassment based on race, religious
creed, gender, sexual orientation, disability, or ethnic or cultural origin should contact the Office for
Diversity and Equity Programs at Buley Library, Room 207, (203) 392-5568.



Policy Regarding Persons With Disabilities

Southern Connecticut State University affirms its policy of nondiscrimination against all persons
protected by all state and federal laws, regulations and executive orders. This policy of
nondiscrimination commits Southern Connecticut State University (SCSU) to achieving equal
employment opportunity and full participation for employees with disabilities. No qualified person
shall be excluded from consideration for employment, participation in any university program or
activity, be denied the benefits of any university program or activity, or otherwise be subjected to
discrimination with regard to any program or activity. This policy derives from SCSU's commitment to
nondiscrimination for all persons in employment, academic programs, and access to facilities,
programs, activities and services.

Existing barriers, whether physical, programmatic or attitudinal must be addressed. A person with a
disability must be afforded equal employment opportunity as outlined in federal law, specifically the
Rehabilitation Act of 1973 including section 504 and the Americans with Disabilities Act of 1990, as
well as specific state laws on nondiscrimination found in the Connecticut General Statues and State
Executive Orders 18, 11 and 9.

The ADA requires reasonable accommodations in all aspects of the employment process including
application, performance of duties and benefits and privileges of employment. SCSU's efforts to
accommodate people with disabilities must be measured against the goal of full participation and
integration. Services and programs to promote these benefits for people with disabilities shall
complement and support, but not duplicate, the university's regular services and programs. In
keeping with SCSU's commitment to equal employment opportunity, the university will make
reasonable accommodations for the known physical and mental limitations of otherwise qualified
applicants and employees within the provisions of the prevailing state and federal statutes.

An employee with a disability seeking a reasonable accommodation should contact the Office of
Diversity and Equity Programs at (203) 392-5491 to determine the appropriate process for review of
the request.

Achieving full participation and integration of people with disabilities requires the cooperative efforts
of all of the university departments, offices and personnel. The university shall periodically review its
compliance with this policy as part of its commitment to nondiscrimination.



Discrimination and Sexual Harassment Prevention Policy Statement

It is the policy of Southern Connecticut State University does not discriminate on the basis of age;
ancestry, color; gender identity and expression; intellectual disability; learning disability; mental
disorder; physical disability; marital status, national origin; race; religious creed; sex, including
pregnancy, transgender status, sexual harassment and sexual assault; sexual orientation; veteran
status; or any other status protected by federal or state laws. Discrimination includes harassment on
any basis mentioned above, and sexual harassment as defined in the Connecticut General Statutes,
U.S. EEOC Guidelines of Sexual Harassment, and in Title IX of the Higher Education Amendments of
1972. Discrimination or harassment will not be tolerated at Southern Connecticut State University,
whether by faculty, students or staff, or by others while on property owned by or under the control
of the University.

The purpose of this policy is to help prevent acts of discrimination/harassment and to offer students
and employees who believe they have experienced discrimination or harassment a means to
promptly redress any such claim. The University's goal is to end the discrimination or harassment and
promote a learning and working environment free of discrimination and harassment.

Any employee, student, or applicant for employment or admission to the University, who believes
that he or she has been discriminated against or harassed as defined by this policy may file a
complaint by following the Procedures for Discrimination and Harassment Complaints available at
SouthernCT.edu/diversityequity. Inquiries regarding the university's compliance with state and
federal laws regarding discrimination may be directed to the Director/Title IX Coordinator in the
Office of Diversity and Equity Programs at (203) 392-5568 at Southern Connecticut State University;
the Commission of Human Rights and Opportunities, West Central Region Office, 55 West Main St,,
Suite 210, Waterbury, CT 07602 (203) 803-6530; or the Office of Civil Rights, United States
Department of Education, 8th Floor, 5 Post Office Square, Boston, MA 02109-3921, (617) 289-0111,
ocr.boston@ed.gov.



Policy and Procedures Governing Sexual
Harassment

Section 1. Purpose

Southern Connecticut State University reaffirms and emphasizes its commitment to maintain a
workplace and educational environment free from sexual harassment. Sexual harassment is
reprehensible and subverts the mission of the university and will not be tolerated at Southern
Connecticut State University. It threatens the careers of faculty and staff, and the educational
experience of our students. The purpose of this policy is to prevent sexual harassment and to offer
students and employees who believe they have been sexually harassed a means to redress any such
claim with the goal of ending the harassment and providing an environment conducive to learning
and working. Retaliation against an individual who complains about sexual harassment or who
cooperates with an investigation of a complaint is unlawful and, if found to have occurred, will not be
tolerated by the University.

Section 2. Statutory Authority

Sexual harassment is prohibited by Title IX of the Education Amendments of 1972, Title VIl of the
Civil Rights Act of 1964, Section 46a-60 of the General Statutes of Connecticut and University policy.
It is the intention of the University to take whatever appropriate action may be needed to prevent,
correct, and if necessary, discipline behavior that violates this policy.

Section 3. Policy Statement

All members of the University community shall conduct themselves in an appropriate manner with
concern, dignity and respect for others. The University community includes students, employees, and
non-employees when they conduct business on University property.

Sexual harassment may occur between employee and employee, employee and student, or student
and student. Complaints of sexual harassment within the University will be taken seriously and
investigated. Any member of the University community who violates this policy is subject to the full
range of disciplinary action. Sexual harassment in some instances need not be intentional to violate
this policy.

In the event of a charge of sexual harassment, a defense based upon consent when the facts
establish an employee/student or supervisor/employee relationship existed will be given little weight.
Since any significant power differential between members of the University community makes
voluntary consent questionable, members of the faculty and staff are expected to be aware of their
professional responsibilities and avoid apparent or actual conflict of interest.

An individual with a complaint concerning sexual harassment has a right to be heard. By means of
these procedures, the university provides an opportunity for an individual (Complainant), without



fear of retaliation, to express a complaint and to seek a prompt and equitable resolution while
protecting the rights of the person against whom the complaint has been filed (Respondent). These
procedures shall be available to any person who, at the time of the act complained of, was an
employee, student, or applicant for employment or admission to the University.

Section 4. Definition of Sexual Harassment

"Any unwelcomed sexual advances or requests for sexual favors or any conduct of a sexual nature
when (1) submission to such conduct is made either explicitly or implicitly a term or condition of an
individual's employment, (2) submission to or rejection of such conduct by an individual is used as
the basis for employment decisions affecting such individual or (3) such conduct has the purpose or
affect of substantially interfering with an individual's work or academic performance or creating an
intimidating hostile or offensive working environment." In an academic setting sexual harassment
would also include any unwelcome sexual advances or requests for sexual favors or any conduct of a
sexual nature when submission to or rejection of such conduct by an individual might affect
academic or personnel decisions that are subject to the influence of the person making the proposal.

The law currently recognizes two forms of sexual harassment:

Quid Pro Quo

Unwelcomed sexual advances, requests for sexual favors and other verbal or physical conduct of a
sexual nature when:

Submission to such conduct is made either explicitly or implicitly a term or condition of an
individual's academic work or employment; orSubmission to or rejection of such conduct by an
individual is used as the basis of employment or academic decisions affecting such individuals; and

Hostile Environment

Such contact affects or interferes with an individual's work or academic performance or creates an
intimidating, hostile or offensive academic or working environment. Hostile environment sexual
harassment involves speech or conduct that is directed at someone because of their gender and/or is
conduct of a sexual nature. Such speech or conduct includes but is not limited to unwelcome sexual
advances, requests for sexual favors and other verbal or physical conduct of a sexual nature.

Such speech or conduct is reasonably regarded as offensive and substantially impairs the academic
or work opportunity of students, colleagues or co-workers. In all contexts it must also be persistent
and/or pervasive. This policy shall not be interpreted so as to constitute interference with academic
freedom.

In addition, this policy covers:

Gender Harassment

Gender harassment is a form of sexual harassment which consists of discriminatory behavior towards
an individual based on gender. It includes the use of sexist language, illustrations, examples and



gestures that demonstrate discriminatory behavior. Sexually-related conduct forms the basis of a
sexual harassment claim if a reasonable person of the same gender would consider the actions
sufficient to interfere unreasonably with the academic and/or employment performance of the
Complainant.

Section 5. Examples of Possible Sexual Harassment

When any unwanted, unwelcome, or unsolicited sexual conduct is imposed on a person who regards
it as offensive or undesirable, it may be sexual harassment. Sexual harassment may include but is not
limited to:

Direct unwanted propositions of a sexual nature;Direct or implied threats that submission to sexual
advances is a condition of employment, promotion or advancement in grades, letters of
recommendation, scholarships or any related matter;A pattern of conduct intentionally intended
and/or which has the effect of humiliating another that includes examples of the following;
comments of a sexual nature; sexually explicit statements, questions, anecdotes, jokes, pictures, or
other written materials;A pattern of conduct that would humiliate another (using the reasonable
person standard) which would include the following: unnecessary touching, patting, hugging, or
brushing against another's body, remarks of a sexual nature about a person's clothing or body, or
remarks about sexual activity or speculations about sexual experiences.

Section 6. Confidentiality

The University is committed to take corrective action when it becomes aware of a problem involving
sexual harassment. Individuals are strongly encouraged to come forward with complaints regarding
sexual harassment and to seek assistance from University officials. The University cannot insure
confidentiality upon receipt of a complaint of sexual harassment; however, dissemination of
information relating to the case should be limited, in order that the privacy of all individuals involved
is safeguarded as fully as possible to the extent permitted by law. The University will enforce
compliance with the non-retaliation provision of this policy. The University may proceed to
investigate a complaint without the consent of the individual who originally filed the complaint.

The University Counseling Service and the Women's Center are available to provide assistance and
guidance to individuals who have complaints about sexual harassment. An individual who comes to a
member of the staff or counselor with a concern regarding alleged sexual harassment will be
encouraged to file a sexual harassment complaint. However, the counselor will to the extent
permitted by law, upon the individual's request, maintain the confidentiality of the information
provided to the counselor.

Section 7. Complaint Procedures

A complaint alleging a violation of this policy should be filed following the university Procedures for
discrimination and Harassment Complaints.



Section 8. Retaliation

Swift and appropriate action will be taken against any member of the University community who is
found to have retaliated against any other member of the University community because he/she
reported sexual harassment, assisted in the investigation of a sexual harassment complaint, or
testified or otherwise participated in a proceeding or hearing relating to an allegation of sexual
harassment within the University. Retaliation may include, but is not limited to, any form of hostility,
intimidation, reprisal or harassment.

Section 9. Alternative Legal Remedies

Nothing contained in the Policy is intended to deny any member of the University community the
right to pursue other avenues of recourse in the event he/she believes that he/she has experienced
sexual harassment. Such recourse may include filing charges with a state or federal enforcement
agency, or initiating civil or criminal action under state and federal law.

Section 10. Dissemination of Policy

This Policy shall be conspicuously posted throughout each school building in areas accessible to
students, faculty and staff members. This policy shall appear in the student handbook and the
Faculty Resource Guide and shall be reviewed periodically for compliance with state and federal law.

FOR FURTHER INFORMATION ABOUT THIS POLICY OR FOR HELP WITH A SEXUAL HARASSMENT
PROBLEM, CONSULT - The Director, Office of Diversity and Equity Programs, Paula Rice, Buley Library
226, (203) 392-5568.

For more general information, you may contact the Connecticut Commission on Human Rights and
Opportunities, 21 Grand Street, Hartford, CT 06106; (860) 541-3400, the Equal Employment
Opportunity Commission, One Congress Street, 10th Floor, Suite 1001, Boston, Massachusetts,
02114; (800) 669-4000, (617) 565-3200 or the Department of Education, Boston Office, Office of Civil
Rights, Room 222, J W McCormack Building, Post Office and Court House, Boston, MA 02109; (617)
223-9662.

The policy will include an appendix with names and addresses of university officials, student
counseling, Women's Center, etc. that can be changed as needed.
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WHEREAS,

WHEREAS,

WHEREAS,

WHEREAS,

RESOLVED,

RESOLVED,

BR# 20131121-002

CT BOARD OF REGENTS FOR HIGHER EDUCATION

RESOLUTION
regarding

Consensual Relationships Policy
November 21, 2013

All employees with managerial, supervisory, or evaluative responsibilities for
students or other employees carry a special responsibility to adhere to the highest
ethical and professional standards and to avoid any actions that may appear to
undermine this atmosphere of trust and respect and thereby hinder the institution’s
educational mission; and

Because of the inherent imbalance of power and need for trust, all employees with
evaluative or supervisory authority over students and employees should be aware that
dating or sexual relationships that might be appropriate in other circumstances have
inherent dangers when they occur between employees, or between an employee and a
student; and

Consensual relationships can create real conflicts of interest and appearances of
impropriety that can impair the integrity of academic and employment decisions and
pose special risks between individuals in inherently unequal positions of power, such
as students and teachers or supervisors and employees; and

Although these relationships may begin and remain consensual, they may easily be
later characterized as non-consensual given the inherent power differential between
the parties, and such relationships could potentially lead to sexual harassment
charges; therefore be it

That the Board of Regents rescinds the following policy, “Connecticut State
University System Policy Regarding Consensual Relationships” adopted pursuant to
BR#05-13; and be it

That the Board of Regents adopts the attached policy regarding “Policy regarding
Consensual Relationships” applicable to all Connecticut State Colleges and
Universities effective immediately, and that a copy thereof shall be disseminated
annually to all employees.

A True Copy:

Erin A. Fitzferald, Secretary of the
CT Board of Regents for Higher Education



Board of Regents for Higher Education
Connecticut State Colleges and Universities

Policy on Consensual Relationships

The Board of Regents for Higher Education (BOR) of the Connecticut State Colleges and
Universities’ respects that the educational mission of its institutions is founded on an atmosphere of
mutual trust and respect between all members of the academic community. Faculty members, as well
as those individuals upon whom the institution confers managerial, supervisory, or evaluative
responsibilities, (including graduate assistants or undergraduate teaching assistants) carry a special
responsibility to adhere to the highest ethical and professional standards and to avoid any actions
that may appear to undermine this atmosphere of trust and respect and thereby hinder the
institution’s educational mission.

Because of the inherent imbalance of power and need for trust, faculty members, supervisory staff,
and those with evaluative authority should be aware that dating or sexual relationships that might be
appropriate in other circumstances have inherent dangers when they occur between a staff member
and a student as well as when they occur between a supervisor and employee.

Such relationships can create real conflicts, are susceptible to an appearance of exploitation, and can
impair the trust and integrity of the teaching, coaching, or other supervisory or evaluative
relationship and may cause a perception of favoritism or bias on the part of the staff. In addition,
although these relationships may begin and remain consensual, they may easily be later
characterized as non-consensual and could potentially lead to sexual harassment charges.

Policy

Prohibited

Between employee and student: Consensual romantic, dating, or sexual relationships between any
employee and any student over whom that employee exercises direct or otherwise significant
academic, supervisory, or evaluative authority or influence are prohibited at all State Universities
and Colleges. The evaluative relationship can take a variety of forms, such as teacher to student,
advisor to advisee, coach to athlete, supervisor to student employee, or similar relationship.

Strongly Discouraged

Between employee and student: Romantic, dating or sexual relationships between employees and
students over whom said employee does not have supervisory or evaluative authority are strongly
discouraged. Such relationships are not only susceptible to future conflicts of interest, but also may
present the appearance of impropriety.

If this situation exists, no employee should agree to supervise or evaluate a student with whom he or
she has, or formerly had, a consensual relationship. A faculty member should inform the Dean if
such a student wishes to enroll in a credit bearing course that he or she is teaching so that alternate
arrangements can be made. Nor should a faculty member direct the student’s independent study,
internship, or thesis; participate in decisions regarding grades; or write letters of recommendation or
reference.



Between employee and employee: BOR discourages employees with supervisory or evaluative
authority from engaging in romantic, dating or sexual relationships with employees who they
supervise or evaluate. If such a relationship exists or develops, the supervisory employee must notify
his/her manager so that arrangements can be made for the unbiased supervision and evaluation of the
employee. These situations are handled on a case-by-case basis and may require transfer or
reassignment of one or more employees.

In the event of a Sexual Harassment Charge

Anyone who enters into a romantic, dating or sexual relationship where a professional power
differential exists must realize that if a charge of sexual harassment is subsequently filed, it may be
difficult to defend the charge by claiming that there was mutual consent. Employees could be held
personally liable in a criminal or civil lawsuit.

Sanctions

All violations of this policy should be reported to Human Resources for investigation and
appropriate administrative action, up to and including disciplinary action.

11/21/13



STAFF REPORT ADMINISTRATION COMMITTEE

ITEM

The Board of Regents for Higher Education establishes and adopts a policy regarding “Consensual
Relationships Policy” that shall be applicable to each of the Connecticut State Colleges and
Universities.

BACKGROUND

Although the Connecticut State Universities have had a policy regarding consensual relationships
since 2005, the Community Colleges had not adopted such a policy. In unifying the Connecticut
State Colleges and Universities, the Board of Regents has directed that the preexisting policies of the
successor boards be harmonized and unified. Applying the proposed policy to all of the institutions

under the jurisdiction of the BOR achieves that purpose while promoting an important concern of the
BOR.

ANALYSIS

Under the Consensual Relationship Policy relationships between employees and students when the
employee exercises direct or significant academic, supervisory or evaluative authority or influence
over a student are prohibited. All other consensual relationships, such as relationships between
students and employees even when there is no supervisory or evaluative relationship, are strongly
discouraged. Likewise, employees are strongly discouraged from engaging in consensual
relationships with other employees.

If employees and students choose to engage in a consensual relationship, the policy provides for
actions steps that must be taken to diminish appearance of impropriety and conflict as well as
provides sanctions for violation of the policy. The policy also provides notice to employees that if a
sexual harassment claim is filed against an employee due to their workplace relationship, that
employee could be held personally liable in a criminal or civil lawsuit.

RECOMMENDATION
That the Board of Regents for Higher Education to adopt and implement the policy regarding
“Consensual Relationships.”

11/15/13 — Administration Committee
11/21/13 — Board of Regents



5.2 Sexual Mlscor.mduct Reporting, Supportive Measures and 20-103 2020-07-29
Processes Policy
Board of Regents for Higher Education
Connecticut State Colleges and Universities
Policy Regarding
Sexual Misconduct Reporting, Supportive Measures and Processes Policy
STATEMENT OF POLICY

The Board of Regents for Higher Education (BOR) in conjunction with the Connecticut State Colleges
and Universities (CSCU) is committed to ensuring that each member of every BOR governed college
and university community has the opportunity to participate fully in the process of education and
development. The BOR and CSCU strive to maintain a safe and welcoming environient free from
acts of sexual misconduct, including, sexual harassment, sexual assault, intimate partner violence and
stalking. It is the intent of the BOR and each of its colleges or universities to provide safety, privacy
and support to victims of sexual misconduct and intimate partner violence.

The BOR strongly encourages students, parents, bystanders and employees to report any instance of
sexual misconduct, including sexual harassment, sexual assault, sexual exploitation, stalking and
intimate partner violence. Title IX Coordinators will promptly address these matters and treat all
parties equitably. In accordance with federal law Respondents will be presumed not responsible and
receive no punitive treatment unless and until found responsible after due process. All BOR governed
colleges and universities will provide complainants and respondents with supportive measures,
including referral to agencies that provide medical attention, counseling, legal services, advocacy,
referrals and general information regarding sexual misconduct.

All CSCU employees and support persons will make any limits of confidentiality clear before any
disclosure of facts takes place. Other than confidential resources as defined below and employees who
qualify as Campus Security Authorities under the Jeanne Clery Act, all CSCU employees are required
to immediately communicate to the institution’s Title IX Coordinator any disclosure or report of sexual
misconduct received from a student as well as communicate any disclosure or report of sexual
misconduct the employee received from another employee when misconduct is related to the business
of the institution.

Affirmative consent must be given by all parties before engaging in sexual activity. Affirmative
consent means an active, clear and voluntary agreement by a person to engage in sexual activity with
another person. Sexual misconduct, as defined herein, is a violation of BOR policies and, in
addition, may subject an accused student or employee to criminal penalties. The BOR and each of its
governed colleges and universities are committed to providing an environment free of personal
offenses. Sexual relationships of any kind between staff/faculty and students are discouraged
pursuant to BOR policy.

The Board of Regents for Higher Education hereby directs the Connecticut State Colleges and
Universities to implement the Policy stated above pursuant to the following provisions:

TERMS, USAGE AND STANDARDS
Complainant means an individual who is alleged to be the victim of conduct that could constitute
sexual harassment.



Sexual Misconduct Reporting
Support Services and Processes Policy

Consent must be affirmed and given freely, willingly, and knowingly of each participant to desired
sexual involvement. Consent is a mutually affirmative, conscious decision ~ indicated clearly by
words or actions — to engage in mutually accepted sexual contact. Consent may be revoked at any
time during the sexual activity by any person engaged in the activity.

Affirmative consent may never be assumed because there is no physical resistance or other negative
response. A person who initially consents to sexual activity shall be deemed not to have affirmatively
consented to any such activity which occurs after that consent is withdrawn. It is the responsibility
of each person to assure that he or she has the affirmative consent of all persons engaged in the sexual
activity to engage in the sexual activity and that affirmative consent is sustained throughout the sexual
activity. It shall not be a valid excuse to an alleged lack of affirmative consent that the student or
employee responding to the alleged violation believed that the student reporting or disclosing the
alleged violation consented to the activity (i) because the responding student or employee was
intoxicated or reckless or failed to take reasonable steps to ascertain whether the student or employee
reporting or disclosing the alleged violation affirmatively consented, or (ii) if the responding student
or employee knew or should have known that the student or employee reporting or disclosing the
alleged violation was unable to consent because the student or employee was unconscious, asleep,
unable to communicate due to a mental or physical condition, or incapacitated due to the influence of
drugs, alcohol or medication. The existence of a past or current dating or sexual relationship between
the persons involved in the alleged violation shall not be determinative of a finding of affirmative
consent.

Report means a document filed by a complainant or signed by the Title IX Coordinator alleging
sexual harassment against a respondent and requesting that the institution investigate the allegation
of sexual harassment. At the time of the filing the formal complaint, the complainant must be
participating in or attempting to participate in an education program or activity of the institution.

Disclosure is the receipt of any communication of an incident of sexual misconduct that is not
accompanied by a request for an investigation or adjudication by the institution.

Respondent means an individual who has been reported to be the perpetrator of conduct that could
constitute sexual harassment.

Sexual misconduct includes engaging in any of the following behaviors:

(a) Sexual harassment, which can include any unwelcome sexual advance or request for sexual
favors, or any conduct of a sexual nature when submission to such conduct is made either
explicitly or implicitly a term or condition of an individual’s education or employment;
submission to or rejection of such conduct by an individual is used as a basis for academic or
employment decisions affecting the individual; or such conduct has the purpose or effect of
substantially interfering with an individual’s academic or work performance or creating an
intimidating, hostile or offensive educational or employment environment. Examples of conduct
which may constitute sexual harassment include but are not limited to:

2
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Sexual Misconduct Reporting
Support Services and Processes Policy

sexual flirtation, touching, advances or propositions

verbal abuse of a sexual nature

pressure to engage in sexual activity

graphic or suggestive comments about an individual’s dress or appearance
use of sexually degrading words to describe an individual

display of sexually suggestive objects, pictures or photographs

sexual jokes

stereotypic comments based upon gender

threats, demands or suggestions that retention of one’s educational status is
contingent upon toleration of or acquiescence in sexual advances.

(b) Sexual assault shall include but is not limited to a sexual act directed against another person
without the consent (as defined herein) of the other person or when that person is not capable
of giving such consent:

Sexual assault is further defined in sections 53a-70, 53a-70a, 53a-70b, 53a-71, 53a-72a, 53a-72b
and 53a-73a of the Connecticut General Statutes.

(c) Sexual exploitation occurs when a person takes non-consensual or abusive sexual advantage of
another for anyone’s advantage or benefit other than the person being exploited, and that behavior
does not otherwise constitute one of the preceding sexual misconduct offenses. Examples of
behavior that could rise to the level of sexual exploitation include:

Prostituting another person;

Non-consensual visual (e.g., video, photograph) or audio-recording of sexual activity;
Non-consensual distribution of photos, other images, or information of an individual’s
sexual activity, intimate body parts, or nakedness, with the intent to or having the effect
of embarrassing an individual who is the subject of such images or information;
Going beyond the bounds of consent (for example, an individual who allows friends to
hide in the closet to watch him or her having consensual sex);

Engaging in non-consensual voyeurism;

Knowingly transmitting an STI, such as HIV to another without disclosing your STI
status;

Exposing one’s genitals in non-consensual circumstances, or inducing another to
expose his or her genitals; or

Possessing, distributing, viewing or forcing others to view illegal pornography.

Sexual exploitation is further defined as a crime in Connecticut State Law.

(d) Intimate partner, domestic and/or dating violence means any physical or sexual harm against
an individual by a current or former spouse of or person in a dating or cohabitating relationship
with such individual that results from any action by such spouse or such person that may be
classified as a sexual assault under section 53a-70, 53a-70a, 53a-70b, 53a-71, 53a-72a, 53a-72b
or 53a-73a of the general statutes, stalking under section 53a-181c, 53a-181d or 53a-181¢ of the
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general statutes, or domestic or family violence as designated under section 46b-38h of the
general statutes. This includes any physical or sexual harm against an individual by a current or
former spouse or by a partner in a dating relationship that results from (1) sexual assault (2)
sexual assault in a spousal or cohabiting relationship; (3) domestic violence; (4) sexual
harassment (5) sexual exploitation, as such terms are defined in this policy.

Offenses that are designated as “domestic violence” are against family or household members or
persons in dating or cohabitating relationships and include assaults, sexual assaults, stalking, and
violations of protective or restraining orders issued by a Court. Intimate partner violence may
also include physical abuse, threat of abuse, and emotional abuse.

e Physical abuse includes, but is not limited to, slapping, pulling hair or punching.

e Threat of abuse includes but is not limited to, threatening to hit, harm or use a weapon
on another (whether victim or acquaintance, friend or family member of the victim) or
other forms of verbal threat.

e Emotional abuse includes but is not limited to, damage to one’s property, driving
recklessly to scare someone, name calling, threatening to hurt one’s family members or
pets and humiliating another person.

e Cohabitation occurs when two individuals dwell together in the same place as if married.

e The determination of whether a “dating relationship™ existed is to be based upon the
following factors: the complainant’s statement as to whether such a relationship existed,
the length of the relationship, the type of the relationship and the frequency of the
interaction between the persons reported to be involved in the relationship.

(€) Stalking, which is defined as repeatedly contacting another person when contacting person
knows or should know that the contact is unwanted by the other person; and the contact causes
the other person reasonable apprehension of imminent physical harm or the contacting
person knows or should know that the contact causes substantial impairment of the other
person’s ability to perform the activities of daily life.

As used in this definition, the term “contacting” includes, but is not limited to, communicating
with (including internet communication via e-mail, instant message, on- line community or any
other internet communication) or remaining in the physical presence of the other person.

Retaliation is prohibited and occurs when a person is subjected to an adverse employment or
educational action because he or she made a complaint under this policy or assisted or participated in
any manner in an investigation. No institution or person may intimidate, threaten, coerce, or
discriminate against any individual for the purpose of interfering with any right or privilege secured
by Title IX or because the individual has made a report of complaint, testified, assisted or
participated or refused to participate in any manner in an investigation, proceeding or hearing related
to a report or complaint related to sex discrimination.

CONFIDENTIALITY
When a BOR governed college or university receives a report of sexual misconduct all reasonable
steps will be taken by the appropriate CSCU officials to preserve the privacy of the complainant and
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respondent while promptly investigating and responding to the report. While the institution will strive
to maintain the confidentiality of personally identifiable student information reported, which
information is subject to privacy requirements of the Family Education Rights Privacy Act (FERPA),
the institution also must fulfill its duty to protect the campus community.

Confidential resources are defined as follows: For the Universities, entities with statutory privilege,
which include campus based counseling center, health center and pastoral counseling staff members
whose official responsibilities include providing mental health counseling to members of the
University community as well as off campus counseling and psychological services, health services
providers, member(s) of the clergy, and the local Sexual Assault Crisis Center and Domestic
Violence Center. For the Colleges, confidential resources are limited to entities with statutory
privilege, such as off campus counseling, on campus counseling where available, and psychological
services, health services providers, member(s) of the clergy, and the local Sexual Assault Crisis
Center and Domestic Violence Center. The personnel of these centers and agencies are bound by
state statutes and professional ethics from disclosing information about reports without written
releases.

Information provided to a confidential resource by a complainant or respondent cannot be disclosed
legally to any other person without consent, except under very limited circumstances, such as an
imminent threat of danger to self or others or if the reported complainant is a minor. Therefore, for
those who wish to obtain the fullest legal protections and disclose in full confidentiality, she/he must
speak with a confidential resource. Each BOR governed college and university will provide a list of
such confidential resources in the College or University’s geographic region to complainants and
respondents as well as publish these resources on-line and in various publications.

Where it is deemed necessary for the institution to take steps to protect the safety of members of the
campus community, the institution will seek to act in a manner so as not to compromise the privacy
or confidentiality of the either the complainant or respondent to the extent reasonably possible.

MANDATED REPORTING BY COLLEGE AND UNIVERSITY EMPLOYEES

Other than confidential resources as defined above, in addition to employees who qualify as Campus
Security Authorities under the Jeanne Clery Act, all employees are required to immediately
communicate to the institution’s designated recipient (e.g., Title IX Coordinator) any disclosure or
report of sexual misconduct received from a student regardless of the age of the complainant. All
employees are also required to communicate to the institution’s designated recipient (e.g., Title IX
Coordinator) any disclosure or report of sexual misconduct received from an employee that impacts
employment with the institution or is otherwise related to the business of the institution.

Upon receiving a disclosure or a report of sexual misconduct, employees are expected to
supportively, compassionately and professionally offer academic and other accommodations and to
provide a referral for support and other services.

Further, in accordance with Connecticut State law, with the exception of student employees, any paid
administrator, faculty, staff, athletic director, athletic coach or athletic trainer who, in the ordinary
course of their employment, has a reasonable cause to suspect or believe that a person under the age
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of 18 years has been abused or neglected, has been placed in imminent harm or has had a non-
accidental injury is required by law and Board policy to report the incident within twelve hours to their
immediate supervisor and to the Department of Children and Families.

RIGHTS OF PARTIES

Complainants and respondents will be informed in a timely manner of all their rights and options,
including the necessary steps and potential outcomes of each option. Complainants and respondents
shall be offered non-disciplinary, non-punitive individualized services as appropriate and available
that are designed to restore or preserve equal access to the institution’s education program or activity
without unreasonably burdening the other party, which may include measures designed to protect the
safety of all parties or the institution’s educational environment or deter sexual harassment.

When choosing a reporting resource the following information should be considered:

e All reports of sexual misconduct will be treated seriously and with dignity by the institution.

e Referrals to off-campus counseling and medical services that are available immediately and
confidential, whether or not those who report feel ready to make any decisions about reporting
to police, a college or university employee or the campus’s Title IX Coordinator.

e Information regarding the right to take both criminal and civil legal action against the
individual allegedly responsible.

e Those who seck confidentiality may contact a clergy member(s), a University counseling
center psychologist, a University health center care provider, the Sexual Assault Crisis Center
of Connecticut and/or the Connecticut Coalition Against Domestic Violence — all of whom are
bound by state statutes and professional ethics to maintain confidentiality without written
releases.

RIGHT TO NOTIFY LAW ENFORCEMENT & SEEK PROTECTIVE AND OTHER ORDERS
Complainants and respondents shall be provided written information about her/his right to:

(1) notify law enforcement and receive assistance from campus authorities in making the
notification; and,

(2)  obtain a protective order, apply for a temporary restraining order or seek enforcement of an
existing order. Such orders include:

>  standing criminal protective orders;

>  protective orders issued in cases of stalking, harassment, sexual assault, or risk of
injury to or impairing the morals of a child;

>  temporary restraining orders or protective orders prohibiting the harassment of a
witness;

»  family violence protective orders.

The institution will also honor lawful protective or temporary restraining orders.

6
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Each and every BOR governed college and university shall create and provide information specific
to its campus detailing the procedures to follow after the commission of such violence, including
people or agencies to contact for reporting purposes or to request assistance, and information on the
importance of preserving physical evidence.

OPTIONS FOR CHANGING ACADEMIC, HOUSING, TRANSPORTATION AND WORKING
ARRANGEMENTS

College and university Title IX Coordinators will provide supportive measures to complainants and
respondents. These supportive measures may include, but are not limited to, reasonably available
options for changing academic situations, including but not limited to extensions of deadlines or other
course related adjustments, modifications of work or class schedules, campus transportation and escort
services, mutual restrictions on contact between parties, leaves of absence, increased security and
monitoring and housing or working situations.

SUPPORT SERVICES CONTACT INFORMATION

It is BOR policy that whenever a college or university Title IX Coordinator or other employee receives
a report of sexual misconduct, the Title IX Coordinator shall immediately provide all parties with
contact information for and, if requested, professional assistance in accessing and using any
appropriate campus resources, or local advocacy, counseling, health, and mental health services,
without fee. All CSCU campuses shall develop and distribute contact information for this purpose as
well as provide such information on-line.

SEXUAL MISCONDUCT INVESTIGATION AND PROCEDURES
All complaints of sexual misconduct will be reviewed by the college or university Title IX

Coordinator who will determine supportive measures and whether the complaint falls within the scope
of Title IX. If the institution’s Title IX Coordinator determines that the alleged harassment is
(1) so severe, pervasive, and objectively offensive that it effectively denies a person equal
access to an education program or activity; or,
(2) implicates an employee of the institution, alleging that the employee conditioned a
provision of an aid, benefit, or service upon the complainant’s participation in unwelcome sexual
conduct; or,
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(3) alleges “Sexual assault” as defined in 20 U.S.C. 1092(f)(6)(A)(V)!, “dating violence” as
defined in 34 U.S.C. 12291(a)(10)%, “domestic violence” as defined in 34 U.S.C. 12291(a)(8)*, or
“stalking” as defined in 34 U.S.C. 12291(a)(30)* as defined in 34 U.S.C. 12291(a)(30)°

and

(4) the alleged harassment occurred within the United States on property owned or controlled
by the institution or any building owned or controlled by a student organization officially
recognized by the institution; and

(5) at the time of the filing the Complainant was participating or attempting to participate in
the educational program or activity;

The Title IX coordinator will initiate the Title IX Process which shall be applicable to students,
faculty and staff. The Title IX Process and Procedures are available on-line and through the
Office of the Title IX Coordinator.

If the institution’s Title IX Coordinator determines that the alleged harassment does not meet the
factors above but the alleged misconduct violates BOR Policy, the following procedures apply:

o [Each party shall have the opportunity to request that an investigation or disciplinary
proceedings begin promptly; that such disciplinary proceedings shall be conducted by an
official trained annually in issues relating to sexual assault, stalking and dating, domestic or
intimate partner violence and shall use the preponderance of the evidence (more likely than

120 U.S.C. 1092(f)(6)(A)(v), The term “sexual assault” means an offense classified as a forcible or non-forcible sex
offense under the uniform crime reporting system of the Federal Bureau of Investigation.

234 U.S.C. 12291(a)(10) The term “dating violence” means violence committed by a person - (A) who is or has been in
a social relationship of a romantic or intimate nature with the victim; and (B) where the existence of such a relationship
shall be determined based on a consideration of the following factors: (i) The length of the relationship. (ii) The type of
relationship. (iii) The frequency of interaction between the persons involved in the relationship.

3 34 U.S.C. 12291(a)(8) The term “domestic violence” includes felony or misdemeanor crimes of violence committed by
a current or former spouse or intimate partner of the victim, by a person with whom the victim shares a child in
common, by a person who is cohabitating with or has cohabitated with the victim as a spouse or intimate partner, by a
person similarly situated to a spouse of the victim under the domestic or family violence laws of the jurisdiction
receiving grant monies, or by any other person against an adult or_youth victim who is protected from that person’s
acts under the domestic or family violence laws of the jurisdiction.

4 34 .5.C. 12291(a)(30) (30) The term “stalking” means engaging in a course of conduct directed at a specific person
that would cause a reasonable person to - (A) fear for his or her safety or the safety of others; or (B) suffer substantial
emotional distress.

5 34 U.5.C. 12291(a)(30) (30) The term “stalking” means engaging in a course of conduct directed at a specific person
that would cause a reasonable person to - (A) fear for his or her safety or the safety of others; or (B) suffer substantial
emotional distress.
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not) standard in accordance with State law in making a determination concerning sexual
assault, stalking or domestic/dating/intimate partner violence.

e Both the complainant and respondent are entitled to be accompanied to any meeting
or proceeding relating to the allegation of sexual misconduct by an advisor or support
person of their choice, provided the involvement of such advisor or support person
does not result in the postponement or delay of such meeting as scheduled and
provided such an advisor or support person may not directly address the Hearing
Body, question witnesses or otherwise actively participate in the hearing process or
other meeting pertaining to a report of sexual misconduct and each party shall have
the opportunity to present evidence and witnesses on her/his behalf during any
disciplinary proceeding.

¢ Both parties are entitled to be provided at the same time written notice of the results of any
disciplinary proceeding, normally within one (1) business day after the conclusion of such
proceeding, which notice shall include the following: the name of the respondent the
violation committed, if any, and any sanction imposed upon the respondent. Sanctions may
range from a warning to expulsion, depending upon the behavior and its severity of the
violation(s). The complainant shall have the same right to request a review of the decision of
any disciplinary proceeding in the same manner and on the same basis as shall the respondent;
however, in such cases, if a review by any complainant is granted, among the other actions
that may be taken, the sanction of the disciplinary proceeding may also be increased. Both the
complainant and respondent are entitled to be simultaneously provided written notice of any
change in the results of any disciplinary proceeding prior to the time when the results
become final as well as to be notified when such results become final.

If the institution’s Title IX Coordinator determines that the allegations do not constitute a
violation of either Title IX or Board policy and can make no finding of responsibility,
complainant and respondent shall be notified that the matter shall be closed.

Employee sexual misconduct not subject to Title IX is subject to discipline in accordance
with the procedures applicable to the employee’s classification of employment.

REVIEW AND AUDIT

The Title IX Coordinator will report to the President of the institution on a regular basis all
findings on reported sexual misconduct matters. The Title IX Coordinator shall include within its
annual Connecticut General Statute 10a-55m Sexual Misconduct Report a separate report
specifically disclosing the number of complaints, the subject matter of each complaint and the final
outcome of each case processed under Title IX. At a joint meeting of the Human Resources and
Administration Committee and the Academic and Student Affairs Committee, the CSCU Title IX

9
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Coordinator will report annually on CSCU data of complaints and outcomes of sexual misconduct
matters reviewed under Title IX, BOR policies, and other applicable state statutes.

DISSEMINATION OF THIS POLICY

Upon adoption by the Board all CSCU institutions shall, upon receipt, immediately post and maintain
this policy at all times in an easily accessible manner on each institution’s website, handbook and
catalogue. This policy shall thereafter be annually provided to all Title IX Coordinators, campus law
enforcement officers and security personnel, and other campus personnel. Further, this policy shall be
presented at student orientation and at student awareness and prevention trainings, and made broadly
available at each campus. The policy shall be expanded upon by each institution to provide resources
and contact information specific to their institution and geographic area as set forth above. This
includes but is not limited to the name, office address, email address and telephone number of the Title
IX Coordinators.
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4.11 | BOR/CSCU STATEMENT OF TITLE IX POLICY 20-102 2020-07-29

Board of Regents for Higher Education
Connecticut State Colleges and Universities
Regarding
Statement of Title IX Policy

Consistent with Title IX of the Education Amendments of 1972 (“Title IX™)", the Connecticut State
Colleges and Universities (CSCU) does not and will not discriminate against students, faculty or
staff based upon sex in any of its programs or activities, including but not limited to education
programs, employment or admission. Further, retaliation against any person who made a
complaint, testified, assisted, participated or refused to participate in a Title IX process will not be
tolerated.

The Board of Regents for Higher Education (BOR) is committed to ensuring that each member of
the CSCU community has the opportunity to participate fully in the process of education and
development. The BOR and CSCU strive to maintain a safe and welcoming environment free
from acts of sexual discrimination, including, sexual harassment, sexual assault, dating violence
and stalking. It is the intent of the BOR that each college and university provide safety, privacy
and support.

The BOR strongly encourages students, parents, bystanders and employees to alert Title IX
Coordinators to sexual discrimination, including sexual harassment. Title IX Coordinators will
promptly address these matters and treat all parties equitably. In accordance with federal law, those
accused of engaging in prohibited conduct will be presumed not responsible and receive no
punitive treatment unless and until found responsible after due process. All BOR governed
colleges and universities will provide complainants and the respondents with supportive measures,
including referral to agencies that provide medical attention, counseling, legal services, advocacy,
referrals and other relevant information.

Under Title IX sexual harassment under means conduct on the basis of sex that satisfies one or
more of the following:

1. An employee of the recipient conditioned in the provision of an aid, benefit, or service of
the recipient on an individual’s participation in unwelcome sexual conduct;

2. Unwelcome conduct determined by a reasonable person to be so severe, pervasive, and
objectively offensive that it effectively denies a person equal access to the recipient’s
education program or activity; or

3. “Sexual assault” as defined in 20 U.S.C. 1092(f)(6)(A)(v)", “dating violence” as defined
in 34 U.S.C. 12291(a)(10)", “domestic violence” as defined in 34 U.S.C. 12291(a)(8)", or
“stalking” as defined in 34 U.S.C. 12291(a)(30)."

If the institution’s Title IX Coordinator determines that the alleged harassment meets the above
definition of sexual harassment, as well as occurred within the United States on property owned
or controlled by the institution and at the time of the filing the complainant was participating or
attempting to participated in an educational program or activity at the particular College or



University, the Title IX coordinator will initiate a Title IX process. If the Title IX Coordinator
determines that the alleged harassment does not meet the above factors, but the alleged
misconduct violates BOR policy the Title IX Coordinator will comply with the BOR Sexual
Misconduct Reporting, Supportive Measures and Processes Policy. If the institution’s Title IX
Coordinator determines that the allegations do not constitute a violation of either Title IX or Board
policy and can make no finding of responsibility, complainant and respondent will be notified that
the matter will be closed.

Sexual harassment will not be tolerated.

Any inquiries about this policy should be directed to the Title X Coordinator

I Title IX states that “no person in the United States shall, on the basis of sex, be excluded from participation in, be
denied the benefits of, or be subjected to discrimination under any education program or activity receiving Federal
financial assistance”

i 20 U.S.C. 1092(f}(6)(A){v), The term “sexual assault” means an offense classified as a forcible or nonforcible sex
offense under the uniform crime reporting system of the Federal Bureau of Investigation.

ii 34 1J.5.C. 12291(a){10) The term “dating violence” means violence committed by a person - (A) who is or has
been in a social relationship of a romantic or intimate nature with the victim; and (B) where the existence of such a
relationship shall be determined based on a consideration of the following factors: (i) The length of the
relationship. (ii) The type of relationship. (iii) The frequency of interaction between the persons involved in the
relationship.

v 34 1.5.C. 12291(a)(8) The term “domestic violence” includes felony or misdemeanor crimes of violence
committed by a current or former spouse or intimate partner of the victim, by a person with whom the victim
shares a child in common, by a person who is cohabitating with or has cohabitated with the victim as a spouse or
intimate partner, by a person similarly situated to a spouse of the victim under the domestic or family violence
laws of the jurisdiction receiving grant monies, or by any other person against an adult or_youth victim who is
protected from that person’s acts under the domestic or family violence laws of the jurisdiction.

v 34 U.S.C. 12291(a)(30) (30) The term “stalking” means engaging in a course of conduct directed at a specific
person that would cause a reasonable person to - (A) fear for his or her safety or the safety of others; or (B) suffer
substantial emotional distress.
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Section 46a-68-79



SOUTHERN CONNECTICUT STATE UNIVERSITY

AFFIRMATIVE ACTION PLAN

SECTION 46A-68-79
INTERNAL COMMUNICATION

Southern Connecticut State University is committed to implementing its Affirmative
Action Plan and to encouraging and coordinating the equity efforts at the constituent
units and all public institutions of higher education. The first step in this regard is
achieved by developing an acceptable Affirmative Action Plan and by making all those
concerned and affected aware of the University's policies, intentions, goals and
objectives for the university-wide achievement of equity. The following procedures are
utilized to assure that all affected parties are informed of and given an opportunity to
comment on the contents of the University's Affirmative Action Plan. Employees had
from May 4 2021 to August 1, 2021 to comment on the plan. No comments were
received on the 2020 AA plan.

ltis the University's position that all of its staff, in the course of their daily activities shall
be aware of the University’s policy, plans, goals and objectives relevant to affirmative
action. Accordingly, the following internal communication procedures are in place.

e A copy of the University's Affirmative Action Policy Statement and summary of
objectives is posted and disseminated to all employees on an annual basis via
electronic mail. Copies of the statement and objectives are also available in the
Office of Equity and Diversity as well as on the website of the Office of Equity and
Diversity

o The Human Resources Office provided all new employees to Southern Connecticut
State University copies of University policies including the University’s Affirmative
Action Policy, Sexual misconduct/sexual harassment Policy. In addition, new
employees are also provided with a link to the website with all relevant University
policies. www.southernct.edu/faculty-staff/hr/policies.html

o Allemployees are notified that a copy of the University's complete Affirmative
Action Plan is available for their perusal in the Affirmative Action Office.

o Employees may review and direct questions or comments concerning the agency’s
Affirmative Plan Action Plan to Affirmative Action officer/Designee at any time
during the plan year.

o Copies of the Plan are available in the Office of Diversity and Equity, the Office of
Human Resources, and the Buley Library. A complete copy is also posted on the
Office of Diversity and Equity website:
http://www.southernct.edu/offices/diversity/affirmativeactionplan.html .

e Acopy of the University's complete Affirmative Action Plan is made available to
the President, Cabinet and the members of the University community.

e On a regular basis the President will meet with the Affirmative Action
Officer/Desighee and other administrative staff to discuss the Affirmative Action
Plan, clarifies responsibilities, review progress and discuss problems.

o The Director of Diversity and Equity/Affirmative Action Officer will report quarterly




to the President on the University's progress toward meeting affirmative action
goals and objectives

The Director of Diversity and Equity/Affirmative Action Officer is a member of
leadership council and discusses the affirmative action plan with members of the
cabinet and members of leadership council.

The Director of Diversity and Equity/Affirmative Action Officer maintains copies of
all affirmative action related internal communications and comments received and
notes the date such statements were received.

The Director of Diversity and Equity/Affirmative Action Officer monitors and
assumes responsibility for communicating to the University community
appropriate state and federal regulations and responsibilities that ensure
compliance.

The notices listed above and similar communications list the Affirmative Action
Officer/Designee by name and address and state that: (a) all University
employees have the right to a reasonable period of review and comment upon
the communications regarding the University's Affirmative Action Plan and (b) that
such comments should be addressed by the Affirmative Action Officer/Designee.
The Diversity and Equity website is dedicated to providing information to employees
and the website is updated regularly to reflect changes in policies and procedures
The Director of Diversity and Equity/Affirmative Action Officer discusses the
Affirmative Action/Equal Employment Opportunity Policy Statement, Sexual
Harassment Policy, and the Procedures for Processing of Internal Discrimination
and Sexual Harassment Complaints at the New Employee Orientations and copies
of these policies are distributed to the new hires.

Search Committee Trainings/presentation (virtual due to covid)

The Director of Diversity and Equity or staff designee meets with all search
committees seeking to fill vacancies to discuss the search procedures, affirmative
action goals, recruitment strategies, evaluation of candidates, and
nondiscriminatory interviewing.

The Director of Diversity and Equity or staff designee staff answers numerous
inquiries from the search committees throughout the year related to the search
procedures.

The Director of Diversity and Equity meets with the Vice-presidents, Deans,
directors, throughout the year to discuss the search procedures, affirmative action
goals, recruitment strategies and their role in the search process.

The Director of Diversity and Equity participates and presents at the annual faculty
workshop held for faculty search committee chairs and committee members. This
is a mandatory training for all academic departments conducting faculty search for
the academic year.

The Director of Diversity reviews and updates the search procedures to ensure
committees provide clear documentation of efforts undertaken by all who serve
Southern Connecticut State University to support its affirmative action policy and
goals.



Diversity Training & Sexual Harassment Prevention Training
The University is in compliance with diversity training and sexual harassment training

requirements. Diversity and sexual harassment training are hosted throughout the year
in conjunction with timeframes of employee hiring. Diversity training is conducted by New
Haven Consulting group an approved state vendor. The University’s diversity training
sessions are scheduled for faculty and staff as a component of new faculty/staff
orientation. The university also mandates that all new employees take an online sexual
harassment training. All new supervisors received the mandatory two-hour training. In
addition, this year all new employees are required to take the online sexual misconduct
reporting training.

Diversity and sexual harassment prevention training for new employees and was offered one time
this year 3/5/21. A total of 27 employees attended the trainings
6 WM, 12WF 5BM 1BF, 2HF, 1AAIANHNPIM, 2AAIANHNPIF

Sexual Harassment/Misconduct on line training was completed by 1048 employees 263WM,
446WF, 74BM, 76BF, 30HM, 48HF, 49AAIANHNPIM, 62AAIANHNPIF.

Other University programs address these issues through speakers on topics of race,
ethnicity, gender, sexual harassment and through innovative programs planned for the
University and community.



ffirmative Action Plan Summ

As state of Connecticut agency, the University is required to prepare an annual Affirmative Action
Plan in accordance with Connecticut General Statute (CGS), Section 46a-68. The plan is
submitted and reviewed by the Connecticut Commission on Human Rights and Opportunities.
The Plan articulates the University's strategy implement affirmative action in employment and to
combat discrimination. The objectives of the Plan are to establish goals, which promote
affirmative action and eliminate any policy or employment practice that adversely affects
members of protected classes.

The Affirmative action plan year for SCSU is May1- April 30. The plan to be submitted August 30,
annually. The AAP consist of the following sections:

Section 46a-68-78 Policy Statement:

The Policy Statement describes the University's commitment to Affirmative Action and Equal
Opportunity. The Policy Statements included in the Affirmative Action Plan (Plan) are signed
each year by the President. ODE reviews them for potential changes prior to his signature.

Section 46a-68-79 internal Communication:

Information in this section summarizes activities undertaken to communicate the University's
commitment to Affirmative Action to the internal community. The University's policy statements
are publicized annually to all members of the University community. The full version of the Plan
is available in libraries and The Office of Diversity and Equity for review and comment.

Section 46a-68-80 External Communication:

This section details the various methods by which the University publicizes its commitment to
affirmative action to external constituencies. These include, but are not limited to, employment
recruiting sources, bidders, vendors, contractors, subcontractors, collective bargaining units
which represent University employees, and others. This section includes the Department of

Purchasing annual report regarding contract compliance.

Section 46a-68-81 Assignment of Responsibility:

This section identifies the individuals and departments in the University with duties and
responsibilities, both wholly or in part, relating to promoting affirmative action policies and
assuring compliance, including the development and implementation of the Plan.

Section 46a-68-82 Organizational Analysis:

Authorized position titles are grouped with other classifications having similar job content,
salary ranges, and opportunity into occupational categories. Within each job category, titles are
ranked from the highest to lowest salary range. The following categories, which correspond to
federal designations for higher education institutions, are used throughout the Plan:

1- Executive/Managerial

2- Faculty

3 - Nonteaching Professional

4 - Secretarial/Clerical

5- Technical/Paraprofessional

6 -Qualified CraftWorker

7 - Maintenance/Service



Section 46a-68-83 Workforce Analysis:

In this section, we summarize workforce data by race and gender, for the entire University and
for each campus. Separate summaries enumerate full-time and part-time employees.
Additional analyses report on age groupings and the number of employees with disabilities in

the fuli-time workforce.

Section 46a-68-84 Availability Analysis:

As a preparatory step in determining whether protected classes are fully and fairly utilized in
the work force, we conduct analysis to determine the availability of those groups in the labor
markets relevant to each campus. Separate analyses are conducted for each occupational
category and for payroll titles with a significant number of employees at each location. Various
data sources such as employment statistics, unemployment data, racial and sexual
compositions of persons in feeder groups, census data, and educational statistics are used to
calculate the potential availability base, which is incorporated into the Utilization Analysis. This
section details the labor markets, data sources, and value weights used for each analysis

group.

Section 46a-68-85 Utilization Analysis and hiring and promotion goals:

In this section, we calculate how the representation of protected groups in the University's
workforce compares to the availability of similar groups in the relevant labor market. Ifthe
percentage of representation of a particular race/gender group in the workforce is less than the
percentage of that group in the availability base, then a condition of underutilization exists.
These statistical comparisons provide the basis by which we set numerical hiring and
promotional goals. Utilization analyses are performed along the same lines as the various
availability analyses.

Section 46a-68-86 Employment Analysis:

The University undertakes a comprehensive review of the employment process to identify
policies and practices that perpetuate or build in barriers to equal employment opportunity. In
the Employment Process Analysis, using the same analysis groups as in the previous data
sections, we report the various types of personnel actions which results in an increase or
decrease in the specific analysis group during the Plan year. These include hires; promotions;
reassignments; separations; and others. The Applicant Flow Analysis tracks applicants through
the hiring or promotional process to identify the step at which they are no longer viable
candidates. Information on all training and personnel evaluations are also included in this

section.

Section 46a-68-87 Identification of Problem Areas:

In this section, the University reports on its examination of personnel policies and practices to
identify nonquantifiable aspects of the employment process which may impede affirmative
action progress. Once again, we perform these analyses along the same lines as used in prior
sections. The following aspects of employment are addressed: employment applications, job
qualifications, recruitment practices, personnel policies, job structuring, orientation, training,
counseling, grievance procedure, evaluation, layoffs, and termination. This section also
includes adverse impact test information and results, which indicate potential problems with the
employment process. The adverse impact tests cover the areas of employment application,
recruitment activities, performance evaluation, and termination. Problems in these areas may
impede or prevent the full and fair participation of members of protected groups. Program
goals are established to address and remedy potential adverse impact as indicted in this

section.



Section 46a-68-88 Program Goals:

In this section, the University establishes non-quantitative program goals which promote
affirmative action and/or eliminate any policy or employment practice that adversely affects
protected class members. Program goals are mandated if the adverse impacts tests in the
previous section indicate a significant impact to underrepresented groups in any of the
employment process categories. For each of these goals, we also set a target date for its

accomplishment.

Section 46a-68-88 Discrimination Complaint Process:

Each agency is required to establish procedures to process and resolve employee allegations
of discrimination and harassment. Any employee, student, or other member of the University

community injured by the discriminatory behavior of an employee may file a complaint under

the University's Discrimination and Harassment Complaint Procedures.

Section 46a-68-90 Goals Analysis:

This section describes the various activities undertaken to achieve the hiring, promotion,
upward mobility, and program goals contained in the previous year's Plan. In addition, the
University is required to provide clear, concise, and specific explanations for each permanent
hire and promotion that occurred during the year. These narrative explanations illustrate the
University's good faith effort. The information collected in the University's search process is the
primary source for the detailed . descriptions required in this section.

Section 46a-68-91 Career Mobility:

This section summarizes the year's efforts and activities in providing career mobility
programming and opportunities. While most career mobility efforts are primarily directed
toward employees in classified service, career counseling and exploring staff development
opportunities are also ongoing for unclassified nonteaching professionals.

Section 46a-68-93 Innovative Programs:
In this section, the development and implementation of programs not covered elsewhere in the

Plan contributing to affirmative action goals and diversity are explained. Programs described in
this section are innovative, comprehensive, and designed to create opportunities not otherwise
available to achieve the full and fair participation of all protected group members.

Section 45-Sa-68-94 Concluding Statement:
In this section, the Appointing Authority communicates his and the University's commitment to

affirmative action and pledges to make every good faith effort to achieve the objectives set
forth in the Plan.



FORM 38A Category:
Titles: All Date: April 30, 2020
WORKFORCE ANALYSIS
Total White Black Hispanic Hispanic | AAIANHNPI | AAIANHNPI

Category or Class Grand Total | Total Male Female | White Male Female Black Male Female Male Female Male Female
I. EXECUTIVE 30 16 14 13 12 1 2 0 0 2 0

53.3% 46.7% 43.3% 40.0% 3.3% 6.7% 0.0% 0.0% 6.7% 0.0%
Il. FACULTY 422 212 210 164 163 16 11 7 8 25 28

50.2% 49.8% 38.9% 38.6% 3.8% 2.6% 1.7% 1.9% 5.9% 6.6%
Ill. PROF./NON FACULTY 236 97 139 70 115 16 10 4 10 7 4

41.1% 58.9% 28.7% 48.7% 6.8% 4.2% 1.7% 4.2% 3.0% 1.7%
IV. SECRETARIAL/CLERICAL 95 13 82 10 46 3 26 0 9 0 1

13.7% 86.3% 10.5% 48.4% 3.2% 27.4% 0.0% 9.5% 0.0% 1.1%
V. TECH/IPARAPROFESSIONAL| 9 3 6 3 4 0 1 0 0 0 1

33.3% 66.7% 33.3% 4.4% 0.0% 1.1% 0.0% 0.0% 0.0% 1.1%
VI. SKILLED CRAFTS 28 28 0 23 0 4 0 1 0 0 0

100.0% 0.0% 82.1% 0.0% 14.3% 0.0% 3.6% 0.0% 0.0% 0.0%
Vil. PROTECTIVE SERVICES 25 21 4 11 3 4 1 6 0 0 0

84.0% 16.0% 44.0% 12.0% 16.0% 4.0% 24.0% 0.0% 0.0% 0.0%
Vil. MAINTENANCE 82 54 28 21 4 25 12 6 10 2 2

65.9% 34.1% 25.6% 4.9% 30.5% 14.6% 7.3% 12.2% 2.4% 2.4%
Total 927 444 483 315 347 69 63 24 37 36 36
4/2019 AA Plan 928 453 475 335 342 64 65 22 34 32 34
Change +/- -1 -9 8 -20 5 5 -2 2 3 4 2

47.90% 52.10% 33.98% 37.43% 7.44% 6.80% 2.59% 3.99% 3.88% 3.88%




Rice, Paula

From: announce-campus <announce-campus-bounces@lists.southernct.edu> on behalf of
Dilger, Patrick J. <dilgerp1@southernct.edu>

Sent: Tuesday, May 4, 2021 12:23 PM

To: ‘announce-campus@lists. edu’

Subject: 2020 Affirmative Action Plan

Attachments: ATTO00017.txt

MEMORANDUM
To: All SCSU Employees
From: Office of Diversity & Equity Programs

Date: May4, 2021

Re: 2020 Affirmative Action Plan

As an agency of the State of Connecticut, Southern is hereby communicating to all employees, that we are
an affirmative action/equal opportunity employer. Each year in accordance with section 46a-68-79 of the
Commission on Human Rights and Opportunities Regulations, the University’s Affirmative Action Policies

.and Affirmative Action Plan are made available for review to the Southern Connecticut State University

I

campus community. To meet our affirmative action commitments, we are inviting you to review the 2020
SCSU Affirmative Action Plan. Copies are available on-line at
https://inside.southernct.edu/diversity/affirmative-action/plan or in the following locations:

o Office of Diversity & Equity
e Buley Library

Any comments regarding the Affirmative Action Plan should be directed to Paula Rice, Director of the Office
of Diversity and Equity Programs. Ms. Rice is the person designated with the responsibility and authority to
administer and monitor our Affirmative Action Program. We solicit and appreciate any comments you may
have regarding our plan and/or suggestions you might have concerning how we might be more successful in
achieving our affirmative action goals. Comments on the 2020 plan will be accepted until August 1, 2021.

We also encourage employees at this time to review the University’s Affirmative Action, anti-
discrimination, pluralism, ADA, sexual harassment, sexual misconduct reporting support services and
processes policies https://inside.southernct.edu/diversity/policies-procedures , and the discrimination
complaint procedures https://inside.southernct.edu/diversity/complaint-procedures on the ODE website:

If you have any questions, you may contact the Office of Diversity and Equity at 203-392-5568 or via email at
ricepl@southernct.edu




From: announce-student <announce-student-hounces@lists.southernct.edu> on behalf of Dilger, Patrick
J. <dilgerpl@southernct.edu>

Sent: Friday, September 11, 2020 8:44 AM

To: 'announce-student@lists. edu' <announce-student@lists.southernct.edu>

Subject: Sexual Misconduct Reporting

Dear Southern Student,

At Southern Connecticut State University (SCSU), we are committed to creating a community where
individuals are treated with dignity, respect, civility, kindness, and compassion. Your health and safety
are a top priority! In line with this mission, we comply with Title IX of the Education Amendment of 1972
which prohibits sex discrimination including acts of sexual harassment/misconduct at educational
institutions. Acts of sexual misconduct {(sexual harassment, sexual assault, intimate partner violence,
sexual exploitation, and stalking) are a violation of Southern Connecticut State University policies, as
well as state and federal law. We encourage you to report any incidents of sexual misconduct and/or
utilize the support and advocacy services available to you. {click links below to access respective
policies)
https://www.ct.edu/files/policies/5.2%20SexualMisconductReportingSuppMeasuresProcesses. pdf
https://www.ct.edu/files/policies/4.11%20-%20Statement%200f%20Title%201X%20Policy. pdf
https://www.ct.edu/files/policies/2.1%20StudentCodeofConduct.pdf

RESPONSIBLE EMPLOYEES

All employees, including faculty, staff and administrators, are responsible employees and are required to
report disclosures or reports of sexual misconduct except for those University employees in our Health
Center and Counseling Center. This means that when you report or disclose information regarding
sexual misconduct to a responsible employee they will need to report this to the University’s Title IX
Coordinator. The University Advocate will then be contacted and provide you with information including
supportive services, reporting options, and your Title IX rights.

Please note that if you are under the age of eighteen (18) the Title IX Coordinator must contact the
Connecticut Department of Children and Families to inform them of the alleged situation involving
sexual misconduct.

FORMAL REPORTING OPTIONS

University Police @ 203.392.5375 (If you wish to press criminal charges.)

Ms. Paula Rice, Title IX Coordinator @203.392.5568 ricepl@southernct.edu (If you wish to file a
complaint with the university.)

Anonymous Reports, please click here http://www.southernct.edu/university-police/silent-witness.html

ADVOCACY & SUPPORT SERVICES

Catherine Christy, Director of VPAS, SART Coordinator, University Victim Advocate @ (203) 392-6946 (o)
(203) 687-1252 (c)

Melissa Kissi, Sexual Assault and Violence Prevention Specialist, University Victim Advocate @ (203) 392-
6946 (0) (203) 507-3751 (c)

Confidential Support Services

SCSU Counseling Center @ (203)392-5475

SCSU Health Center @ (203)392-6300

Women & Families Center@1-888-999-5545, 24/7

The Umbrella Center for Domestic Violence Services @ (203)789-8104, 24/7



To learn more about reporting options and advocacy, support services, students’ rights (including rights
of pregnant/parenting students) please click here https://inside.southernct.edu/sexual-misconduct
Support and Resource Team

Southern Connecticut State University's Support and Resource Team (SART) is designed to provide a
collaborative victim-centered team response to survivors of sexual misconduct. The SART members can
connect a survivor to many supportive options including counseling, medical attention, judicial services,
advocacy, law enforcement, referrals, and general information regarding sexual misconduct and
intimate partner violence. A complete list of SCSU Support and Resource team (SART) members is
available at https://www.southernct.edu/vpas/sart.html .

Prevention Education and Awareness Programs

The University understands the importance of prevention education and is committed to providing you
with ongoing education through its prevention programming and awareness campaigns. It is with this
purpose we offer numerous educational opportunities for you including a required online course, Not
Anymore. At the beginning of the fall semester all students are informed of the requirements to
complete an initial or refresher module of the Not Anymore course. Individual emails will be sent to all
students with instructions on how to access the training.

Educational information and programming that are related to prevention, bystander intervention, rape
culture, and more are also provided throughout the academic year. Please visit the Violence Prevention,
Victim Advocacy and Support Center (VPAS) events page
https://www.southernct.edu/vpas/events.html for a complete list of programs.

Be Informed: Know Your Campus Crime Report

We want you to be informed of the number of incidences of sexual misconduct and intimate partner
violence reported to the University. Click here to view the entire Uniform Campus Crime and Safety
Report http://www2.southernct.edu/university-police/clery-report.html

Paula Rice

Director/Title IX Coordinator

Office of Diversity & Equity Programs

Buley Library Room 240, {203) 392-5568 office (203) 392-5489 fax
ricepl@southernct.edu




From: announce-campus <announce-campus-bounces@lists.southernct.edu> on behalf of Dilger, Patrick
). <dilgerpl@southernct.edu>

Sent: Friday, September 11, 2020 8:44 AM

To: 'announce-campus@lists. edu' <announce-campus@Ilists.southernct.edu>

Subject: Sexual Misconduct Reporting

To All University Faculty & Staff,

Southern Connecticut State University is highly committed to creating a campus free of sexual
misconduct. In July of 2020 the BOR revised its policy concerning sexual misconduct reporting,
https://www.ct.edu/files/policies/5.2%20SexualMisconductReportingSuppMeasuresProcesses.pdf , and
established a Title IX policy statement . https://www.ct.edu/files/policies/4.11%20-
%20Statement%200f%20Title%201X%20Policy.pdf . The revised policy continues to require the
reporting of sexual misconduct in an effort to ensure that each member of the community has the
opportunity to fully participate in the process of education and development. The policies are intended
to supplement and work in congruence with the new requirements of Title 1X and Connecticut Public Act
14-11. It is our commitment to provide a supportive and safe environment for our community and
provide our students, faculty and staff with support and advocacy services.

As a Southern Connecticut State University employee, you may find yourself responding to a student or
other employee’s report or disclosure of sexual misconduct {sexual harassment, sexual assault, sexual
exploitation, intimate partner violence, and stalking) All university employees are considered
responsible employees and are mandated to report under the BOR policy, except those employees
whose official responsibilities provide confidentiality (health providers, professional counselors, and
pastoral counselors whose official responsibilities include providing mental-health counseling to
members of the University community).

The following protocol has been developed for employees to follow if they find themselves in a position
in which a student or other employee discloses or reports being a survivor of sexual misconduct. This
protocol https://inside.southernct.edu/sites/default/files/a/inside-southern/diversity/Sexual-
Misconduct-Protocol-2020.pdf describes your reporting obligations and a process for informing, in a
timely manner, those who report or disclose any type of sexual misconduct of all of their rights and
options, including the necessary steps and potential outcomes of each option.

We understand and recognize the significant trust relationship and the difficult situation you are placed
in when a student/employee requests confidentiality. To help mitigate these challenges
students/employees have been informed that all faculty, staff and administrators must share
information with the University and that they have options for confidential reporting.

We recognize the importance of providing training for employees on the topic of sexual misconduct and
thus all employees are required to take the new on-line training program intended to help you learn
more about the topic and equip you with the tools and knowledge needed to uphold your obligations as
a responsible employee. Individual emails will be sent to all employees with instructions on how to
access the training. We also understand that you may have questions about the impact of new Title IX
changes. As such, we encourage you to visit the Sexual Misconduct reporting webpage
https://inside.southernct.edu/diversity/sexual-misconduct-reporting




We want to thank you for your role in helping to support survivors of sexual misconduct. Although this
work may be challenging and difficult at times, it is extremely important. If you have any questions,
please feel free to contact either of us.

Sincerely,

Paula Rice Steve Weinberger

Director of Diversity & Equity Programs Chief Human Resources Officer
Title IX Coordinator 203-392-5405

Buley Library Room 240, 203-392-5568 Wintergreen Building

Ricepl@southernct.edu weinbergers2@southernct.edu



From: announce-campus <announce-campus-bounces@lists.southernct.edu> on behalf of Dilger, Patrick
J. <dilgerpl@southernct.edu>

Sent: Monday, August 17, 2020 3:27 PM

To: 'announce-campus@lists. edu' <announce-campus@lists.southernct.edu>

Cc: 'announce-student@lists. edu’ <announce-student@lists.southernct.edu>

Subject: Updates on new Title IX regulatory changes

Dear SCSU Community,

On May 6, 2020 the U.S. Department of Education issued new regulations under Title IX of the
education Amendments of 1972, which prohibits discrimination on the basis of sex in education
programs and activities. The updated federal regulations mandate how educational institutions
respond to reports of sexual harassment under Title IX. As a result Southern has adjusted its
policies and procedures to align with the new regulations that went into effect August 14, 2020.

The new policies can be viewed on the ODE website under Sexual Misconduct Reporting.
https://inside.southernct.edu/diversity/sexual-misconduct-reporting
We ask that you review and become familiar with the new regulations, policies and procedures.

With the above noted changes to Title IX, Southern reaffirms its commitment to creating an
inclusive and welcoming educational and working environment free from all form of sexual
misconduct. It important to know that all conduct of a sexual nature that previously violated
University policy will continue to constitute a violation of University policy. However, such
conduct may now be adjudicated under different grievance procedures. Southern will continue
to prioritize our sexual misconduct education, prevention, response and support to all
members of our community.

You are encouraged to visit the ODE/Sexual Misconduct Reporting webpage for future updates.

Please feel free to contact me with any questions or concerns.

Paula Rice

Paula Rice

Director/Title IX Coordinator

Office of Diversity & Equity Programs (ODE)

Buley Library Room 240, (203) 392-5568 office (203) 392-5489 fax
ricepl@southernct.edu




Rice, Paula

From: Rice, Paula
Sent: Wednesday, February 17, 2021 3:46 PM
To: Milburn, Trudy A.; Williams, Tiana N.; Johnson, Allysa E.; Galvan, Antonio; Cole, Emily M.;

Rochefort, Marilu G.; Wargo, Lindsay M.; McNamee, Benjamin C.; Schwarz, Walter H.,;
Glazier, Melissa R.; Robinson, Xavier; Bruno, Ramon; Naccarato, James W.; Wieland, Alice
M.; Pittman, Adam C.; Bertana, Amanda R.; Sorokina, Anastasia; Bartlett, Andrew C,;
Kulkarni, Atul A,; McPherson, A. Casey; Casetti, Dana |.; Fowler, Denver; Chung, Hanyong;
Cooper Boemmels, Jennifer R.; Roy, Joanne F.; Groffman, Joshua B.; Coleman, Kelly Ann
A.; Tucker, Lauren T.; Uribe, Melanie; Griswold, Michele K.; Anand, Punit; Chen, Qu; Al
Seesi, Sahar; Ding, Shibiao; Burger, Susan E.; Gusewski, Svenja; Madu, Nicole K.; Njoku,
Anuli; D'Angelo, Karen A.; Knickerbocker, Joshua N.

Cc: Rice, Paula

Subject: Diversity Awareness Training Session

Good afternoon,

The Office of Diversity & Equity Programs invites you to attend our upcoming Diversity Awareness Training Session.
Connecticut law requires all state employees attend a three hour Diversity training session within 6 months of hire. This
training is mandatory. The diversity training session entitled “Civility and Respect in the Workplace” will engage
participants in an interactive workshop offered in an online format with experiential exercises assisting the learner to
acquire, practice and transfer the concepts and skills to the work environment. The training session provides an
introduction and awareness on diversity issues, regulations and strategies. The training session will offer participants an
opportunity to explore differences in individual and group identity; enhance understanding of discrimination and hate
crimes and what protections are available; recognize how stereotypes are formed; examine personal biases; enhance
skills for dealing with inter-personal and inter-group diversity-related conflict; as well as finding a common ground on
which to build work relationships and a 'diversity-positive' organizational culture. The training session will also provide
an overview of the Office of Diversity and Equity Programs, the University’s Anti-Discrimination policies, and the
University’s complaint procedures.

The session will take place on Friday, March 5, 2021 from 1:00pm to 4:00 pm via Zoom (zoom link will be sent out after
registration closer to the date of the training)

This training is mandatory. Please click on the link to register for
training: https://form.jotform.com/southernct/diversity-training

If you have any questions please feel free to email me. | look forward to your attendance.

Paula Rice

Director/Title IX Coordinator

Office of Diversity & Equity Programs
ricepl@southernct.edu
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Section 46a-68-80



EXTERNAL COMMUNICATION AND
RECRUITMENT STRATEGIES

Section 46a-68-80

Southern Connecticut State University is on record as being an affirmative
action/equal opportunity employer. This commitment to affirmative action is
communicated regularly, along with notices of job availability, to recruiting sources
and organizations which are capable of referring qualified women and minority
applicants for employment.

We have reviewed all advertising for employment at Southern Connecticut State
University. No employment advertisements contain reference to age or gender, and,
further, all such advertisements include language that encourages applications from
qualified women, minorities, and other protected class members. Further, all ads
must state that SCSU is an Affirmative Action/Equal Employment Opportunity
employer.

-Notice that Southern is an affirmative action employer was sent to all unions
representing employees of this agency with a request for union cooperation and
assistance in promoting affirmative action. They were also invited to review and
comment on our affirmative action plan. (See attached notices).

Advertisements for unclassified job vacancies were and will continue to be placed in
publications and with other media that target protected group members and are most
relevant for filling a campus position, such as The Chronicle of Higher Education
Diverse Issues in Higher Education; Hispanic Outlook; Higher Ed jobs; Hartford
Courant; and New Haven Register in addition to advertisements placed in
appropriate professional journals. [Classified vacancies were announced per
employee contracts and state procedures, and advertised to the extent permitted by
union contract and Department of Administrative Services policies. All vacancies
are also advertised on Southern’s website https://southernct.edu/faculty-
staff/hr/jobs.html .

The name and address of each organization, recruiting source, bidder, contractor,
subcontractor, supplier of materials, publisher, and union receiving notice of the
university’s policy has been maintained along with the date of notice and copies of
all communications, statements, advertising, and contract provisions with these
groups or individuals.



The University’s Office of Diversity and Equity Programs is staffed by a Director of
Diversity and Equity Programs, a retired rehire, a CSU administrative assistant and a
student worker. Recruitment activities are directed by the Director of Diversity and
Equity Programs, and many of the recruitment efforts are carried out systematically
by other staff in the office as noted above. Once a job search is opened, the office
reviews the posting; HR publicizes the position in state and national newspapers and
posts it on the university and other websites. In addition to this recruitment, the staff
regularly telephones contacts to specifically solicit candidates. Similar telephone
contacts are made by the search chairperson and by other managerial staff on
campus.

In addition to the above recruitment efforts, faculty and staff are encouraged to
attend professional conferences to recruit candidates. This combination of websites,
telephone calls, and advertisements is documented by the summary of the Office’s
efforts.

AFFIRMATIVE ACTION
REPORTING PERIOD MAY 1, 2020— APRIL 30, 2021

The University has made strides in its affirmative action goal attainment this
reporting period, has hired female and minority faculty and staff to meet hiring goals,
has achieved program goals and made aggressive, good faith hiring and recruitment
efforts.

Below are the significant highlights and initiatives of the Diversity and Equity
Programs Office staff (internally and externally) during the past reporting period, via
Virtual meetings.

1. Met regularly with president, vice presidents, deans, directors and faculty
chairpersons for affirmative action/diversity progress reports and initiatives.

2. Collaborated with Southern Connecticut State University Multicultural Center and
Violence Prevention Victim Advocacy and support center on programs,
workshops, etc.

3. Maintained close relationship with Southern Connecticut State University Office
of Human Resources on matters of hiring, training, promotion, etc.



4. Coordinated counseling sessions, referral systems and programs with Southern
Connecticut State University Violence Prevention Victim Advocacy and support
center and counseling office.

5. Served as member of the AAUP Minority Faculty Recruitment and Retention
Committee.

6. Served as member of the SUOAF/AFSCME Minority Faculty Recruitment and
Retention Committee.

7. Participated in Connecticut Association of Affirmative Action Professionals.

8. Continued contacts made with recruiting sources and organizations capable of
recommending qualified applicants.

9. 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.

10.All collective bargaining contracts involving employees of the Connecticut State
University system contain a non-discrimination clause.

11.All faculty and administrative positions were advertised nationally to attract a
large and diverse pool of candidates. Ads were placed in the Chronicle of Higher
Education, Higheredjobs.com as well as newspapers which target minority
candidates, such as Diverse Issues in Higher Education, Hispanic Outlook.

12.All advertisements contained a reference to Southern’s commitment to
affirmative action and a statement.

13.Job announcements were also fransmitted as appropriate to list serves of
professional organizations.

14.Notices were sent to all unions which represent university employees for
collective bargaining purposes that the university is an affirmative action
employer. All union representatives were invited to examine and comment of the
Affirmative Action Plan at any time.

Specifically, the fore-mentioned initiatives provided significant opportunities for
Southern Connecticut State University to continue its ongoing outreach efforts to



attract more diverse faculty and, as well as address the importance of racial, ethnic
and cultural diversity to the Southern Connecticut State University campus.

These highlights reflect only a part of the work of the Office of Diversity and Equity
Programs as it attempts to adhere to its mission of advocacy for the
institutionalization of equal access to opportunity, non-discrimination in the university
community and diversity in the campus workforce.

Southern Connecticut State University has and will continue to initiate and undertake
aggressive, positive relationship building activity to ensure that affirmative action is
not just a paper commitment. Virtual meetings occurred during reporting periods
with individuals, groups and organizations that represent or can refer applicants from
protected groups. Some of the contacts were with the state and local affirmative
action officers, Black and Hispanic clergy; current faculty and alumni who are
minority who can help to recruit from their colleges and/or friends; Business and
Professional Women’s Associations, Hispanic organizations, and minority and
female alumni organizations.



LETTERS TO UNION PRESIDENTS



Rice, Paula

.+ From:
Sent:
To:

Subject:

Dear Union leader,

Rice, Paula

Tuesday, May 4, 2021 2:51 PM

oneillep@wcsu.edu; jdissette@adr.org; sanderson@csea760.com; cchisem@ceui.org;
bwallace@cpfu.org; DeMezzo, Robert C.

2020 Affirmative action plan

The State of Connecticut through all of its agencies is engaged in a vigorous Affirmative Action Program, which includes
notifying unions of the Agency’s Affirmative Action commitment.

As an agency of the State, the Southern Connecticut State University is hereby communicating to all unions that
represent agency employees, that we are an Affirmative Action Employer. You are welcome to examine our 2020
Affirmative Action Plan online at SCSU 2020 Affirmative Action Plan
http://www2.southernct.edu/offices/diversity/2020-affirmative-action-plan.pdf . In addition, we solicit any comments

you may have on our plan and/or suggestions you might volunteer concerning how we might be more successful in
achieving Affirmative Action goals. Comments on the 2020 plan will be accepted until August 1, 2021.

Sincerely,
Paula Rice

Paula Rice

Director/Title IX Coordinator

Office of Diversity & Equity Programs
Buley Library Room 240, (203) 392-5568 office (203) 392-5489 fax

ricepl@southernct.edu
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RECRUITMENT LISTS



Ability beyond Disability
4 Berkshire Boulevard
Bethel, CT 06801

(888) 832-8247

RECRUITMENT RESOURCES
CONNECTICUT COMMUNITY ORGANIZATIONS

BETHEL

BRISTOL

Bristol Community Organization, Inc.

55 South Street
Bristol, CT 06010
(860) 589-6968

NAACP - Bristol Branch
PO Box 241
Bristol, CT 06010

International Institute of Conmecticut
670 Clinton Avenue

Bridgeport, CT 06605

(203) 336-0141

Goodwill Industries
165 Ocean Terrace
Bridgeport, CT 06605
(203) 368-6511

Greater Bridgeport Latino Network
PO Box 9385
Bridgeport, CT 06601

gbin@hotmail.com

Groundwork Bridgeport, Inc.
1001 Main Street Suite 201
Bridgeport, CT 06604

(203) 335-6126

Greater Bridgeport NAACP
P.O.Box 9180

Bridgeport, CT 06601

(203)- 581-1480

NAACP

42 Lake Avenue
Danbury, CT 06811
(203) 668-3444

Hispanic Center Greater Danbury
4 Harmony Street

Danbury, CT 06810

(203) 798-2855

BRIDGEPORT

DANBURY

Community Renewal Team, Inc.
36 Race Street

Bristol, CT 06010

(860) 582-5733

ABCD Inc. Personnel
500 Palisade Avenue
Bridgeport, CT 06604
(203) 330-0814

Southern Connecticut Black
Chamber of Commerce

1018 Broad Street — Suite 103
Bridgeport, CT 06604

(877) 722 - 2293

H.E.L.P Ministries
165 Ocean Terrace
Bridgeport, CT 06605
(203) 581-5040

Groundwork Bridgeport Program
480 Barnum Avenue Suite 3
Bridgeport, CT 06608

(203) 335-6126

Community Action Agency
66 North Street

Danbury, CT 06810

(203) 744-4700

CT Works

152 West Street
Danbury, CT 06810
(203) 797—4140



Danbury American Job Center
4 Liberty Street

Danbury, CT 06810

(203) 730-0451

Hamden Job Resource Center
2901 Dixwell Avenue
Hamden, CT 06518

(203) 287-7000

Community Renewal Team
555 Windsor Street
Hartford, CT 06120

(860) 560-5600

Community Renewal Team
240 Laurel Street

Hartford, CT 06105

(860) 4220-8280

Community Renewal Team, Inc.
395 Wethersfield Avenue
Hartford, CT 06113

(860) 560-5353

Urban League of Greater Hartford
140 Woodland Street

Hartford, CT 06105

(860) 527-0147

NAACP — Greater Hartford Branch
56 Canterbury Street

Hartford, CT 06112

(860) 724-6966

San Juan Center
1283 Main Street
Hartford, CT 06103
(860) 522-2205

Connecticut Puerto Rican Forum, Inc.

95 Park Street
Hartford, CT 06106
(860) 247-3227

Latino Community Services
184 Wethersfield Avenue
Hartford, CT 06114

(860) 296- 6400

DANBURY

HAMDEN

HARTFORD

Community Renewal Team
2 Barbour Street

Hartford, CT 06115

(860) 725-0028

Community Renewal Team
1143 Main Street

Hartford, CT 06106

(860) 560-5315

CONNECT-ABILITY

Department of Rehabilitation Services
55 Farmington Avenue-12% Floor
Hartford, CT 06105

(860) 844 -1903

CT Works

3580 Main Street
Hartford, CT 06120
(860) 566-5790

NAACP- CT State Conference Branch
2074 Park Street #2

Hariford, CT 06106

(860) 523-9962

La Casa de Puerto Rico, Inc.
48 Main Street

Hartford, CT 06103

(860) 522-7296

International Institute of CT, Inc.
175 Main Street

3" Floor

Hartford, CT 06106

(860) 692-3085

Upper Albany Main Street
1382 Albany Avenue 2° Floor
Hartford, CT 06112

(860) 727-9830



HARTFORD

CT Association for United Spanish Action (CAUSA) Hispanic Professionals Network

555 Windsor Street
Hartford, CT 06120

City of Hartford
550 Main Street
Hartford, CT 06112
(860) 545-8495

Chamber of Commerce
31 Pratt Street
Hartford, CT 06106
(860) 525- 4451

One Union Place — 3™ Floor
Hartford, CT 06103
(860) 251 — 8307

National Organization for Women
135 Broad Street
Hartford, CT 06105

American Jobs Center
3580 Main Street
Hartford, CT 06120

Capital Workforce Partners Construction Jobs Initiative Center for Latino Progress (CPRF)

One Union Place
Hartford, CT 06103
(860) 522-1111

Goodwill

232 Tolland Turnpike
Manchester, CT 06042
(860) 643-2709

Community Partners in Action
31 Bent Street

Manchester, CT 06042

(860) 812-0070

New Opportunities of Greater Meriden
74 Cambridge Street

Meriden, CT 06450

(203) 639-5060

Meriden-Wallingford NAACP
74 Cambridge Street

Meriden, CT 06450

(203) 237-6907

Community Renewal Team, Inc.
41 Hamlin Street :
Middletown, CT 06457

(860) 347-4465

95 Park Street
Hartford, CT 06106
(860) 247-2337

MANCHESTER

True Colors, Inc.

945 Main Street #211
Manchester, CT 06040
(860) 232-0050

Disabled American Women
Serving Manchester Area
(877)310-4167

MERIDEN

Connecticut Works-Meriden
87 West Main Street 2" Floor
Meriden, CT 06040

(203) 238-3688

CT Nurses Association
377 Research Parkway
Meriden, CT 06450
(203) 238-1207

MIDDLETOWN

National Electrical Contractors
306 Industrial Park Road Suite 205
Middletown, CT 06457

(860) 635-1117



A
o

NEW BRITAIN

Opportunities Industrialization Center Human Resources Agency

Of New Britain (OIC) Mid-Connecticut Works

114 North Street One-Stop & Youth One-Stop

New Britain, CT 06051 57 Arch Street

(860) 224-7151 New Britain, CT 06501
(860) 826-4482

CT Works Puerto Rican Society

260 Lafayette Street 152 High Street

New Britain, CT 06053 New Britain, CT 06051

(860) 566-5790 (860) 225-6607

Connecticut Association of Latino in Higher Education (CALAHE)
1615 Stanley Street

Clarence Carroll Hall 03506

New Britain, CT 06050

NEW HAVEN
NAACP Greater Hartford New Haven Branch Community Development Program
545 Whalley Avenue 11 Pine Street
New Haven, CT 06511 New Haven, CT 06520
(203) 389 — 7275 (203) 776-5978
Junta for Progressive Action Connecticut Works New Haven
169 Grand Street 560 Ella Grasso Boulevard
New Haven, CT 06513 New Haven, CT 06519
(203) 787-0191 (203) 867-4030
Latin American Women Association
116 Chairman Avenue
New Haven, CT 06511
NEW LONDON
Opportunities Industrialization Center
New London County OIC Centro de 1a Communicad, Inc.
106 Truman Street 109 Blinman Street
New London, CT-06320 New London, CT 06320
(860) 447-1731 (860) 442-4463
New London American Job Center
Shaw’s Cove Six
New London, CT 06320
(860)439-7400
ROCKY HILL
Connecticut Innovations
865 Brook Street
Rocky Hill, CT 06067
(860) 563-4877
STAMFORD
Urban League of Southern Conn., Inc. American Job Center Conn., Inc.
46 Atlantic Street 141 Franklin Street -Floor 2
Stamford, CT 06902 Stamford, CT 06901
(203) 327-5810 (203) 353-1702



NAACP Stamford Branch
26 Halloween Blvd.
Stamford, CT 06902
(203) 324-4952

African American Cultural Center
2110 Hillside Rd U-180

Storrs, CT 06269

(860) 486-3433

STAMFORD

STORRS

Asian Cultural Center
2110 Hillside Rd U-3186
Storrs, CT 06269

(860) 486-0830

Puerto Rican/Latin American Cultural Center

2110 Hillside Rd U-3188
Storrs, CT 06269
(860) 486-1135

Spanish Community-Wallingford
284 Washington Street
Wallingford, CT 06492

(203) 265-5866

New Opportunities Head Start
232 North Elm Street
Waterbury, CT 06702

(203) 595-9799

CT Works

249 Thomaston Avenue
Waterbury, CT 06702
(203) 437-3380

Hispanic Coalition of Greater Waterbury
135 East Liberty Street

Waterbury, CT 06706

(203) 754-6172

Albertus Magnus

700 Prospect Street
New Haven, CT 06511
(203) 773-8550

Briarwood College

2279 Mount Vernon Road
Southington, CT 06489
(860) 7284751 X191

Central Connecticut State University
Career Services & Cooperative Education
1516 Stanley Street Willard 100

New Britain, CT 06050

(860) 832-1630

WALLINGFORD

WATERBURY

NAACP of Greater Waterbury
25 Crane Street

Waterbury, CT 06702

(203) 757-4440

Hispanic Center of Waterbury
725 Oronoke Road
Waterbury, CT 06708

(203) 754-7763

COLLEGES/UNIVERSITIES
Asnuntuck Community College
170 Elm Street
Enfield, CT 06082
(860) 253-3045

Capital Community College
950 Main Street

Hartford, CT 06103

(860) 906-5002

Charter Oak State College
55 Paul Manafort Drive
New Britain, CT 06053
(860) 832-3898



Connecticut College
270 Mohegan Avenue
New London, CT 06320
(860) 447-1911

Fairfield University

1073 North Benson Road
Fairfield, CT 06824
(203) 254-4000

Housatonic Community College
900 Lafayette Boulevard
Bridgeport, CT 06604

(203) 332-5160

Middlesex Community College
100 Training Hill Road
Middletown,, CT 06457

(860) 343-5759

Naugatuck Valley Community College
750 Chase Parkway

Waterbury, CT 06708

(203) 575-8043

Norwalk Community College
188 Richards Avenue
Norwalk, CT 06854

(203) 857-6866

Quinebaug Valley Community College
742 Upper Maple Street

Danielson, CT 06239

(860) 774-1130 X437

Southern Connecticut State University
Center for Career Services

501 Crescent Street

New Haven, CT 06515 -(203) 392-6536

Trinity College

300 Summit Street
Hartford, CT 06106
(860) 297-2080

University of Connecticut
Department of Career Services
Career Development Library

181 Auditorium Road, Unit 3051
Storrs, CT 06269-3051

(860) 486-3013

University of Saint Joseph
1678 Asylum Avenue
West Hartford, CT 06117
(860) 232 —4571

COLLEGES/UNIVERSITIES

Eastern Connecticut State University
83 Windham Street

Willimantic, CT 06226

(860) 465-5228

Gateway Community College
20 Church Street

New Haven, CT 06510

(203) 285 — 2000

Manchester Community College
Great Path

Manchester, CT 06040

(860) 512-3000

Mitchell College

437 Pequot Avenue
New London, CT 06320
(860) 701-5000

Northwestern CT Community College
Park Place East

Winsted, CT 06098

(860) 738-6300

Post University

800 Country Club Road
Waterbury, CT 06723
(203) 596-4504

Quinnipiac University

Career Services

275 Mt. Carmel Avenue
Hamden, CT 06518

(203) 582-8680/ (203) 582-8796

Three Rivers Community College
574 New London Turnpike
Norwich, CT 06360

(860) 892-5734

Tunxis Community College
271 Scott Swamp Road
Farmington, CT 06032
(860) 773- 1646

University of Hartford

200 Bloomfield Avenue

West Hartford, CT 06117-1599
(860) 768-4390

Wesleyan University
Office of Diversity
156 High Street

Middletown, CT 06459 - (860) 685-2456



COLLEGES/UNIVERSITIES

Western Connecticut State University
181 White Street

Danbury, CT 06810

(203) 837-8678

Yale University

221 Whitney Avenue
3" Floor

New Haven, CT 06520
(203) 432 - 4771

PROFESSIONAL ORGANIZATIONS

Commission on Equity and Opportunity
18-20 Trinity Street

Hartford, CT 06106

(860) 240-1424

Commission on Women, Children & Seniors
18-20 Trinity Street
Hartford, CT 06106

(860) 240-1475

Connecticut Hispanic Bar Association
P.O. Box 230869

Hartford, CT 06123-0869

(860) 285-8058

George W. Crawford Law Association, Inc.
P.O.Box 2715

Hartford, CT 06146-2715

(860) 578-4764

Hartford County Bar Association
179 Allyn Street, Suite 210
Hartford, CT 06103

(860) 525-8106

Puerto Rican Federal Affairs Administration
100 Pearl Street, 12% Floor

Hartford, CT 06103

(860) 522-2434

Connecticut Association of Latinos in Higher Education
(CALAHE)

CCSU-1615 Stanley Street

New Britain, CT 06050

Hispanic Association for Higher Education
Of New Jersey, Inc.

P.O. Box 5084

Iron Bound Station

Newark, NJ 07105

National Society for Hispanic MBAs
Connecticut Chapter

PO Box 231712

Hartford, CT 06123

Connecticut Association of
Diversity and Equity Professionals (CADEP)
Website information: www.cadep.net

Connecticut Bar Association
30 Bank Street

New Britain, CT 06050
(860) 223-4400

CT Computer Service, Inc.
101 East Summer Street
Plantsville, CT 06479
(860) 276-1285

Drake Beam Main, Inc.
49 North Main Street
West Hartford, CT 06107
(860) 313-5000

National Black MBA Association
Greater Hartford Chapter

P.O. Box 2332

Hartford, CT 06106

(860) 586-7002

Southern New England Association

of Technical Professionals (SNEATP)
P.O. Box 4429

East Hartford, CT 06128

(860) 565-4755

Hispanic Professional Network, Inc

1 Union Place, 3™ floor

Hartford, CT 06103

(860) 251-8370 Email: www.calahe.org

League of United Latin American Citizens
National Office

1133 19t Street, NW, Suite 1000
Washington, DC 20036

(202) 833-6130

National Society of Hispanic MBAs
450 East John Carpenter Freeway, Suite 200
Irving, TX 75052



Diversity Careers in Engineering & Information Technology
1281 Cleveland Hill Road

Tamworth, NH 03886

(603) 323-8224

www.diversitycareers.con

MEDIA/PUBLIC ACCESS RESOURCE MAILING LISTING

The Advisor CTNow

83 State Street 285 Broad Street
North Haven, CT 06473 Hartford, CT 06105
(203) 239-5404 (860)241-6200
Hartford Public Access Television Inquiring News
Channel 5 PO Box 1984
20-28 Sargeant Street Hartford, CT 06144
Hartford, CT 06105 (860) 983-7587
(860) 524-8621

Northeast Minority News, Inc Northend Agent
3580 Main Street 150 Trumbull Street
Hartford, CT 06120 Hartford, CT 06120
(860) 249-6065 (860) 244-2445
West Indian American

1443 Albany Avenue

Hartford, CT 06112
(860) 293-1118

MEDIA/PUBLIC ACCESS RESOURCE MAILING LISTING

WCUM-AM Radio Cumbre WKND-AM

1862 States Drive 544-J Windsor Avenue
Bridgeport, CT 06605 Windsor, CT 06095
(203) 335-1540 (860) 218-2173
WLAT-AM WNHU Radio

135 Burnside Ave., 2nd Floor 46 Roden Street

East Hartford, CT 06108 West Haven, CT 06516
(860) 524-0001 (203) 479-8807
WRYM Radio WZMX 93.7

1056 Willard Avenue 10 Executive Drive
Newington, CT 06111 Farmington, CT 06032
(860) 666-5646 (860) 677-6700

DISABILITIES RESOURCE MAILING LIST

American with Disabilities Act Board of Education and
Coalition of CT Services for the Blind (BESB)
60-B Weston Street 184 Windsor Avenue
Hartford, CT 06120 Windsor, CT 06095

(860) 297-4383 (860) 602-4000

TDD: (860)297-4380 TDD: (860) 602-4002

Email: adacoalition@sbc.global.net

Website: www.adacc.net



DISABILITIES RESOURCE MAILING LIST

Bureau of Rehabilitation Services (BRS)
Department of Social Services

55 Farmington Avenue

Hartford, CT 06106

(860) 424-4844

TDD: (860) 920-7163

Email: brs.dss@ct.gov
Website: www.ct.gov/brs

Office of Protection and Advocacy

For Persons with Disabilities (P&A)
60-B Weston Street

Hartford, CT 06120

(860) 297-4300

TDD: (860)297-4380

Email: OPA-webmaster@po.state.ct.us
Website: www.state.ct.us/osapd

AFFIRMATIVE ACTION RESOURCE MAILING LISTING

American Association for
Paralegal Education

19 Mantura Road

Mount Royal, NJ 08061
(856) 423-2829

Bridgeport Bar Association
1057 Broad Street
Bridgeport, CT 06604
(203) 384-9346

Fax: (203) 336-8986

Connecticut Asian Pacific American
Bar Association

90 State House Square, 8 floor
Hartford, CT 06103

Connecticut Bar Association
30 Bank Street, P.O. Box 350
New Britain, CT 06050-0350
(860) 223-4400

Fax: (860) 223-4488

Connecticut Hispanic Bar Association
P.O Box. 230869
Hartford, CT 06123-0869

Email: chba@ctbar.org

Hartford County Bar Association
100 Pear] Street

(860) 525-8106

Fax: (860)293-1345

Lawyer Referral Services
Fairfield County

1057 Broad Street
Bridgeport, CT 06604
(203) 3354116

Lawyers Concerned for Lawyers
2080 Silas Deane Highway
Rocky Hill, CT 06067

(860) 563-4900

American Bar Association

321 North Clark Street, 21% floor
Chicago, IL 60654

(312) 988-6738

Commission on Official
Legal Publications

111 Phoenix Avenue
Enfield, CT 06082
(860) 741-3027

Connecticut Attomeys Title
Insurance Company

101 Corporate Place, #1
Rocky Hill, CT 06067
(860) 257-0606

Connecticut Bar Foundation
31 Pratt Street

Hartford, CT 06103

(860) 722-2494

Fax: (860) 722-2497

Email: ctbf@cbf-1.org

Connecticut Trial Lawyers Association
150 Trumbull Street, 2™ floor
Hartford, CT 06103

(860) 522-4345

Fax: (860) 522-1027

Lawyer Referral Services
P.O. Box 1767
Waterbury, CT 06720-1767

Lawyer Referral Services
Hartford/Litchfield/Middlesex/
Tolland and Windham County

61 Hungerford Street

Hartford, CT 06106

(860) 525-6052

New Haven County Bar Association
P.O. Box 1441/171 Orange Street
New Haven, CT 06506

(203) 562-9652- Fax: (203) 624-8695



P.O. Box 97
Yantic, CT 06389
(860) 889-9384

State Law Library
231 Capitol Avenue
Hartford, CT 06106
(860) 757-6500

Statewide Legal Services
Of Connecticut

425 Main Street, Suite 2
Middletown, CT 06457
(860) 344-0380

Fax: (860) 344-1918

AFFIRMATIVE ACTION RESOURCE MAILING LISTING
New London Lawyer Referral Services

State Bar Examining Committee
100 Washington Street
Hartford, CT 06106

(860) 706-5135

Statewide Grievance Committee
287 Main Street, 2™ floor

East Hartford, CT 06118-1885
(860) 568-5157

The Regional Bar
P.O. Box 8210
Stamford, CT 06905
(203) 327-7041

Fax: (203)327-0413



CONTRACT COMPLIANCE



CONTRACT COMPLIANCE FORMS
were submitted to DAS for approval



EXTERNAL COMMUNICATION and RECRUITMENT STRATEGIES
Section 46a-68-80

CONTRACT COMPLIANCE

The participation of minority business enterprises meeting qualifications
established in regulations pursuant to Sections 4-114b or 32-9f of the Connecticut
General Statutes, or federal law is solicited and encouraged. The University has
refrained from doing business with any bidder, contractor, subcontractor, or supplier
of materials barred from patrticipation in any federal or state contract program or
found to be in violation of any state or federal ant discrimination law, and shall
promptly report any such inconsistent behavior to the Commission or other
appropriate authorities for investigation, and we continue to encourage bidders,
contractors, subcontractors and suppliers of materials to develop and implement
affirmative action programs of their own.

All bidders, contractors, and suppliers of materials have been made aware of
Southern’s affirmative action policy. Every formal bid contains contract compliance
regulations and bidder contract compliance report forms. Per the attached sample
of a request for Proposal (RFP), the content of C.G S. Section 4a-60 and 41-61 is
provided to every recipient an RFP. In addition per the attached purchase order
form, the content of C. G. S. Section 4a-60 and 4a-61 is printed on the reverse of
every purchase order, as well as any other agreement entered into between SCSU
and another party in which review and approval of the Attorney General Office is
conducted. Included with this notice is the statement that we will not knowingly do
business with any bidder, contractor, subcontractor, or supplier of materials who
discriminates against members of any class protected under Sections 4a-60 and 4a-
61a of the Connecticut General Statutes.

Southern Connecticut State University has worked diligently to meet its SBM- Set
Aside goals. Outreach efforts to women and minority owned businesses continue to
be enhanced. Due to the fiscal constraints no new initiatives were undertaken to
address the need for more and significant diversity among Southern Connecticut
State University vendors and contractors. The University has continued its initiatives
to increase participation by women and persons of color in Southern Connecticut
State University’s contract compliance efforts. Initiatives included: compilation of
resource listing of businesses in the state and region owned by women and persons
of color, meetings with State of Connecticut personnel from Department of Public
Works, CHRO and Administrative Services.

Pursuant to contract compliance requirements of C.G.S. Section 4a-60 and minority
business enterprise contracting requirements of C.G.S. Section 32-9¢, the Small
Contractor and Minority Business Enterprises (MBE) Utilization Report and Quarterly
Summaries are included in this section. In addition, Southern Connecticut State
University has documented instances of good faith efforts and activities taken to



EXTERNAL COMMUNICATION and RECRUITMENT STRATEGIES
Section 46a-68-80

CONTRACT COMPLIANCE

The participation of minority business enterprises meeting qualifications
established in regulations pursuant to Sections 4-114b or 32-9f of the Connecticut
General Statutes, or federal law is solicited and encouraged. The University has
refrained from doing business with any bidder, contractor, subcontractor, or supplier
of materials barred from participation in any federal or state contract program or
found to be in violation of any state or federal ant discrimination law, and shall
promptly report any such inconsistent behavior to the Commission or other
appropriate authorities for investigation, and we continue to encourage bidders,
contractors, subcontractors and suppliers of materials to develop and implement
affirmative action programs of their own.

All bidders, contractors, and suppliers of materials have been made aware of
Southern’s affirmative action policy. Every formal bid contains contract compliance
regulations and bidder contract compliance report forms. Per the attached sample
of a request for Proposal (RFP), the content of C.G S. Section 4a-60 and 41-61 is
provided to every recipient an RFP. In addition per the attached purchase order
form, the content of C. G. S. Section 4a-60 and 4a-61 is printed on the reverse of
every purchase order, as well as any other agreement entered into between SCSU
and another party in which review and approval of the Attorney General Office is
conducted. Included with this notice is the statement that we will not knowingly do
business with any bidder, contractor, subcontractor, or supplier of materials who
discriminates against members of any class protected under Sections 4a-60 and 4a-
61a of the Connecticut General Statutes.

Southern Connecticut State University has worked diligently to meet its SBM- Set
Aside goals. Outreach efforts to women and minority owned businesses continue to
be enhanced. Due to the fiscal constraints no new initiatives were undertaken to
address the need for more and significant diversity among Southern Connecticut
State University vendors and contractors. The University has continued its initiatives
to increase participation by women and persons of color in Southern Connecticut
State University’s contract compliance efforts. Initiatives included: compilation of
resource listing of businesses in the state and region owned by women and persons
of color, meetings with State of Connecticut personnel from Department of Public
Works, CHRO and Administrative Services.

Pursuant to contract compliance requirements of C.G.S. Section 4a-60 and minority
business enterprise contracting requirements of C.G.S. Section 32-9e, the Small
Contractor and Minority Business Enterprises (MBE) Utilization Report and Quarterly
Summaries are included in this section. In addition, Southern Connecticut State
University has documented instances of good faith efforts and activities taken to



contact Small Contractors and Minority owned business regarding upcoming
university bids, in order to award a fair proportion of contracts to Small contractors
and minority business enterprises

Southern Connecticut State University Small Contractor and Minority Business
Enterprise (MBE) Utilization Reports for the four fiscal year quarters, July 1, 2020 to
June 30, 2021 have been included as well as a copy of the Small Business/Minority
Set-Aside exemptions submitted for approval. Our quarterly reports show the
progress to meet our annual goals. Southern ended the year by exceeding its SBE
and MBE goals. Quarterly reports are included in this section.

The university plans to continue to be aggressive in its efforts to attain diversity and
equity in the areas of purchasing and contracting. Key university personnel involved
in the assignment of contracts continue to meet to discuss ways to improve SCSU’s
persons of color business. Southern Connecticut State University will continue to
find ways to fully comply with the Set-Aside program.



QUARTERLY REPORTS



DAS/SUPPLIER DIVERSITY PROGRAM

FOR
SMALL/MINORITY BUSINESS ENTERPRISES

FISCAL YEAR 2021 (2020-2021)

ANNUAL GOALS CALCULATIONS REPORT
TAT AGEY NE Soutern Statenversit _

AGENCY # - 7804

’ ol y A

AGENCY AMOUNTS FROM ADOPTED FISCAL BUDGET

TOTAL | $ 239,224,639.00 |

FUNDS

AVAILABLE FROM YOUR FY20 ADOPTED ANNUAL BUDGET 1

(ALL SOURCES - excluding capital improvement funds $114,637,528

which will be reported and tracked separately) TOTAL CAPITAL IMPROVEMENT FUNDS
(This should be the total funds available

TOTAL- | § 35,006,036.00 | at the beginning of the fiscal year. You

PAGE -2 FEDERALLY FUNDED EXPENDITURES must include backup documentation to
support this figure)

TOTAL- | $ 176,214,894.31 |

PAGE- 3 NON-PURCHASING EXPENDITURES

TOTAL | $ 760,317.94 |
PAGE- 4 STATUTE/REQUIRED BUDGETED EXP.
TOTAL-

PAGE-5 | § 23,058,968.97 |

AGENCY REQUESTED EXEMPTIONS

Completed By/Title:
Telephone # :
Date Submitted
E-Mail Address
Agency Head/Title (current)

Approved by Supplier Diversity:

Page - 1
(Summary)



DEPARTMENT OF ADMINISTRATIVE SERVICES FISCAL YEAR 2021
SUPPLIER DIVERSITY PROGRAM  Back-Up Sheets require Totals for each MBE Category

SMALL/ MINORITY BUSINESS ENTERPRISE QUARTERLY REPORT

Fiscal Year Quarter | 1 “ Fiscal Year Period:

ENTER THIS QTR-

:g;’zy {Southern Connecticut State University | G?J?r?tfgr- ': 7804
Prepared | E-mail krausst1@southernct.edu

1Timothy J Ki A i |
by: | imothy rauss, Business Analyst | Address:

TelL.#. |203-392-5715 :

1) TOTAL FUNDS AVAILABLE (ALL SOURCES) FROM YOUR ADOPTED BUDGET

Page 1 (Summary Page) From The Annual Goals Calculations Report $1299,244,639.00
2) Amount Available for Small/Minority Business Program $ 3.284.422.00
after DAS APPROVED DEDUCTIONS/EXEMPTIONS i e
3) 25% of line # 2 Total - Set Aside - Small/Minority Business Enterprises (Combined) 3 821.105.50
4) 25% of line # 3 Total- Set Aside - Minority Business Enterprises only $ 205,276.38
QUARTER Number YEAR TO DATE Number
TOTALS ($) Contracts TOTALS ($) Contracts
5) Total Agency FY Expenditures for Purchases and Contracts $ 13,079,003.87 485 $ 13,079,003.87 485

6) Total Agency FY Expenditures for Purchases and Contracts
from Small and Minority Contractors. $ 3,607,538.90 82 $ 3,607,538.90 82
Combined TOTALS OF SBE AND MBE EXPENDITURES

7) Total Agency FY Expenditures for Purchases and Contracts
from Minority Business Enterprises (MBE) only.
PLEASE CATEGORIZE:

A) American Indian (N}

B) Asian (A) $ - 0 $ - 0
C) Black (B) $ 38,000.00 1 $ 38,000.00 1
D) Disabled Individual (D) $ 10,000.00 2 $ 10,000.00 2
E) Hispanic (H) $ - 0 $ - 0

F) Iberian Peninsula (1}

G) Disabled American Indian (DN)

H) Disabled Asian American (DA)

1) Disabled Black American {DB)

J) Disabled Hispanic American (DH)

K) Disabled Iberian Peninsula American (D)

L) Woman (W) $ 162,489.52 21 $ 162,489.52 21

M) Woman American Indian (NW)

N) Woman Asian (AW)

0) Woman Black (BW) $ 10,000.00 1 $ 10,000.00 1

P) Woman Disabled (DW)

Q) Woman Hispanic (HW)

R) Woman Iberian Peninsula (IW)

S} Disabled American Indian Woman (DNW)

T) Disabled Asian American Woman (DAW)

U) Disabled Black American Woman (DBW)

V) Disabled Hispanic American Woman (DHW)

W) Disabled Iberian Peninsula American Woman (DIW)

DisBE TOTAL (Lines D, G, H, |, J, K, P, 8,T,U, V, & W) $ 10,000.00 2 $ 10,000.00 2
WBE TOTAL [Lines L - W] $ 172,489.52 22 $ 172,489.52 22
MBE TOTAL {Lines A - W} $ 220,489.52 25 $ 220,489.52 25

Page - 1 (Summary)




DEPARTMENT OF ADMINISTRATIVE SERVICES FISCAL YEAR 2021
SUPPLIER DIVERSITY PROGRAM Back-Up Sheets require Totals for each MBE Cateqory

SMALL/MINORITY BUSINESS ENTERPRISE QUARTERLY REPORT - for Reporting Capital Inprovement Expenditures
Please submit a digital copy of this form to Joshua.Goldbei berg@ct.gov and Stanley.Kenton@ct.gov

Fiscal Year Quarter | 1 ! Fiscal Year Period

ENTER THIS QTR-

e —— 1, i - i e

:gfn":y ESouthem Connectlcut State University :g(:::r' | 7804

(LI, S e LN (N RS LT i = ST v N : L T S A e
Prepared | E-mail
by: | Timothy J Krauss ; Address: krausst!@southernct.edu

Tel. # - .203 392-5715

1) TOTAL CAPITAL IMPROVEMENT FUNDS AVAILABLE FROM YOUR ADOPTED BUDGET

Page 1 (Summary Page) From The Annual Goals Calculations Report $ 114,637,528.00

TOTALS ($) Contracts TOTALS (%) Contracts

2) Total Agency FY Capital Improvements Expenditures for Purchases
from Small and Minority Contractors. $ 2,031,923.22 16
Combined TOTALS OF SBE AND MBE EXPENDITURES

“w

2,031,923.22 16

3) Total Agency FY Capital Improvements Expenditures for Purchases
from Minority Business Enterprises (MBE) only.
PLEASE CATEGORIZE:

A) American Indian (N)

B) Asian (A)

C) Black (B)

D) Disabled Individual (D) $ - 0 $ = 0

E) Hispanic (H) $ - 0 $ - 0

F) iberian Peninsula (i}

G) Disabled American Indian (DN)

H) Disabled Asian American (DA)

1) Disabled Black American (DB)

J) Disabled Hispanic American (DH)

K) Disabled Iberian Peninsula American (D)

L) Woman (W) $ 9,290.00 2 $ 9,290.00 2

M) Woman American Indian (NW)

N) Woman Asian (AW)

0) Woman Black (BW)

P} Woman Disahled (DW)

Q) Woman Hispanic (HW)

R) Woman Iberian Peninsula (IW)

S) Disabled American Indian Woman (DNW)

T) Disabled Asian American Woman (DAW)

U) Disabled Black American Woman (DBW)

V) Disabled Hispanic American Woman (DHW)

W) Disabled Iberian Peninsula American Woman (DIW)

DisBE TOTAL (Lines D, G, H, I, J,K, P, $,T,U, V, & W) $ - 0 $ = 0
WBE TOTAL [Lines L - W] $ 9,290.00 2 $ 9,290.00 2
MBE TOTAL {Lines A - W} $ 9,290.00 2 $ 9,290.00 2

Page - 1 (Summary)



DEPARTMENT OF ADMINISTRATIVE SERVICES FISCAL YEAR 2021
SUPPLIER DIVERSITY PROGRAM  Back-Up Sheets require Totals for each MBE Category
SMALL/ MINORITY BUSINESS ENTERPRISE QUARTERLY REPORT

Fiscal Year Quarter {27 Fiscal Year Period: e
ENTER THIS QTR-
Agency iSouthem Connecticut State University : Agency ! 7804
Name: SIS v wioig o i S s ) e Number: P e=r S e e
Prepared ! ! E-mail

! K krausst1@southernct.edu

by: i,T_‘_'_'T‘ff'ff_J___f?_‘fs._'_3_9?_"_'_6.7_?'_‘?_'_”.5_‘_ _________________ Address: i i
TelL#. [008B926706 L . - = L i

1) TOTAL FUNDS AVAILABLE (ALL SOURCES) FROM YOUR ADOPTED BUDGET
Page 1 (Summary Page) From The Annual Goals Calculations Report

239,224,639.00

2) Amount Available for Small/Minority Business Program
after DAS APPROVED DEDUCTIONSIEXEMPTIONS

3,284,422.00

3) 25% of line # 2 Total - Set Aside - Small/Minority Business Enterprises (Combined)

821,105.50

4) 25% of line # 3 Total- Set Aside - Minority Business Enterprises only

$
$
$
$

205,276.38

QUARTER

Number

YEAR TO DATE

Number

TOTALS ($)

Contracts

TOTALS ($)

Contracts

5) Total Agency FY Expenditures for Purchases and Contracts 3,867,728.38

302

©

16,946,732.25

787

6) Total Agency FY Expenditures for Purchases and Contracts
from Small and Minority Contractors.
Combined TOTALS OF SBE AND MBE EXPENDITURES

102,856.00

19

3,710,394.90

101

7) Total Agency FY Expenditures for Purchases and Contracts
from Minority Business Enterprises (MBE) only.
PLEASE CATEGORIZE:

A) American Indian (N)

B) Asian (A)

C) Black (B)

38,000.00

D) Disabled Individual (D)

10,000.00

“ | ||

E) Hispanic (H)

o|lo|jo|©o

N e |n |

olN(=|O

F) Iberian Peninsula ()

G) Disabled American Indian (DN)

H) Disabled Asian American (DA)

1) Disabled Black American (DB}

J) Disabled Hispanic American (DH)

K) Disabled Iberian Peninsula American (DI)

L) Woman (W) 5,020.00

167,509.52

24

M) Woman American Indian (NW)

N) Woman Asian (AW)

0) Woman Black (BW)

10,000.00

P) Woman Disabled (DW)

Q) Woman Hispanic (HW)

R) Woman lberian Peninsula (IW)

S) Disabled American Indian Woman (DNW)

T) Disabled Asian American Woman (DAW)

U) Disabled Black American Woman (DBW)

V) Disabled Hispanic American Woman (DHW)

W) Disabled Iberian Peninsula American Woman (DIW)

DisBE TOTAL (Lines D, G, H,1,J,K,P,S,T,U, V, & W)

o

10,000.00

WBE TOTAL [Lines L - W] 5,020.00

w

177,509.52

25

$
$
MBE TOTAL {Lines A - W} $ 5,020.00

||

225,509.52

28

Page - 1 (Summary)




DEPARTMENT OF ADMINISTRATIVE SERVICES FISCAL YEAR 2021
SUPPLIER DIVERSITY PROGRAM Back-Up Sheets require Totals for each MBE Category

SMALL/MINORITY BUSINESS ENTERPRISE QUARTERLY REPORT - for Reporting Capital Improvement Expenditures
Please submit a digital copy of this form to Joshua.Goldbe: berg@ct.gov and Stanley.Kenton@ct.gov

Fiscal Year Quarter il i e e ] _: Fiscal Year Period H

ENTER THIS QTR-

U —————————————
Name: __|SoUlienCOnIEEcl SRt BRI e Number:

Prepared ET' A i E-mail
{Timothy J Ki {
by: i oty Nauss | Address:

Agency

~l
[0:]
(=]
E

krausst1@southernct.edu

Tel#-  |203-392-5715 ,

1) TOTAL CAPITAL IMPROVEMENT FUNDS AVAILABLE FROM YdUR ADOPTED BUDGET $ 114.637.528.00
Page 1 (Summary Page) From The Annual Goals Calculations Report EF

TOTALS ($) Contracts TOTALS ($)

Contracts

2) Total Agency FY Capital Improvements Expenditures for Purchases
from Small and Minority Contractors. $ 16,231.19 1 $ 2,048,154.41
Combined TOTALS OF SBE AND MBE EXPENDITURES

17

3) Total Agency FY Capital Improvements Expenditures for Purchases
from Minority Business Enterprises (MBE) only.
PLEASE CATEGORIZE:

A) American Indian (N)

B) Asian (A)

C) Black (B)

D) Disabled individual (D) $ 2 0 $ -

E} Hispanic (H) $ = 0 $ -

F) Iberian Peninsula (1)

G) Disabled American Indian (DN)

H) Disabled Asian American (DA)

I} Disabled Black American (DB)

J) Disabled Hispanic American {DH)

K) Disabled Iberian Peninsula American (DI)

L) Woman (W) $ - 0 $ 9,290.00

M) Woman American Indian (NW)

N) Woman Asian (AW)

0O) Woman Black (BW)

P} Woman Disabled (DW)

Q) Woman Hispanic {HW)

R) Woman Iberian Peninsula (IW)

S) Disabled American Indian Woman (DNW)

T) Disabled Asian American Woman (DAW)

U) Disabled Black American Woman (DBW)

V) Disabled Hispanic American Woman (DHW)

W) Disabled Iberian Peninsula American Woman (DIW)

DisBE TOTAL (Lines D, G, H,1,J, K, P, 5,T,U,V, & W) 3 0 $ -

(=]

N

$
WBE TOTAL [Lines L - W] $ v 0 $ 9,290.00
MBE TOTAL {Lines A - W} $ - 0 $ 9,290.00

Page - 1 (Summary)




DEPARTMENT OF ADMINISTRATIVE SERVICES FISCAL YEAR 2021
SUPPLIER DIVERSITY PROGRAM  Back-Up Sheets require Torals for each MBE Category

SMALL/ MINORITY BUSINESS ENTERPRISE QUARTERLY REPORT
Fiscal YearQuarter | 3 | Fiscal Year Period: i

ENTER THIS QTR-

LY
®
S i
Ea

Agency g, thern Connecticut State University i Agency
Name: | ; Number:

Propared | iy IGHE s L kT ey E-mail RN AR i (N e Sy
by: iTlmothy J Krauss, Business Analyst f Address:

Tel.#-  |203-392-5715

1) TOTAL FUNDS AVAILABLE (ALL SOURCES) FROM YOUR ADOPTED BUDGET

Page 1 (Summary Page) From The Annual Goals Calculations Report ¥ 1239:224,638.00
2) Amount Available for Small/Minority Business Program $ 3.284.422.00
after DAS APPROVED DEDUCTIONS/EXEMPTIONS S i
3) 25% of line # 2 Total - Set Aside - Small/Minority Business Enterprises (Combined) 3 821.105.50
4) 25% of line # 3 Total- Set Aside - Minority Business Enterprises only $ 205,276.38
QUARTER Number YEAR TO DATE Number
TOTALS ($) Contracts TOTALS ($) Contracts
5) Total Agency FY Expenditures for Purchases and Contracts $ 4,261,486.06 324 $ 21,208,218.31 1,111

6) Total Agency FY Expenditures for Purchases and Contracts
from Smalt and Minority Contractors. $ 594,535.11 34 $ 4,304,930.01 135
Combined TOTALS OF SBE AND MBE EXPENDITURES

7) Total Agency FY Expenditures for Purchases and Contracts
from Minority Business Enterprises (MBE) only.
PLEASE CATEGORIZE:

A) American Indian (N)

B) Asian (A) $ 66,390.59 1 $ 66,390.59 1
C) Black (B) $ - 0 $ 38,000.00 1
D) Disabled Individual (D) $ * 0 $ 10,000.00 2
E) Hispanic (H) $ - 0 $ - 0

F) Iberian Peninsula (l)

G) Disabled American Indian (DN)

H) Disabled Asian American (DA)

I} Disabled Black American {DB)

J) Disabled Hispanic American (DH)

K) Disabled Iberian Peninsula American (DI)

L) Woman (W) $ 138,237.48 8 $ 305,747.00 32

M) Woman American Indian (NW)

N) Woman Asian (AW)

0) Woman Black (BW) $ - 0 $ 10,000.00 1
P) Woman Disabled (DW)
Q) Woman Hispanic (HW) $ 9,400.00 1 $ 9,400.00 1

R) Woman lberian Peninsula (IW)

S) Disabled American Indian Woman (DNW)

T} Disabled Asian American Woman (DAW)

U) Disabled Black American Woman (DBW)

V) Disabled Hispanic American Woman (DHW)

W) Disabled Iberian Peninsula American Woman (DIW)

DisBE TOTAL (Lines D, G, H, 1, J,K, P, S,T,U, V, & W) - 0 10,000.00 2

325,147.00 34

$
WBE TOTAL [Lines L - W] $ 147,637.48 9
MBE TOTAL {Lines A - W} $ 214,028.07 10

R |eH |

439,5637.59 38

Page - 1 (Summary)




DEPARTMENT OF ADMINISTRATIVE SERVICES FISCAL YEAR

2021

SUPPLIER DIVERSITY PROGRAM Back-Up Sheets require Totals for each MBE Category

SMALL/MINORITY BUSINESS ENTERPRISE QUARTERLY REPORT - for Reporting Capital Improvement Expenditures

Please submit a digital copy of this form to Joshua.Goldbei berg@ct.gov and Stanley.Kenton@ct. gov

Fiscal Year Quarter | 3 | Fiscal Year Period

ENTER THIS QTR-

:g:::‘:y {Southern Connecticut State University ' :ﬁ:‘:gr_
Propared Jehesak (o tme D i e iy =) E-mail

i Timothy J Krauss \
by: £ 4 ! Address:

Tel. #- '203 392-5715

Page 1 (Summary Page) From The Annual Goals Calculations Report

1) TOTAL CAPITAL IMPROVEMENT FUNDS AVAILABLE FROM YOUR ADOPTED BUDGET

$

114,637,528.00

TOTALS

($)

Contracts

TOTALS ($)

Contracts

2) Total Agency FY Capital improvements Expenditures for Purchases
from Small and Minority Contractors. $
Combined TOTALS OF SBE AND MBE EXPENDITURES

241,304.81

12

2,289,459.22

29

3) Total Agency FY Capital Improvements Expenditures for Purchases
from Minority Business Enterprises (MBE) only.
PLEASE CATEGORIZE:

A) American indian (N)

B) Asian (A) $

46,133.29

46,133.29

C) Black (B)

D) Disabled Individual (D) $

E) Hispanic (H) $

F) lberian Peninsula (I)

G) Disabled American Indian (DN)

H) Disabled Asian American {DA)

1) Disabled Black American (DB)

J) Disabled Hispanic American (DH)

K) Disabled Iberian Peninsula American (DI)

L) Woman (W) $

57,848.08

67,138.08

M) Woman American Indian {NW)

Nj) Woman Asian {AW)

0O) Woman Black (BW)

P) Woman Disabled (DW)

Q) Woman Hispanic (HW)

R) Woman Iberian Peninsula (IW)

S) Disabled American Indian Woman (DNW)

T) Disabled Asian American Woman (DAW)

U) Disabled Black American Woman (DBW)

V) Disabled Hispanic American Woman (DHW)

W) Disabled Iberian Peninsula American Woman (DIW)

DisBE TOTAL (Lines D,G,H,1,J,K,P,S,T,U,V, & W)

WBE TOTAL [Lines L - W]

57,848.08

(7]

67,138.08

o

7 P

MBE TOTAL {Lines A - W}

103,981.37

©|n |

113,271.37

Page - 1 (Summary)




DEPARTMENT OF ADMINISTRATIVE SERVICES

FISCAL YEAR

2021

SUPPLIER DIVERSITY PROGRAM  Back-Up Sheets require Totals for each MBE Category
SMALL/ MINORITY BUSINESS ENTERPRISE QUARTERLY REPORT

Fiscal Year Quarter | . 4 7 Fiscal Year Period: b
ENTER THIS QTR-
Agency igothern Connecticut State University | Agency ; 7804
Name: 4 7= vl i iyiwiesy il e me i a o - ity Number: R e e e =
Prepared {Timothy J Krauss, Business Analyst E-mail kraussti@southernct.edu
by: § T AT e el i = Address: o W Y e T v
Tel. # - 15203~392~5?15 SR R el Ve

1) TOTAL FUNDS AVAILABLE (ALL SOURCES) FROM YOUR ADOPTED BUDGET
Page 1 (Summary Page) From The Annual Goals Calculations Report

239,224,639.00

2) Amount Available for Small/Minority Business Program

after DAS APPROVED DEDUCTIONS/EXEMPTIONS

$
$ 3,284,422.00
$
$

3) 25% of line # 2 Total - Set Aside - Small/Minority Business Enterprises (Combined) 821.105.50
4) 25% of line # 3 Total- Set Aside - Minority Business Enterprises only 205,276.38
QUARTER Number YEAR TO DATE Number
TOTALS (%) Contracts TOTALS ($) Contracts
5) Total Agency FY Expenditures for Purchases and Contracts $ 13,247,205.85 499 $ 34,455,424.16 1,610
6) Total Agency FY Expenditures for Purchases and Contracts
from Small and Minority Contractors. $ 1,816,913.40 54 $ 6,121,843.41 189
Combined TOTALS OF SBE AND MBE EXPENDITURES
7) Total Agency FY Expenditures for Purchases and Contracts
from Minority Business Enterprises (MBE) only.
PLEASE CATEGORIZE:
A) American Indian (N)
B) Asian (A) $ - 0 $ 66,390.59 1
C) Black (B) $ - 0 $ 38,000.00 1
D) Disabled Individual (D) $ - 0 $ 10,000.00 2
E) Hispanic (H) $ - 0 $ - 0
F) Iberian Peninsula (1)
G) Disabled American Indian (DN)
H) Disabled Asian American (DA)
1) Disabled Black American (DB}
J) Disabled Hispanic American (DH)
K) Disabled Iberian Peninsula American {DI)
L) Woman (W) $ 149,244.00 13 $ 454,991.00 45
M) Woman American Indian (NW)
N) Woman Asian (AW)
0) Woman Black (BW) $ - 0 $ 10,000.00 1
P) Woman Disabled (DW)
Q) Woman Hispanic (HW) $ - 1 $ 9,400.00 1
R) Woman Iberian Peninsula (IW}
S) Disabled American Indian Woman (DNW)
T) Disabled Asian American Woman (DAW})
U) Disabled Black American Woman {DBW)
V) Disabled Hispanic American Woman (DHW)
W) Disabled Iberian Peninsula American Woman (DIW)
DisBE TOTAL (Lines D, G, H, 1, J, K, P, S,T,U, V, & W) $ - 0 $ 10,000.00 2
WBE TOTAL [Lines L - W] $ 149,244.00 14 $ 474,391.00 47
MBE TOTAL {Lines A - W} $ 149,244.00 14 $ 588,781.59 51

Page - 1 (Summary)




DEPARTMENT OF ADMINISTRATIVE SERVICES FISCAL YEAR 2021
SUPPLIER DIVERSITY PROGRAM Back-Up Sheets require Totals for each MBE Cateqory

SMALL/MINORITY BUSINESS ENTERPRISE QUARTERLY REPORT - for Reporting Capital Improvement Expenditures
Please submit a digital copy of this form to Joshua.Goldbe berg@ct.gov and Stanley.Kenton@ct.gov

Fiscal Year Quarter : 4 | Fiscal Year Period i

ENTER THIS QTR-

Agenc iSouthern Connecticut State University |
Name: (. ?

S e e — e — - — = — — —

Prepared
by:

Agency
Number:
i E-mail

; Address:

AR |

kraussti@southernct.edu

Timothy J Krauss

e e e 0 i e

Tel.#-  |203-392-5715 ;_

1) TOTAL CAPITAL IMPROVEMENT FUNDS AVAILABLE FROM YOUR ADOPTED BUDGET $

Page 1 (Summary Page) From The Annual Goals Calculations Report #19.5375525100

TOTALS ($) Contracts TOTALS ($)

Contracts

2) Total Agency FY Capital Improvements Expenditures for Purchases
from Small and Minority Contractors. $ 1,355,547.72 14 $ 3,645,006.94
Combined TOTALS OF SBE AND MBE EXPENDITURES

43

3) Total Agency FY Capital Improvements Expenditures for Purchases
from Minority Business Enterprises (MBE) only.
PLEASE CATEGORIZE:

A} American Indian {(N)

B) Asian (A) $ - 0 $ 46,133.29

C) Black (B}

D) Disabled Individual (D) $ - 0 $ -

E) Hispanic (H) $ * 0 $ =

F) Iberian Peninsula (l)

G) Disabled American Indian (DN)

H) Disabled Asian American (DA)

I} Disabled Black American (DB)

J) Disabled Hispanic American (DH)

K) Disabled Iberian Peninsula American (DI)

L) Woman (W) $ 29,400.00 1 $ 96,538.08

M) Woman American Indian (NW)

N) Woman Asian (AW)

0O) Woman Black (BW)

P) Woman Disabled (DW)

Q) Woman Hispanic (HW)

R) Woman Iberian Peninsula (IW)

S) Disabled American Indian Woman (DNW)

T) Disabled Asian American Woman (DAW)

U} Disabled Black American Woman (DBW)

V) Disabled Hispanic American Woman {DHW)

W) Disabled Iberian Peninsula American Woman (DIW)

DisBE TOTAL (Lines D,G,H, ), J,K,P,S,T,U,V, & W) - 0

©“

WBE TOTAL [Lines L - W] $ 29,400.00 96,538.08

(-]

o
o ||

MBE TOTAL {Lines A - W} $ 29,400.00 142,671.37

Page - 1 (Summary)




4. Assignment of Responsibility & Monitoring
Section 46a-68-81



ASSIGNMENT OF RESPONSIBILITY and MONITORING

Section 46a-68-81
Appointing Authority

(a) The ultimate responsibility for the implementation of affirmative action process
and program rests with University President, Joseph Bertolino, Ed.D, and with
the Board of Regents for Higher Education, the Connecticut State Colleges and
Universities (CSCU). Joseph Bertolino is the Chief Executive Officer of the
University and is responsible for carrying out and enforcing all policies and
regulations adopted by the Board of Regents for Higher Education.

The President is familiar with all affirmative action requirements and directives;
appoints competent staff with the appropriate status, authority, and time to
effectively design and implement the Affirmative Action Plan; and is responsible
for the performance of the affirmative action program.

(b) The President assigns to employees such duties and responsibilities necessary
for the development and implementation of the Affirmative Action Plan. To
acquaint employees with their specific responsibilities under the plan, the
appointing authority regularly schedules meetings that emphasize:

1. Human relations and inter-group relations;

2. Nondiscriminatory employment practices;

3. The legal authority for affirmative action and the appointing authority’s
commitment thereto;

4. Review of the Affirmative Action Plan;

5. ldentification of obstacles in meeting the goals of the Affirmative Action
Plan.

(c) (h)The Director of the Office of Diversity and Equity Programs is
responsible for the management and implementation of the University’s
Affirmative Action Plan. This position reports directly to the President on
affirmative action matters and is a member of the President’s leadership Council.
Ms. Paula Rice serves as the Director for the Office of Diversity and Equity and
the University’s Title IX coordinator. Ms Rice had dotted line reporting
relationship to the newly hired VP of Diversity, Equity and Inclusion.

The responsibilities of the Director of Diversity and Equity Programs are as
follows: develop, coordinate, evaluate, monitor , report on and implement the
Affirmative Action Plan including the following specific functions:

1. With appropriate consultation, write revisions to the Affirmative Action Plan
and communicate such revisions, upon the President’s approval, to the



10.

11.

appropriate State or Federal agencies or offices, and serve as the principal
contact with state and federal representatives in affirmative action and with
504 compliance reviews for the Southern Connecticut State University.

Complete all equal employment opportunity or affirmative action documents,
reports and forms as may be required by governmental regulatory agencies,
including but not necessarily limited to, the Commission on Human Rights
and Opportunities, Office of Civil Rights, Commission on Higher Education,
Department of Education, and other such agencies. In preparing these
reporting requirements, staff in the Human Resources Office, and the Office
of Institutional Research, are available for providing statistical data and
analysis whenever necessary.

Review, analyze, and evaluate all relevant reports and data for their
accuracy and implications for affirmative action goals, and report on the
status of minorities and women at the University as reflected in such reports
and data.

Maintains a systematic procedure for monitoring the hiring processes and all
phases of the Affirmative Action Plan. Meets with all search committees to
discuss the compliance of the search process.

Developing a specific program of regular evaluation to determine the
effectiveness of the University’s affirmative action program.

Advise and inform those persons involved in the hiring and promotion
process, through written guidelines and orientation training, of the legal
requirements and of the University’s procedures for recruiting, hiring,
interviewing and counseling, and monitoring all hiring and promotional
actions.

Develop and maintain contact with recruiting sources and organizations
serving members of protected classes. Monitor the advertising of position
vacancies, internally and externally to attract qualified persons of color and
goal candidates.

Coordinate the communication of affirmative action information and changes
to the laws all employees and applicants

Develop and coordinate an advisory structure within the University.
Report to the President of the University and to the University
community, throughout the year regarding the status and progress of the

Affirmative Action Plan.

Inform all University personnel of developments in affirmative action, equal
employment opportunity, diversity laws, statutues and regulations.



12. Conduct annual training, information sessions, Title IX training sessions,
orientations and reviews for all agency personnel regarding affirmative
action obligations and related laws.

(d) In accordance with the regulations, the feasibility of an employee advisory
committee was considered. No committee functions specifically as Employee
Advisory Committee. Historically, the University has maintained several
committees that address issues of diversity and specific concerns of employees
at the University.

The Minority Mentoring and Recruitment Committee for administrative faculty and
the Minority Recruitment and Retention Committee for instructional facuity are
charged to also promote diversity and support minority hiring and retention, and
professional development as specified in their collective bargaining agreements.

The AAUP teaching faculty Minority Recruitment and Retention Committee met
virtually to discuss recruitment and retention strategies for minority faculty. The
committee awarded several grants to minority faculty for professional
development to ensure promotion and tenure. The Committee focused on
reviewing retention data specifically for non-tenured minority faculty. The
committee met virtually with newly hired minority faculty members to answer
questions and review files for renewal, promotion, and tenure applications.
Additionally, grant funds were utilized to absorb moving expenses for minority
faculty hires and provided grant awards for non-tenure minority faculty.

The SUOAF administrative faculty Minority Recruitment and Mentoring
Committee met virtually during this academic year to develop programs to assist
in the achievement of the committee’s mission. The Committee hosted sevreal
virtual personal and professional development programs for minority SUOAF
employees. The Committees continues review and develop strategies to assist
in the recruitment and retention of minority employees. The committee’s grant
program has provided grants opportunities and awarded several grants for
minority faculty to attend professional development workshops and seminars.

The Minority Recruitment and Retention Committee (MRRC) meets for an hour
monthly in the Fall and Spring semesters. Members of the committee include:

Race/Sex Job Title

MRRC

Brandon Hutchinson BF Associate Professor
Gladys Labas HF Associate Professor
Sobeira Latorre WF Associate Professor
Yi-Chun T Lin AF Professor

Doris Marino BF Associate Professor

Paula Rice BF Director, Diversity & Equity

Sousan Arafeh WF Associate Professor



Kari Swanson WF

Librarian

The Minority Recruitment and Mentoring Committee MRMC meets monthly in the
Fall and Spring semesters. Members of the committee include:

Race/Sex Job Title

MRMC

Dian Brown Albert BF
Megane Watkins BF
Ajjay Chhabra AM
James Barber BM
Rob Demezzo WM
Anna Rivera- Alfaro HF
Paula Rice BF
Ebonee Brown BF

Coord of Multicultural Affairs
Campus One Card Admin.

Fin Info. System Support Spec.
Dir of Community Engagement
Director of Residence Life
Asst. Director of Transfer Adv
Director, Diversity & Equity
Assistant Registrar

Under the leadership of the VP of Diversity, Equity and Inclusion (DEI), the
University established the DEI Advisory Council. The DEI Council met throughout
the Spring semester. Members of the committee include:

Name Race/Sex Job Title

Diane Ariza HF VP of Diversity, Equity and Inclusion

Tracy Tyree WF VP of Student Affairs

Steve Hoffler BM Associate Professor

Dian Brown-Albert BF Coord of Multicultural Affairs

Brandon Hutchinson BF Associate Professor

Betsy Beacom WF Writer/ Editor Inergrated Cmmunication & Marketing
Andreina Barajas HF Student

Cassandra Lang BF Administrative Assistant

Renea DaCosta BF Graduate Student

Estaban Garcia HM Associate Bursar

Richard Gogswell BM Director of Custodial and Ground

Vu Trieu AM Director User Services

Angela Lopez-Valasquez HF Associate Professor

Paula Rice BF Director, Diversity & Equity

Tiana Williams BF Assistant Director of Annual Giving

Sir Snowden BM Assistant Director Admissions

Merideth Sinclair WF Associate Professor

Trudy Milburn HF Associate Vice President for Academic Affairs

(e) The University evaluates and monitors the affirmative action performance of any
employee assigned affirmative action responsibilities. Subject to the provisions
of Chapters 67 and 68 of the Connecticut General Statutes, such performance is
considered in promotion, merit increase decisions and ratings.

(f) No employee shall be coerced, intimidated, or retaliated against by the agency or
any person for performing any of the duties recited in this section. Any person so
aggrieved may file a complaint with the Commission on Human Rights and



Opportunities of the State of Connecticut, provided that nothing herein shall
preclude an agency from disciplining or discharging an employee for just cause.

(g9) The University shall maintain a record of each person by name, race, sex,
position or position classification, and percentage of time devoted to duties
relating to Affirmative Action and Equal Employment Opportunity responsibilities.

The University has identified those people who have specific responsibilities in
the development and/or implementation of the Affirmative Action Plan.
Affirmative Action activity for searches is documented and records are
maintained by the Director of the Office of Diversity and Equity Programs (ODE).
The Director of Diversity and Equity and the ODE staff are the employees directly
involved in the development of the plan. Staff in the Human Resources Office
also assist with data support to develop the Affirmative Action Plan.

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

Other responsibilities of the Office of Human resoucers include the assignment of
an HR staff to serve as a member of all unclassified and classifieds searches to
assure that the affirmative action procedures are being implemented in the
employment process through involvement in recruiting, interviewing, hiring,
evaluating, promoting or counseling employees, including their counterparts
throughout the academic and administrative structure. In addition the HR Office
is responsible on a continuing basis for thorough knowledge of federal, state, and
the University affirmative action requirements.

Deans, managers, administrators and supervisors, including department
chairpersons and division directors, are fully responsible for implementing those
aspects of the affirmative action program related to their respective areas of
concern. This includes recruitment, interviewing, hiring, evaluating, promoting
and counseling Managers, Administrators and supervisors. They are required to
submit to clear job descriptions and procedures used for the active recruitment of
minorities, females, and other protected groups and all search related paperwork
throughout the recruitment process to the Director of Diversity and Equity
Programs.

First line supervisors are responsible for ensuring that employees are aware of
their rights and opportunities, and should make their respective supervisors or
department heads cognizant of problems or areas of dissension. Managers and
supervisors are evaluated and monitored in their affirmative action performance
on a continual basis.



NAME — TITLE % OF TIME ON AFFIRMATIVE
ACTION DUTIES

Paula Rice

Director of Diversity And Equity Programs BF 100%
Diane Ariza

VP Diversity, Equity and Inclusion HF  50%
Mildred Hernandez Verdejo

CSU Administrative Assistant HF  50%
Cynthia Shea-Luzik

Manager of Contract Compliance and Procurement WF 20%
Robert Prezant

Vice President of Academic Affairs WM 20%
Tracy Tyree

Vice President Student & University Affairs WF  20%
Michael Keagan

Vice President Instituional Advancement WM 20%

Julie Edstrom
Associate Vice President Enrollment management WM  20%

Mark Rozewski

Executive President for Finance & Administration WM  20%
Denis Reiman

Chief Information and Technology WM 20%
Steve Weinberger WM 20%

Director of Labor Relations and Employment Officer

LeKecia Anderson, Darci Carson,

University HR Administrator BF 20%
Tisha Miller

University HR Administrator OF 20%
Fran Poole, BF 20%

HR Associates/Assistant

Joseph Bertolino
President WM 10%

Deans.Managers,and Supervisors 10%
DEI Advisory Council, MRRC, MRMC 10%



(h) The University will monitor and evaluate programs essential for a successful

2)

3)

affirmative action plan utlizing a system providing for goals and initiative and
periodic evaluation. Through the combined efforts of the president, the Director
for Diversity and Equity Programs, and the President’s leadership team the
University will evaluate the effectiveness of the affirmative action program.
Additionally, feedback or recommendations from campus personnel, either verbal
or written, is continually invited, accepted and reviewed.

The Affirmative Action Plan is subject to ongoing review and evaluation by the
Director for Diversity and Equity Programs in conjunction with the President and
cabinet to revise any goals, objectives or programs in order to meet changes in
the university’s employment situation.

Supervisors’ performance, and their policies and procedures are reviewed at to
evaluate their progress and efforts in achieving affirmative action goals and
objectives.

The affirmative action program is also reviewed periodically to determine what, if
any, barriers there might be to the effective implementation of the program and
achievement of program goals and timetables.

Summary of activities taken to satisfy the requirement of this section in this reporting
period:

1. The Director of Diversity and Equity Programs met with faculty and staff to
discuss affirmative action goals, diversity issues, sexual harassment training
and other non-discriminating employment practices.

2. Staff from the Office of Diversity and Equity Programs consulted with all
search chairs or department chairs throughput the search process to discuss
effective search procedures and necessary data collection and submission of
information for the Affirmative Action Plan.

3. The Director of Diversity and Equity Programs met with new faculty to discuss
the University’s policies on nondiscrimination and sexual harassment and to
answer questions on academic legal issues, non-discriminatory employment
practices.

4. The President, the Vice Presidents, and the Director of Diversity and Equity
Programs scheduled meetings where employees were acquainted with their
specific responsibilities in the Affirmative Action Plan.



. Members of the Office of Diversity and Equity Programs participated in the
state-mandated training, and attended workshops on race and human
relations.

. The President, the Vice Presidents, and the Director of Diversity and Equity
also met with the MRMC and MRRC to address the affirmative action issues
with regard to hiring and retaining minority faculty. The faculty and
administrative minority recruitment and retention committees meet regularly
during the semester.

. At the outset of the academic year, the hiring goals for all occupational
categories are distributed to leadership and to personnel involved in the
search and hiring process. A set of the goals was given to search committee
chairs.

. The Office of Diversity and Equity Programs continued its efforts to educate
search committees and search committee chairpersons, emphasizing the
importance of meeting hiring goals, especially in the faculty, executive,
administrative, managerial, and professional non-faculty occupational
categories, where national searches are conducted.

10. At a minimum, the following steps were taken by the Director for Diversity and

Equity Programs to enforce the plan:

a. Approval of advertisements for all positions searches to ensure that no
discriminatory language is used and the university is recognized as an
affirmative action-equal opportunity employer.

b. Approval of membership on search committees for all positions.

c. One or more meetings with every search committee to discuss affirmative
action goals, recruitment strategies, nondiscriminatory interviewing, and
search procedures.

d. Approval of all interviews.

e. Approval of all search files acknowledging the affirmative action
procedures have been followed.

f.  Approval of all university external publications to ensure that the
compliance policy is printed.

g. Identification of female and minority applicants: all applicants for
unclassified positions are asked to fill out online and an affirmative action
response card. All responses are recorded by race, gender, veteran, and
disability status into an Excel database for each position. These files are
confidentially maintained in the Office of Diversity and Equity Programs.

h. Advise management that searches can be extended or closed when the
applicant pool is of insufficient size for the particular discipline or the
search committee cannot demonstrate a good faith effort to recruit a
diverse pool of applicants.



SCSU Diversity, Equity & Inclusion

!
:

W
J

As of August 2021
President
Joe Bertolino
CSU.Administrative Assistant VP for Diversity, Equity &
(Shared with Mark Rozewsk) Inclusion
VACANT Diane Ariza

—
-
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5. Organizational Analysis
Section 46a-68-82



JOB TITLE STUDY

(These are titles used by the agency. Not all titles/positions are currently filled.
Titles listed in italics are in order from bottom to top representing the lines of progression)

UNCLASSIFIED

OFFICE OF ACADEMIC AFFAIRS

Provost/Vice President Academic Affairs

Associate Vice President Academic Affairs

Associate Vice President for Strategic Initiatives and Outreach

Academic Schools

Arts & Sciences

Dean, School of Arts and Sciences
Associate Dean, School of Arts and Sciences

Education
Dean, School of Education
Associate Dean, School of Education

Business

Dean, School of Business & Economics
Assistant to Dean/Accreditation Coordinator
Director of MBA Program

School of Health and Human Services

Dean, School of Health and Human Services
Associate Dean, Schoo! of Health and Human Services
Director of Field Experience & MSW Administrator
Clinical Coordinator Nursing

School of Graduate Studies Research and Innovation
Dean of Graduate Studies

Associate Dean

Sponsored Programs and Research

Associate Director of SPAR

Assistant Director Post-Award

Institutional Effectiveness

Associate Vice President for Institutional Effectiveness
Director of Assessment

Planner Analyst, Assessment

Business Manager, Assessment & Planning

Assistant Director of Institutional Research



Faculty Development
Director of faculty development
Associate in faculty development

First Year Experience (FYE) Office
Director of FYE
Assistant director of FYE

Faculty

Professor
Associate Professor
Assistant Professor

Coaches |, II, Il & IV
Athletic Trainer 2
Instructor

Lecturers; Levels A, B, C, and D

Library Services

Director of Library Services
Librarian

Associate Librarian
Assistant Librarian

International Education

Director of International Education
Assistant Director of International Education
Assistant Director, Programs abroad
Assistant Director /Int'| Student Advisor
Immigration Specialist

Education Department

Director of Field Experience-School of Education
Certification & Title 1l Officer

Coordinator of Student Services

Coordinator Student Services

Administrator, Educational Leadership



ENROLLMENT MANAGEMENT
Associate Vice President for Enroliment Management

Admissions

Director of Admissions
Associate Director of Admissions
Assistant Director of Admissions

Graduate Admissions

Director of Graduate Admissions
Associate Director of Graduate Studies
Assistant Director of Graduate Admissions

Registrar
Registrar
Associate Registrar
Assistant Registrar

Academic and Career Advising

Director of Academic and Career Advising
Associate Director of Academic Advising
Assistant Director of Academic Career Advising
Coordinator of Employer Recruitment

Financial Aid

Director of Financial Aid & Scholarships
Associate Director of Financial Aid

Assistant Director of Financial Aid

Financial Aid Systems and Compliance Specialist
Financial Aid Counselor



FINANCE AND ADMINISTRATION
Executive Vice President Finance and Administration

Controller

University Controller

Director of Accounting Services
Financial Analyst

Grants Fiscal Associate

Card Office

Director of Financial Business Applications
Campus One Card Administrator
Accounts Payable Coordinator

Payroli
Payroll Coordinator

Bursar’s Office

Bursar

Assistant Bursar/Cash Management

Assistant Bursar/Federal Programs

Director of Financial Planning and Information Services
Financial Information System Support Specialist

Procurement and Contract Compliance
Manager Contract Compliance and Procurement
Procurement Card Program Administrator
University Records Specialist

Business Analyst

Facilities Operations

Associate Vice President for Capital Budget and Facilities Operations
Director of Facilities Engineering

Director of Facilities Planning & Architectural Services
Assistant Director of Facility Plan/Arch Services

Coordinator of University Construction & Facilities Management
Director Environmental Health & Safety

Director of Facilities Operations Services

Assistant Director Facilities Operations

Assistant Property Control Coordinator

Director of Custodial Services

Associate Director of Custodial & Grounds Services



Sustainability Coordinator
Recycling Coordinator
Accounting and Budget Assistant

University Police
Chief of Police/Director of Public Safety
Deputy Chief of Police, Associate Director of Public Safety

Office of Human Resources
Chief Human Resources Officer
University HR Administrator
Associate in Human Resources
Assistant in Human Resources



STUDENT AFFAIRS

Vice President of Student Affairs

Associate Vice President of Student Affairs
Assistant Vice President-Dean of Student Affairs
Assistant Vice President Student Affairs

Student Conduct
Assistant Dean and Director of Student Conduct
Assistant Director of Student Conduct

Health Services

Director of Health Services

Associate Director of Health and Wellness Services
Assistant Director of Health Services

College Nurse Practitioner (APRN)

Counseling Services

Director of Counseling Services
Associate Director of Counseling Services
Counselor

Assistant Counselor

Director of Student Life

Director of Student Life

Associate Director of Student Life

Assistant Director of Student Life

Assistant Director of Student Life for Clubs & Organizations

Violence Prevention Victim Advocacy Center (VPAS)
Coordinator of VPAS
Sexual Assault and Prevention Specialist

Disability Resources

Director of Disabilities Resources
Assistant Director Disability Resources
Disability Specialist

Student Success Center
Director of Academic Student Success
Associate Director of Academic Success Center



Student Center

Director of Student Center

Associate Director University Student Center

Assistant Director of Student Center/Coordinator of Conference Services
Manager of Technology Systems for ASC

Assistant Director of Student Center Fitness

Residence Life

Director of Residence Life

Associate Director of Housing Operations

Assistant to the Director of Residence Life

Housing Assignment Coordinator

Associate Director of Residence Education and Community Development
Residence Hall Director

Lyman Performing Arts Center

Director of Lyman Center

Associate Director Student Activities and Special Events
Assistant Director of Lyman Center

Assistant Director of Business Services

Athletics

Director of Intercollegiate Athletics

Associate Director of Athletics

Associate Director of Athletics/Communication
Assistant Director of Athletics

Assistant Director/Athletic Equipment Manager
Assistant Director of Athletics/Fiscal Administrator
Assistant Compliance Coordinator

Assistant Coordinator Athletics

Coordinator Athletic Facilities



INSTITUTIONAL ADVANCEMENT
Vice President Institutional Advancement
Associate to Vice President Institutional Advancement

Annual Giving

Director of Annual Leadership Giving
Assistant Director of IA, Annual Giving
Prospect Research Officer

Alumni Relations

Director of Alumni Relations

Assistant Director of Alumni Relations
Business Manager, IA Foundation Manager
Assistant to the Business Manager

User Support Specialist

Public Affairs

Director of Public Affairs

Assistant Director of Public Affairs
University Writer/Editor

Assistant Manager of Internet Services
Coordinator of Graphic Services



INFORMATION TECHNOLOGY

Chief Information Officer

Associate Chief Information Officer

Director of Academic Technologies

Director of IS Computing and Infrastructures
Director of IS System and Application

Director of Information Systems —Tech Administration
Director Technology Administration

Director of ERP Application Services

System Manager

Enterprise Infrastructure Manager
Telecommunications Manager

Voice & Video Network Manager

Enterprise Infrastructure Administrator (Unix)
Enterprise Infrastructure Administrator (Database)
Enterprise Infrastructure Administrator
Coordinator of Academic Technologies

Network Administrator

Web Application Development

Tech Support Analyst

Director of ERP Application Services

Customer Support Center Lead

Tech Support Engineer

Coordinator of High Tech Classrooms
Programmer Specialist

Infrastructure Support Specialist

Technical Support Specialist (LAN)

Student Information System Banner/ERP Specialist




UNCLASSIFIED POSITIONS WITHOUT LINES OF PROGRESSION
Administrative Operations Assistant

Assistant Program Manager (Physics)

Associate Dean of Student Affairs

Associate in Diversity and Equity

Chemistry Stockroom Manager

Coordinator of Academic Resources

Coordinator of Multicultural Center

Coordinator of Substance Abuse Programs (Drug & Alcohol Resource Center)
Coordinator of Summer Educational Opportunity Programs
Coordinator of the Wellness Center

Coordinator of Veterans and Military Service

CSU Administrative Assistant

Director of Diversity and Equity Programs

Director of Institutional Research

Director of New Students & Sophomore Programs

Director of Women'’s Programs

Faculty Development Associate

TITLES AT TOP OF THEIR LINE OF PROGRESSION WITHOUT FURTHER LINES
OF PROGRESSION

Associate Vice President for Capital Budget and Facilities Operations Director of
Director of Community Engagement

Associate Vice President for Institutional Effectiveness

Bursar

Chief Human Resources Officer

Chief Information Officer

Chief of Police/Director of Public Safety Director of Student Life
Coordinator of VPAS

Director of Academic Student Success

Director of Campaign Operations

Director of Counseling Services

Director of Disabilities Resources

Director of Financial Aid & Scholarships

Director of Health Services

Director of Intercollegiate Athletics

Director of Intercollegiate Athletics

Director of Lyman Center

Director of Residence Life

Director of Student Center

Director Residence Life

University Controller

Vice President of Diversity, Equity & Inclusion



Vice President Institutional Advancement



B. CLASSIFIED

Supervising Accountant
Accountant

Associate Accountant

Fiscal Administrative Assistant

Purchasing Services Officer
Purchasing Assistant
Contract Compliance Specialist

Office Supervisor
Administrative Assistant
Office Auto System Spec
Secretary 2

Secretary 1

Office Assistant

Clerk Typist

Payroll Clerk

Processing Technician

Head Cash Accounting Clerk
Head Clerk

Clerk

Mail Services Supervisor
Mail Handler

Mail Handler Trainee
Messenger & Supply Clerk

Material Storage Supervisor
Storekeeper

Bookstore Assistant
Collection Agent

Telecommunications Operator
Lead Telephone Operator
Telephone Operator

Supervising Communications Therapist
Communication Therapist

Library Technician
Library Technical Assistant



Classified-continued

Supervising Stationary Engineer
Stationary Engineer

Plant Facility Engineer

Environmental Health & Safety Coordinator

Maintenance Services Supervisor
Building Maintenance Supervisor
Qualified Craft Worker, Automobile Mechanic
Qualified Craft Worker, Carpenter
Qualified Craft Worker, Electrician
Qualified Craft Worker, Locksmith
Qualified Crafts Worker, Painter
Qualified Crafts Worker, Plumber
Qualified Crafts Worker, HVAC
Qualified Crafts Worker, General Trades
Material Storage Supervisor

Police Lieutenant

Police Sergeant

Detective

Police Officer

Protective Services Trainee
Telecommunications Dispatcher

Building and Grounds Patrol Officer
Building Superintendent
Supervising Custodian

Skilled Maintainer

Lead Custodian

Maintainer

Custodian



OCCUPATIONAL CATEGORY STUDY
EXECUTIVE, ADMINISTRATIVE & MANAGERIAL

These are titles used by the agency. Not all titles/positions are currently filled.

Titles are grouped in order of ranking

TITLE SALARY RANGE
L o (=YY o (=) o) (SO OSSOSO TIPPTN 305,000
e Provost/Vice President Academic Affairs ........ccooeoiviiiiiiiriin e, 191,386 — 287,078
e Executive Vice President for Finance & Admin ............ccccccvne. 162,893 — 244,339
o Vice President Student and University Affairs ....................eeee 162,893 — 244,339
¢ Vice President Institutional Advancement .............cccoooviiiiieiinnes 162,893 — 244,339
e Chief Information OffiCer.............cooiiiiii e, 162,893 — 244,339
o Chief of Staff........oiiiiie e 138,432 — 207,648
e Dean, School of Arts and ScCienCes ..........cccoviiviiiiiiiiii 138,432 - 207,648
e Dean, School of Business and Economic............cccc.ooevviiiiccinnnennn. 138,432 — 207,648
e Dean, School of Graduate Studies ............coooriiiiiiiiiiii e 138,432 — 207,648
e Dean, School of Health and Human Services ...........cccocevvveenneennn. 138,432 — 207,648
o Dean of EAUCAtIoON ........oiiiiieiiie e 138,432 — 207,648
e Director of Public Safety ... 138,432 — 207,648
e Associate VP for Institutional Effectiveness............cccooeiiiins 118,003 — 177,005
¢ Associate VP for Enrollment Management................cccooiinnnen, 118,003 — 177,005
e Associate VP for Strategic Initiatives and Outreach ....................... 118,003 - 177,005
e Assistant VP/Dean of Student Affairs ..........cccoooeiiiiii i 118,003 — 177,005
e Associate VP Capital Budgets and Facility Planning ..................... 118,003 — 177,005
o Associate VP /Institutional Advancement.............ccoooooiiiiiennnn. 118,003 — 177,005
e Assistant Vice President/ Deans ............ccoooviiiiiiiiiciin e 118,003 — 177,005
e Associate Vice President Academic Affairs........ccc.oooveeeiiins 118,003 - 177,005
e Director of Employee and Labor Relations.....................cooiinis 118,003 —- 177,005
¢ Director of Diversity & Equity Programs ...............ccccciiiiiinnnn. 118,003 — 177,005
o ASSOCIAtE ClO ..o e 99,994 — 149,990
AdMINISIrAtOr 7 ... 99,063 — 148,477

Director Library Services

Director of Intercollegiate Athletics

Director of Graduate Admissions

Director of Health Services

Director of Public Affairs

Director of Admissions

University Controller

Associate Dean School of Art & Sciences

Associate Dean Student Affairs

Associate Dean Graduate and Continuing Education
Associate Dean School of Education

Associate Dean School of Health & Human Services



TITLE SALARY RANGE

o AdMINIStrator 6 ..........ooiiiiii e 88,902 — 135,475
Director of Student Center
Director of Financial Aid & Scholarships
Director of Student Life
Director of Communication Engagement
Director of Learning Resource Center
Director of Career Services
Director of Housing
Director of Counseling Services
Director of Information System- Tech Administration
Director of IS System & Applications
Director of Comp & Infrastructure
Director of Special Academic Programs
Director of Academic & Career Advising
Assistant Dean of Students/Judicial Affairs
Director of International Education
Director of Lyman Center
Director of Academic Technologies
Director of ERP Application Services
Director of A/ TV Multimedia
Director of Sponsored Programs & Research
Director of Banner Communication
Registrar
Information Center Manager
Coordinator of Athletic Facilities
Associate Director Int. Athletics
Telecommunications Manager
Director of Student Teaching
Director of Women’s Programs
Director of Admin Support Services
Director of Facilities Planning & Arch. Services
Director of Accounting Services

o AdMINISLrAtOr 5 ..o 78,742 — 122,474
Director of Facilities Engineering
Director of Campaign Operations
Director of Facilities Operations/Grounds Services
Director of Environmental Health & Safety
Director of Academic Student Success
Director of Student Life/Student Affairs
Director of New Students & Sophomore Programs
Director of Financial Business Applications
Director of Field Experience



TITLE

SALARY RANGE

Director of Marketing and Publications

Director of Assessment

Director of Administrator Support Services

Director of Accounting Services

Director of Alumni Affairs

Director of Annual Leadership & Giving

Director of Disability Resource Center

Director of Multicultural Affairs

Director of Accounting Services

Director of Cooperative Education

Director of Financial Planning & Information Services
Enterprise Infrastructure Manager

Associate Director of Intercollegiate Athletics
Associate Director of Admissions, il

Associate Director of Graduate Studies

Associate Director of Housing Operations

Associate Director of Residence Life & Community Development
Assistant Director of Athletic Communication
Assistant Dean of Student Affairs

Assistant Director of Public Affairs

Voice & Video Network Manager
Telecommunications Manager

Manager, Contract Compliance & Procurement Services
Business Manager

Bursar

Server Support Specialist

Programmer Specialist

0 AdMINISIIAIOr 4 oo e e 68,581 — 109,472

Director of Field Experience & MSW Administrator
Associate Registrar/Retention Officer

Associate Registrar/Scheduling Officer

Associate Director of Counseling

Associate Director of Financial Aid

Associate Director of Housing

Associate Director of Academic & Career Advising
Associate Director of Student Center

Associate Director of Admissions

Associate Director of Career Services

Associate Director of Academic Advisement
Associate Director of Public Safety

Associate Director of Lyman

Associate Director of Health Services

Associate Director of Student Support Services



TITLE

SALARY RANGE

Associate Director of Admissions

Associate Director of Sponsored Programs & Research
Associate Director of Academic Success Center
Associate Director of Custodial/Grounds

Assistant Dean of Student Affairs

Assistant Dean of Residence Life

Assistant Director of Student Activities/Special Events
Assistant Director of Student Life for Clubs & Organizations
Assistant Director of Health Services

Assistant Director of Facilities Operations

Assistant Director of Facilities Planning & Arch. Services
Assistant Director of Intercollegiate Athletics
Assistant Director of Academic & Career Advisement
Assistant Director of Finance and Information Services
Assistant Director of Financial Aid

Assistant Manager of Internet Services

Advancement Services Officer

Business Analyst

Business Manager, Assessment

College Nurse Practitioner

Coordinator of Academic Resources

Coordinator of Student Literacy & Advising
Coordinator of Wellness Center

Coordinator of Substance Abuse Programs
Coordinator of Multicultural Center

Coordinator of Veterans & Military Service
Coordinator of Employer Recruitment

Coordinator of University Construction

Coordinator of Graphic Services

Coordinator of Duplicating and Mail Services
Coordinator of Adaptive Technical Services
Coordinator of High Tech Classrooms

Customer Support Center Supervisor

Database Administrator

Data Network Specialist

Enterprise Infrastructure Administrator

Financial Aid Systems & Compliance Specialist
Inventory Stores Coordinator

IS Trainer Lead

Manager of Technical Services for ASC

Media & Instructional Services Supervisor

Network Security Specialist



TITLE SALARY RANGE
Payroll Coordinator
Program Manager
Programmer Analyst
Program Specialist
Purchasing Manager
Student Loan Administrator
Technical Support Specialist
Tech Support Specialist — Unix Administrator
University Card Coordinator
University Writer/Editor

o AAMINISIrAtOr 3 . ..ooeeiie e e 58,422 — 96,471
Assistant Director of Admissions
Assistant Director of Graduate Admissions
Assistant Director of International Education
Assistant Director of Academic Advising
Assistant Director of Transfer Advising
Assistant Director of Financial Aid
Assistant Director of Lyman Center
Assistant Director of University Student Center
Assistant Director of Student Support Services
Assistant Director of Institutional Research
Assistant Director of Health Services
Assistant Director of Public Affairs
Assistant Director of Annual Giving
Assistant Director of Alumni Affairs
Assistant Director of Student Center Fitness
Assistant Director of Disability Resource Center
Assistant Director of Business Services
Faculty Development Associate
Assistant Registrar
Assistant Director of Housing
Assistant Bursar
Assistant Director AV/TV
Assistant Director of Sponsored Research
Assistant Director Educational Programs
Assistant Director University Counseling
Assistant to Dean of Grad Studies
Assistant Program Manager
Academic Affairs Associate
Procurement Card Program Administrator
Gear-up Project Manager
Prospect Research Officer
Program Development Officer
Certification & Title Il Officer



TITLE

e Administrator 2

Coordinator of Student Services
Coordinator of SEOP
Coordinator Women'’s Center
Housing Assignment Coordinator
Assistant Coordinator Athletics
Clinical Coordinator

Financial Analyst

Planner Analyst, Assessment
Assistant Property Control Coordinator
Sustainability Coordinator
Disability Specialist

User Support Specialist

PC Maintenance Technician
Systems Programmer Manager
Client Server Administrator
Customer Support Center Lead
PC Support Manager
Telecommunication Analyst
Major Gifts Associate
Coordinator Support Ed. Program
Grants Fiscal Assoc.

Accounts Payable Coordinator
System Program Analyst
Adaptive Tech

Technical Support Analyst
Development Associate

IS Trainer Lead

Payroll Coordinator

Network Administrator

Support Specialist

Campus One Card Administrator

Assistant to Director Student Services
Assistant Dean of Student Affairs
Assistant Director of Admission
Assistant to Bursar

" Assistant to Registrar

Assistant in Academic Advising
Assistant in Disability Resources
Assistant to Director of Residence Life
Assistant to the Business Manager

SALARY RANGE

................... 48,261 — 83,469



TITLE SALARY RANGE

Assistant to Director Public Affairs/Writer
Assistant to Director of Career Services
Assistant to Director of Student Supportive Services
Assistant to Director of Extended Learning
Assistant to Director of Student Center
Assistant for Faculty Development
Administrator Il

Accounting & Budget Assistant

Financial Aid Counselor

Chemistry Stockroom Manager
Development Assistant/Donor Relations
Program Director CONNCAP Program
Property Control Assistant

Research Associate
Residence Hall Director

o AdMINISTrAatOr 1 .. .ueeeiiii e 38,101 — 70,469
Project Coordinator
Nursing Information & Program Admissions Coordinator

OTHER TITLES
COoACN G ... s s o T R T S TS e S N R S A T3 94,422 — 125,896
(00 7= To o TG TR SO URRUOPTPORPRPRIN 79,421 - 105,895
COACK 2 ... e sessmamrmessrssssrmsss st ssats tass s samansssnmennsansmssyes IO TS TR RIATIARE 1 o 64,422 — 85,896
COACK 1.. ... .commeremommermreemss e S RN R S W SEEN T« -« - - 56,922 — 75,896
(070 7= To] o 1 - USSP PPS TP 45,538 - 60,717
[0 = L= 1 TR USSP 87,747 — 117,299
COUNSIOT . ... e e e S e RS SRR TN 5 0 0 85,478 — 128,218
ASSOCIAtE COUNSEION. ... oot e 72,845 — 109,267
Associate Librarian .........cooooiiii i 72,845 — 109,267
University HR Administrator..............oooiiiiiii 72,845 — 109,267
ASSISTANT COUNSEION. ... . et eae e 62,003 — 93,005
ASSIStant Librarian ..........oooivuii e 62,003 — 93,005
ASSOCIAIE IN HR ..o e SR R RS RESAE3 » o 62,003 — 93,005
Executive Assistant to the President ..........ccoooiiiiiiicniiiiiien 62,003 — 93,005
ASSISANT IN HR oo et a e e e e 52,685 - 79,027
CSU Administrative Assistant.........cccoouiiiviiiivieiiiii e eeeeerineeeneene 52,685 — 79,027

Administrative Operations Assistant.............cccccoviiiiiiiiiinn. 44,890 — 67,334



(R (01 (STT<To | RO TSR 94,422 — 125,896

ASSOCIAtE ProfESSOT ... ..ot e e v e 79,421 — 105,895
ASSISTANT PrOf@SSOr ... .ot e et et er e e e eanaes 64,422 — 85,896
[Ty (U1 (o) OSSP TTO 56,922 — 75,896
LECHUNET A sinuummmimmmson i ses s s o0 s v sh A S ve o o 1 1,698 Per Semester Hour
(=T U (=Y = TP 1,764 Per Semester Hour
[I=Tez £ VT =Y OSSR OTRRTOUIN 1,833 Per Semester Hour
LECHUIET D ..ottt e e e e e r e s 1,857 Per Semester Hour
I=Tor (U] (=Y O SO TOPRRTRTO 1,926 Per Semester Hour
[I=Tox (0] =Y S TR 1,991 Per Semester Hour

THE ABOVE ARE UNCLASSIFIED — PROMOTIONAL POSITIONS TO WHICH ONE
MAY BE PROMOTED PROVIDING THEY MEET THE ACADEMIC AND EXPERIENCE
REQUIREMENTS SET FORTH IN THE COLLECTIVE BARGAINING CONTRACT. .
THE LECTURER POSITIONS ARE PART — TIME AND IN THE AAUP FACULTY
BARGAINING UNIT.



OCCUPATIONAL CATEGORIES PROMOTIONAL
TECHNICAL- PARAPROFESSIONAL AND SECRETARIAL (CLASSIFIED)

TITLE SALARY RANGE
Associate ACCOUNTANT ...............coiiiiiiiiiiiiiiiii s e 81,814 — 105,221
Associate Fiscal Administrative Officer.............cooviiiiiiiiiiiiii, 81,814 — 105,221
ACCOUNTANL. ... N i R R RSN ¢ 70,930 - 91,694
Payroll Officer 1 ... s s s sess s asm e daaweas RS e 65,913 — 83,239
Purchasing Assistant ...............oovveiieiiiiiiiiee e 52,497 — 68,414
OffiCE SUPEIVISOT ..ottt e e 65,363 — 86,022
Administrative Assistant ............cooooiiiiiiiiiii e 57,777 — 74,767
SECTEIANY 2 ... . oot e e 50,050 — 65,449
Payroll Clerk ... ... ssmsasnymnmssomsiniissssmssimionimidais s Srp st usa s 50,050 — 65,449
Secretary 1 ..... . eciiviacmsmmeiimees s i e i s . 45,725 — 59,999
Office ASSISTANT suummuesuimaumssossossnyion s ssesews s s s s 43,815 - 57,486
Clerk Typist s sivsmnss i s s ysase: 39,284 — 49,658
CLBIK .. SR A AR SRR 165 55 37,259 — 46,631
Messenger & SUupply Clerk......ccooiiiiiiiiiiiiiiiiiiiiiiirieeee e 35,863 — 45,198
ColleCtion AQeNt .......cviiiieeiiciiie e 47,779 — 62,656
Mail SErvICeS SUPEIVISOT 1 .. ..uvvereeeeisiiisieesasieseseeeaeeeeeeeaaaaseaisiiannaana 52,293 - 67,904
Mail HaNdIET ..............ooo.. s s s s sy S S T ST 42,104 — 53,316
Lead Telephone Operator ..........coooiiiiiiiiiiiiiiiiiiiiiiiiinie s 44,731 - 58,416
Telephone Operator ..o 39,472 — 49,986
Supervising Communications Therapist ............cccceveeiiiiiniiiinieninnnnn, 74,564 — 101,606
Communication Therapist..............ooooiiiiiiiiiiiii s 70,930 - 91,694
Library Technician .........cccvoiiiiiiieiee i 62,818 — 79,586

Library Technical Assistant ............ccccoiiiiiiiiiiiiiiiiiiiiiiiiiniece e, 48,235 - 66,470



OCCUPATIONAL CATEGORY STUDY

SKILLED CRAFTS

TITLE SALARY RANGE
Building Maintenance SUPErVISOr .........cc.uuviiiiiiiiiiiiiiee e 78,171 -101,895
Maintenance SUPEIVISOT 2..........oviiieieiiiiececiiieeee e e e e e 63,832 - 83,479
Maintenance SUPErvISOr 1..........ooviiiiiiiiiiiiieiiieee i ea i 63,259 — 81,007
Stationary Engineer.................... R N R A SO R S N i 11 52,293 — 67,904
Qualified Craft Worker............ .o 51,384 — 66,519
General Trade WOTKET .......covvviieiieieie i e e 49,923 - 65,033

OCCUPATIONAL CATEGORY STUDY

PROTECTIVE SERVICES (CLASSIFIED)

TITLE SALARY RANGE
Police Lieutenant ... 82,393 — 109,330
Police Sergeant ...t 64,977 — 86,961
DELECHIVE ...ooeiiieee e e 63,243 — 82,597
Police OffiCer.............coooi i essrnsnrmitasie smss SRR R PR TER AT ETERE o 57,354 — 75,468
Telecommunication Dispatcher ............ccocovviiiiiiiiiiiiiii e, 47,779 — 62,656
Building and Grounds Patrol Officer...........cccoccciiiiiiii, 43,092 - 57,828
Telecommunications Operator ...............ovvviiiiiiiiiiie e 39,472 — 49,986

OCCUPATIONAL CATEGORY STUDY

SERVICE AND MAINTENANCE (CLASSIFIED)

TITLE SALARY RANGE
Building Maintenance SUPEIVISOr .............uuieeiirireiiiriiiiieinriieiiineeneee, 73,285 - 95,513
Building Superintendent 2 ... 59,305 - 75,943
Building Superintendent 1 ....... ... 53,912 - 69,515
Material Storage SUPErVISOr.........cocoiiviviiieiiie e 49,023 - 63,658
Skilled Maintainer.............vvviiiiiiiii i 47,715 - 62,311
Supervising Custodian..............ooooii i 47,715 —-62,311
Lead Custodian ...........ceiviiiiiiiiiiii it 42,104 — 53,316
StOTEKEEPET ... . 40,619 — 51,688
CUSEOAIAN .. AR oo e e e e s eseeene 37,335 — 46,654

MaINTAINET........eeiiiiii e e 37,335 - 46,654



SCSU Diversity, Equity & Inclusion
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L

As of August 2021
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President
Joe Bertolino

CSU Administrative Assistant
(Shared with Mark Rozewski)
VACANT

VP for Diversity, Equity &
Inclusion
Diane Ariza

-
-
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-
-
-~

Assodate VP for Institutional Director of Diversity &
Indusive Strategies & Change Equity ngrams
Managenren Paula Rice
VACANT
I
Assodiate in ODE
VACANT

| Yellow= Vacancy |




6. Workforce Analysis
Section 46a-68-83



1202/L2/8

%LVY %90°Y %LLY %68'Z %LTL %lTL %S9°LE %152¢ %92'€S %¥L 9
€ [4 4 ¢ ] L- ] Li- Sl l- 8 -/+ abuey)
9¢ 9¢ 28 44 €9 69 Ve GLg €8y 1444 126 ueld vV 0202/v
6€ 8¢ 6€ 1z 89 89 2s¢e voe 86% LEV €6 lejol
%Y'T %Y'T %L 0L %L 0} %E VI %0'LE %8"Y %8°€Z %1°ZE %6°'L9
4 [4 6 6 (4% 9z 14 0z x4 1S v8 FONVNILNIVIA “lIA
%070 %00 %0°0 %b €T %8'€ %26} %S L %ETY %b'slL %9'v8
0 0 0 9 l S € 7° 14 44 92 S3DIANIS FAILOTLONAUd ‘lIA
%00 %0°0 %0°0 %TV %00 %S°Zh %0°0 %E'E8 %00 %0001
0 0 0 ) 0 € 0 0C 0 e e S14VHO a3TIMS IA
%Sz} %00 %00 %0°0 %S'TH %0°0 %005 %0'6Z %0'GL %052
i 0 0 0] 8 0 v [4 9 [4 ] TYNOISSTJ0UdVHVd/HOAL A
%L1 %070 %L6 %00 %0°8Z %2'¢ %E Ly %801 %0'98 %0°vL
l 0 6 0 9z € 124 ol 08 el £6 AVORITOAVINYLIHOTS Al
%6'T %6'C %L %Lk %Y'S %9°9 %0'6¥ %8 LZ %019 %0°6€ %L
L L 6 v el 9l sti 19 A" v6 874 ALTINOVH NON/40¥d “lil
%S9 %29 %E'T %9'L %0'¢ %S'€ %E'6E %9°LE %0°LS %0'6%
82 22 0} L €1 1 oLl £9l (Y44 cie (254 ALTINOVA Nl
%00 %LL %LL %00 %L %0°0 %9vE %ETY %0°0S %0°0§
0 r4 4 0 [4 0 6 L €L €l 9z JAILND3X3 )
ajewa alel ajewa alel ajewa4 alel yoe|g ojewady SJel\l S)UM | djewad 2l {e10) |[ejol puesn sse|) Jo Aioboje)
IdNHNYIVY | IdNHNVIVY | 9tuedsiy suedsiy yoe|g S)IUM jejoL
SISATVNY JOUO0ANHOM
1202 '0€ Judy ‘9leg )4 S9PIL
:fioBajed v8e WHO4




%00

%L L

%lL'L

%00

%L L

%00

%9°PE

%ETY

%005

%005

b=

¢-

Z-

1=

¢

-/+ abueyn

(44

€l

14

w
-

0¢

ueld Yv 0¢oc/v

33

[t}
-

el
-

Jejol

A NINQV S3DIAY3S HLTVIH 40 ¥40.103¥I1d

lIA NWNAV :S¥lvddy O1ndnd did

IIA NWAV SOILITHLY J1VIOTTIOONUALNI J0LO3HIa

lIA NINQV SNOISSINQY 31VNAVYO 40 ¥0103dId

IIA 3ON3IOS ' SLAV 40 Nv3d 0SSV

IIA NINQV 'NOILYONAa3 40 TOOHIS 40 Nv3a DOSSY

HOUVIASAY TVNOILNLNLSNI 40 ¥0.LI3d1a

SANVIO0Ud ALINDA ® ALISHIAIA 40 ¥0103dId

YITIOULNOD ALISHIAINN

¥IVI440 SIAANOSIA NYINNH 43IHD

A134VS 2178Nnd 40 ¥01234Id '32170d 40 43IHD

AYV¥EIT A3TNg 40 ¥0103d1d

$31AN1S 31vNAavao 40 Nv3a

S3DIAY3S NVIAINH ? HLTV3H 40 T700HOS Nv3d

¥0OSS310¥d ® NOLLYONA3 40 TOOHIS Nv3a

S$S3NISNg 40 TOOHJS Nv3d

S3ONZIOS ANV S1dV 40 TO0HOS Nvad

SdIV44V IN3ANLS 40 dA D0SSV

SAIV44V JINIAVYIVY JOd dA J0SSVY

HOVIALNO ® SIAILVLINI D193 LVYHLS dA D0SSY
OI2 J0SsvY

NOISNDTINI ANV "ALIND3 "ALISHIAIA 30 dA

OO v~ | O OO0 O «~|O|O| ™~ O]l = v | Ol O] «

O =00~ O v O v~ O = OO O = O] v O| C| | O

Ll B B ol ol IR IRl I ol == I ol Rl B ol B ol ot B L ol Rl ol Rl B B ol = R R

1N3NdO13A3A
40 ¥O0.123¥1d '® INJWIINVAQY TYNOLLNLILSNI ‘dA

S¥IV4dv LNIANLS 40 Nv3A 2 SHIV44dY AINN ? LNIANLS dA

l

NINAY @ ONVNIJ 304 dA AILNO3X3

l

O|O|

| -|O

3
3
3

S¥IVddv JINIAVYIV dA/LSOAOUd

3

0

4

IN3qIS3Ad

ajeway
IdNHNVIVY

afeil
IdNHNVIVY

olewa
oluedsiH

Sel
ojuedsiy

sleway
¥oelg

Sle oelg

ajeway
SHUM

3J2 2NUM

ojeway
Iejol

alen
(212N

|e30L
puein

sse|) 10 Auobaje)

1202 '0€ Indy

21eQ

SISATVNY 30H0IHUOM

nv

---3ARNIIXT |

S9L
:Aobaje)

e wyo4




Lcoe/Le/8

%S 9 %2'9 %€'C %91 %0°¢ %S¢ %€ 6¢€ %9°LE %0°LS %0°6¥
0 4 4 0 r4 [ 8 yA 4" Zl ivl 651 -]+ abuey)
8z [*74 8 Y2 17 Ll 291 9l 602 S9 viZ ueld vv 0zoz/y
8¢ 1z oL L €l Sl 041 €91 Y44 r4%4 gey lejol
1 l l 0] € € Y/ HOVOD
I S l S 9 Il HOVOD
l I l r4 4 € S Il HOVYOD
l S 9 S L cl Al HOVOD
oL cl € 0 [4 I A 4 [4°] 8¢ 06 ¥0SS3410dd LNVISISSY
8 8 ] € 8 r4 €9 1S 8 9 8yl [HOSSI40dd FLVIOOSSY
ol L l € € 6 €9 €L LL 26 691 H0SSIA0ud
olewaq alel ojlewod | oleln |olewad| oep [ ajewad | aren | sjewod ETET fejol sse|) 10 A10b3je)
IdNHNVIVV | IdNHNVIVV |dluedsiH|dluedsiH| yoeig | xoeld UM MUM lelol lejol puelp
SISATYNY J0HO4AMNHOM
1202 '0¢ Iudy Sled I ‘S9)L

fynoe4 || :Mobeje) V8€ WHO4




1202/.2/8

G UILUPY 'UONEDIUNLIWLIO)/|UlY JO1DalI( S1BI00SSY

G UIpY ~AS(] WLOY) g ‘P S8x/10j02iiQ 2)BI20ssy

G uILIpY 'suonelad() BUISNOH J0 10133110 31EI00SsY

G UILUPY 'SUDISSILLPY JO J0j28lI] 2)BI00Ssy

GUILIPY 9B So1ja|Uly JO J0JBUIPIO0D/I019241Q] S1RID0SSY

G UILLpY 'UOHE|[SY [Buwiaxd] J0joalig

G UILIpY "USIANISUOY AlUMN JO JOJEUIRIO0D

G UIUPY 1390 HIO JOlel

9 ulwpy 'dwio)) abp3 -weysAS Joju| tojpallg

g UILIPY 'S90IAISS Yoly 1010alig

g UILIpY ‘U0IedNp3 [euciieulajul Jojoand

g UILPY 'A8( J01d g 1881ED J0 Jol2auq

O UIUpY 'We1bald SUsWojA 10 10j08lig

9 Ulwpy 'seainag Hoddng jo Jojaang

g UlpY )i Juspnis J0 J019alId

7 UILIPY '9AI] 80UapISay J0 J0joalid

0 UILIpY "Jojua)) UBWAT J0 10303lIg

G UiUpY “Jensibay

0 UIWpY ‘uoneiBisiul WaysAs J0j0alig

G uipy JBupy Jeyus) ueddng Jswoisng

g ulwpy ‘sjoaloid dadg/saAleniu| dibajeas || ‘10joaaq

0 UILUPY '$@0iAIeg BURUNoaoY J0 Jajdal]

g UIIPY ‘DUISIADY JIWapedy JO 10j0aliQ

g UllIpy juawabebug Aunwio? Jo Iojoang

0 UIIPY APy AUNWLWOY) JO 10021

0 UIWIpY 'Y2Jeasay palosuods jo 220 Jo Jojoalg

0 UILIPY J2jua)) Juapnig J0 J0jdallg

9 LIWpY 1oNpUOD JUSPMS JO 1Id § SIUSpNIS Jo Ueaq 1SSy

0 UILLpY 'SeIbojouyda] OIWSPEJY J0 J010alIq

7 UILpY "T4S9 0 UEaQ 9)eloossy
/ uiWpy ‘seolaleg builasunod jo 1ojoailg

7 WPy "WIWPY 4981 ‘S| J0 Jojoalqg

| =]e=]l=] =] =] «—

(=] E=1[=]{=]1K=]1K=]1 =] Ral K=1 =1 K=] Rad Rl K=1 K=] Bal K=l =] Rl K=l Bad K=d B =1 K=1 B=] Bl Bl B B K Bl RS

||| | | || | || ||| ||| || || ||| | ||| || ~|=e|—
| el e = = = =] = = = =] o] = = =] =] =] =] =] = = =] | =] =] =] =] ] =] ]~

/ uiwpy “jddy @ Wa)SAS "G| Jo Jojoallg

o

b 4

/ Ullpy ‘ainoniselu| g duio) ‘g Jo Jojang

St
S30VY
IO

10 OMI

9eway
IdNHNVIVY

ale ojewad | ajel
INHNVIVY |oluedsiH |oluedsiy

ojewa
Roelg

T
Noelg

oJewa
shum

B
UM

ojewsa |
ey |
_

SIEN | [e10L
[eyol pueid

sse|) Jo Aobaje)

120z ‘o judy
_

:ajeq|

|
I i iE
SISATYNY IOUOINUOM|

KyInoeyuoN |euoissajoid ‘Il

|

RETT
:Mobajes |

v8E MO




120z/L2/8

G UlLUpy 'Bull2sunoy) Jo 10}0a1iq 8}elo0ssy

G ULpY AS(] [EUOISSaj0l ] J99Ie)) Jo 10j0alIq S1BI00SSY

G UILUPY '18BBUBJY YJOMISN O0BPIA 3 9010\

G uUllpy ‘Jebeuely “eljuj esudiajug

G UlLpYy Jabeueyy) SUOHEDILNILILIOISIS |

G uIlwpy ‘gD Ul Josiniadng [esiui) ied sbenbue-ydeads

G UILLPY 'SOAS 0014 3 soulejdwio]) 10eRuo) 16

G UiWpy ‘1sijenads poddng ainjoniselu|

G UIWpy ‘JobeuE}y UoHeolddy "Pedy /dud

G ulwpy 'l1abeuepy aseqeieq

G UlIpY '4oo] 1SISSy g p3 10} J@juaD J0 Jopalid

G UIIpY BUIAID [BNuuy JO J019aliq

G LIWPY 'S90IAIag suofjelad( Samijioed Jo Jojoang

G UllpY ‘Duluue|d |eIoueul] g 19bpng Jojoalig

G UIlUpY "SUGHESNGN 3 BUNSyIE Jo J0j0alig

G uiwpy |ddy sng |eloueul4 jo Jojalg

G UILIPY "'P3 J0 00428 'seouauadxd piald o Jojaug

G UlUpY ‘Dulieauibug sanide '109a1ig

G UILIpy 'suonej@y Jouog 40 Jojoallq

G UlWpYy ‘suoljes2dQ ubiedwey) Jojoaig

G UILUPY ‘S22IAISS HOddNng Ajjigesiq Jo Jojoalqg

G uIlpy 'Wwbig a1owydog 9 Juapnig MaN Jojoalq

G UIIpY K19§eS 3 UIESH AU JO 10081

G UIlUPY 'S9JIAI2S SPUNOIS B |BIpoIsSNy 10J0a11g

G UIWIpY 'SS320Ng JUapN)S 2IWaPedY J0 J0j23al]

G UlWIpY 'JUBWasSsY J0 Jojoallq

G UIWpY Jbupy ainjoiniseyu| juald

G UILLPY '©]e00APY WADIA '101d 80US|0IA/PI00D)

9 UILIPY 'SJ2PJOSI] UONEDIUNWILIC0Y) J0 10j0ailq

/ Ulwpy "991jod J0 Jaly0 Aindaq

G UILIPY "JoDBUBY UONEpPUNO]-y| JoDBUBpy ssaulsng

G UlWpy Jesing

-~
b Bal Bl =1 B B =1 K= Bl K= B K= K=l Bl Eal K= Bl K=] Bl B K=] Bal K=l Bl K=l K=l BRal Kyl E=1 Rl K=l Kad Bl
olo|lo|r|o|o|~|~|o|~|o| | —|o|lo]|—|o|r|o|o| || ||| |||~ ~|C|e
|||~~~ ]~~~ ]~ | TN TN | |~

G UIWPY ‘0siAI2dng Abojoipny

-
o
~
-~

G UILIpY 80Ul dWOoD/ Uy g J0SSY

ajewaq ole ejewe4 | aepw | ojewsd | oo |ojewad| ajew |ejewaq | ajew | |ejoL ssejo 10 Aobaje)
INHNVIVY | IdNHNVIVY [dluedsiH [oluedsiy| yoeig [3oeig| aMym | a3UM | lejoL {ejol |puels

L | | I || SISATVNV 30804540M

1202 ‘0¢ [udy|  :®leq | T v ‘sopL

_ AInoejuoN |euoissejoid “|il ”ao.mmﬁp_l T y8s WYO4




1202/L2/8

¥ Ullupy Jebeuejy ssauisng

¥ UIWpY 11D SS8U||S/A JO JOJBUIPIO0D)

¥ UlLpy oAS KJejiN § SUBISISA JO J0JeuIpioo))

¥ UILpY "13)Ua)) [BINHNO{IN|A JO JOJeUIpioo)

¥ UILUPY "UB 9B 3 1SUOD) AlUM J0JeUIpIoo)

¥ Upy "weiboid 9snqy gng JOjeuIpiooD

¥ UIUpY Jonpuoy JUBpNIS JO JIp 1SSY/O A9 110 J0JeUIpIoo)

¥ UIWPY SSE|D YOS 1 UDIH JO JOJeuipIoo)

¥ UIWPY ‘SAS Jiydelo) Jo 10}euliploo)

¥ UIWpPY '4oa] oAldepy O 10JeuipiooD

P UlWPY 'Buijasuno) yoealnQ UoluaAald

¥ UlpY ‘DUISIAPY g AOBJ3}] JUSPNIS JO JOJeulpIoo))

¥ UILLpY JUSWSSIAPY JIWUSPEDY JO J0}03lI] S}el00ssy

¥ UILIPY S821AJSG |B2IUND 10 JOJBUIPI00D

¥ UILUpY Jauonnoeld asinN a8b9)10)

¥ ulwpy ‘IsAleuy ssauisng

P UILUPY 'S32/A1aG JaUId)U| JO JaDBUEB JUBISISSY

¥ Ulwpy "D dinb3 JNBjulY “NA'ISY

¥ UIPY JOJeuIp100)) Wig buisinN

 UIIPY 'SAS UoJY UB|d 984 JO JiQ 18V

¥ UIIPY/[B0SId "SoNe|ulY JIQ 1SSV

¥ UIPY JojUa)) 1USPNIS I 1SSV/SIAS JUODPI00D

¥ UILIPY 1900 bulinpayog/iensibay 9)e100ssy

§ UlWpy ‘Jesjsibay a)einossy

¥ UILPY “ASQ "PE97 %3 |S 40 JOjoalI(q S)eloossy

¥ UIWIPY "S)UaAT 02dG 10y PIS 40 10}031I(] SJBI00SSY

 UIIPY 'PMIS SIpIBJU] 10} PI00D) UILIPY

¥ UILIPY 'pUN0IS® }SN7) 10}03li(] O}el00SSY

¥ UILPY 'SSaU||9AA %2 UNEBSH JO J010ali SJBI00SSY

¥ UlWpy "Jesing a}e1d0ssy

¥ UILPY ‘pIY [eIdUBUI] 10J0alIQ 2)el00SSY

¥ UILLPY "Ja)ua?d) Juspn}s JOjoali(] SjeID0SSY

3

||| e|T|o|o|o|o|N|o|~|o|o||e|o|o|m|o| ool T|o| | e | —

Olr|O|v|O||O|O| || ~|O| |||~~~ ~|O]|~|O|lO]|O| ~|O|O|O|O| ~| O| O

||| —|o|lo| N~~~ ||~ ]| | ]| ] ]|~ ]| =] ]|~ =] =] ~| ~]| —

¥ UIUPY " 1S-J0JeuIpJ00D) pjold [Ealug

olewsa
IdNHNVIVY

IdNHNVIVVY

aewad | aey
ojuedsiH | oluedsiy

‘glewaq
¥oelg

l
oleIN | ojeway |
joe|g | IUYM

~oen

AUYM

I
ajewad
lejoL

=]

ST
1ejol

-~

lejoL
puels

P UILIPY 'SS300Ng JUapN}S JILUSPEDY JO 10J0ali(] J)BIS0SSY.

sse| 10 Aobajes)|

1202 '0€ udy
|

HQN.Q.M

.__lm_ml>._<z< FOUOINUOM|

v

Kinaejuoy [eucissajoid il

| s
:Aiobajen

V8E WHO4|




1202/L2/8

€ UILIpy 'sweibold |ju| 10}9alIq Ue)SISSY

CUILUpY UONEONPS [BUCHELWBIU| JO JOJ0aII(] JUBISISSY

cUIWpY 18010 SHIO J0TE

EUILPY 'PIV |eloUBUI] JO J10joi(] JUBISISSY

SUILLPY “DH( 40 Jojoauq JUBlSISSY

EUILLPY 'SUOISSILPY JO J0joali] JUEJSISSY

EUILLPY 'yoJeasay Jsu J0joaliq JUBISISSY

£ uilupy 'weibold QA4 Jojoali] JUR)SISSY

€ Ullpy '10jLIpI00) SM/PIY [BIoUEUIS J013all]] JUBISISSY

CUILIPY 'Sa0IAIag $SaUlsng JO Jojdali( ue]sIssy

culllpy ‘1sAjeuy Jauueld

CUIIPY 'SAPY DILUBpEdY 10}03lIq JUB]SISSY

CUlIPY 'BUISIAPY JaJSUBl] 10J03lIQ UB]SISSY

cuIpy (s|00yos) BUISIAPY DIWapedy 1010a1iq JUBISISSY

£ LIIpy 'Sona|U1y JOJeulpIon UBSISsy

€ UILIpY 'SIDJE JUPIS/3|0BASIORY SJUN0DdY'IeSINg JUBISISSY

€ UILIpY JUe)SISSY }abpng/buiunosdy

€ Ulwpy 1sie0ads 1sjeads ol

¥ UILPY "NY7-islelnads 1dng yos |

¥ uIlLpy 1sijepads poddng [euoijoruisu)

¥ UlWpY 'p100) ajqeied sjUnoooy

¥ Ulpy '0adg uswdojaaag uoneolddy gap

P UIUPY J0}P3/JaIIA KISIBAIUN

¥ Ulwpy ‘12aulbug poddng yos

¥ UILIPY ~WWIO0d UIWPY a1njoni)seyu| ssudisug

~| | M| | —

# UILWPY JSI[Enads Jewiueibold

¥ Ulpy Jojeuipiood) [joiked

¥ UIWPY 1SI[ef0ads OAS Jsu] g BIpa

¥ UlWpy "OSY Joj waejshs yaa jo DR

¥ UlWpy J0jEUpI00D) wnuoduwig uiepy

¥ UIlUPY ‘DUlj2suno’) [ednyndinil JO pJoo)

P UIIpY 'ulLpy pse) auQ sndwe)

¥ UIWpY 0edg poddng wa)sAg oju) ui4

9leN
S3IVY

oIoN
10 QML

ajeway
IdNHNVIVY

~ olel
IdNHNVIVY

ojewaq
owedsiH

—~o
oiuedsiH

| ojewas

PELTE

pu
~o|lv|o|~|olo]~lolo|o| || ~|e|o| | —|mo|mjeolm] oo || ]| |||t~

3
sewad
CULT

sjel
FELT:

sen
SUUM

ajewad
lejoL

ol=|o|~|ol~|~|o|la]~]|m| |+~ ~|o|o|~|~|o|o|N|a]| | ||| m| O] ||| ©
o I R R R I I I Y S el s R B Bl Bad Bad Bl B d Bad Kl K=l K2l Bl Bl Bad Bl = Ul Bl Bl Bl Bl B

olew
|ejol

jejol
pueis

¥ UIWPY 'UILPY MSI 3 P3 Piald JO Jopaid
- | N sse|) 10 Kiobaje

1202 ‘0€ IHdy

] w_m>P<__.z< FOHOAMNOM.
_ v
Kynoejuop |euoissajold “Jj|

ol
Aobaje)n|

v8E WHOS




1202/L2/8

cUILIPY 'SJBI00SSY [edSl] SJUBID

€ UlWpY '1SA[BUY [BIOUBUI]

SuUILIpY '8jenossy juawdojeaaq Aynde4

cUILUPY 1SI[E10adS UONUSAI] SOUSJOIA B HNESSY [enxas

EuIpY SI[e08ds KHIGEsIq

CUILLPY 'S8JIAISS JuapniS 10]EUIRI00D

Guilpy "weiboid ss800y AlUN 4a

gUILIpY ‘BUISINN JOJEUIPI00D) [EDIUID

CUIWPY 'JOJeliS|UIIPY JUBID [|9d § UBO] JUSPMIS

CUllLpy Jefjsibay JUBISISSY

€ UIIpY 'pl00Y) |0u0) Alladold Juesissy

Jabeuepy weibald JUelS|SSY

FUILPY 'SSaUN] 110 JUSPMIS JO 10108iI] JUBISISSY

SUIIPY ‘B0 3 SANID/ANT JUSPNIS J0 1010alIq JUBISISSY

SUILIPY 3JI JUaPNIS JO J0JoaII JUBISISSY

CUILIPY 'SS0IA1ag [BUOREINPT '10)0a11Q JUBISISSY

EUILPY '08PIA 10} SIEY JlAN JO J0J031IQ TUEISISSY

CUILIpY 'SUONEDIUNILLIOY pajeibiaju| Jo J0joallq JUB)SISSY

o]~ ~]|~| || |~ ]| | ~| N| ~| —| N| ~

olo|~|o|lo|o|lo|o|lo||o|lec|o|o|o|e|c|e| o

Ll Y Rl Bad Bal Bad Bad Bal K=l K2l Rad K Bl Bad 15 Bl Bad K0 1 R

cUILLpY 'BUIAIS) [BNULY J0j03li] JUBISISSY

oley
$30Vvd
IOW

10 QML

ojeway
IdNHNVIVY

9eiN
IdNHNVIVY

| ejewoy

ojuedsiy

ale |
oluedsiH

“oewa4
Jyoelg

s|le|
joe|g

l
ajewagy
UM

. w_MI5_|

oHUM

-—

olewad
lejol

0
SieiN
lejo

-~

pueis |

lejoL |

EUILLPY 'SUONE[aY IULUNNY 'APY 1SU] JO JO193lIQ JUBISISSY

sse|9 10 Alobajen

120z ‘o€ jud
|

|

v Q@ || |
AjIn2ejuop jeuoissajold ‘il

SISATYNY mwm.n_m_.x.mo@m_ B

| isepil]

~ Kiobajen|

V8¢ WHO4




1202/22/8

%280

%88°C

%88°C

%04

%S9’

%SE'S

%85°9 | %958V |%.LSLT |%6¥709

%15°6€

[

0 € € 8

-j+ ebuey)

~

04

=

0t

9. Sl 0L 6¢1

9¢Z

ueld vy 0¢0d/v

6

€l

9i 8il 19 iyl

€ve

lelol

|~

N
<

JOJENSIUILLPY S@2Inosay uewnyd Ajisiaailin

JUBISISSY ssauisng NSO

YUEISISSY ANBNSIILPY NS0

UBLIRIQIT JUBISISSY

UBlIRIQ] 3}BI00SSY

WMt N
~N

uBLBIqg

$80IN0S3y UBLWINH Ul 3]EID0SSY

-~

lo[@sunos

10]2SUN0Y) JUEISISSY

S89IN0Say UBLWNH Ui 9}eI00SSY

JuaplSald 0} JUBJSISSY SAIBASIUILIPY

JUEIUNODDY

ZUILlpY 10j02J10 ||[EH @ouapisay

ZUItlpy "10]3SUN0Y) pIy [BIOURUI]

cuIwpy 'yoa} ge| Abojouyasjouen 1o} 11D

Zullupy Jabeuely WOO0JNI0}S ASILay)

ZUIIpY 'BoId 3 JEIS )] say NIQ St O} JUEISISsy

ZUllpy suonesadQ ujwpy

] ] =] =

€ UIWpY ‘peaT Jojua) yoddng Jawolsn)

€ UIWpY “JOJeuIpIO0,) JUSLU)|0IUT g 9SIN0YD J3)SuUel]

€ UlpY "J0jeuIpioo) ANIIqeuie)snS

€ UILLpY 10]euIpI00) Juswubissy buisnoH

cuiwpy ‘sienads poddng Jasn

€ UIWpY ‘19210 YoJeasay 10adsold

CUIWIPY '1SI[e10adg SpJoday AlISISAILN

N
~
Ll Bl Bl Bl Bl Rl K=l Rl Bad Bl B K= K K=l Bl Bl Bl Bl K=d B K Rl R =

Al Bl Bl R Bl

olo|o|o|o|o|~|o|o|o|lo|N|jo|m~|o|o|~|o|o]—|o|N|N|o| O

CUIlLpY "UIlIpY Dold pJe) Juawainoolgd

ajeway
IdNHNVIVY

~ oelN
IdNHNVIVY

ajewa
osiuedsiy

9[eiN
siuedsiy

oJewa4
3oe|g

l 3
sjewed | oely | ojeway
ONUM | SNYM | [ejol

slely
yoelg

\—1—\—1—‘—‘—1—FP‘—FFNN‘O_VN—FN‘—OWW‘DVOV

o

oleiy | [ejol

lejol  pueis
|

cuIupy ‘JsAjleuy ssauisng
~ sse|) 10 Mobaje)

SISATVYNY 3040444 0M

1202 "0¢ 14dy

:31eq

o

" Rnaejuop [euoissejold i

‘SapLL

:Aobajen

V8€ WHO4




Leoc/Le/8

%80°}

%000

%89'6

%000

%96°LC

%ECE

%lE LY

%S. 0L

%2098

%86l

Nl

0

Nn

-j+ abueysp

9C

14

oL

Z8

€l

ueid Vv 020z/iv

9¢

0
€
€

4%

oL

08

€l

jejol

Ll

e

[44

C AYV13403S

M| | O » O©

Sl

INVLSISSY 301440

H0O1vH3d0 INOHJITEL

INV1SISSY ONISYHOHNd

HOSIAYIdNS SIDIALIS TV

H3d3IIHMFH0ILS

ol o] ©

HHIATO AlddNS ANV IOVSSIN

Od Y3TANVH TIVIN

o

HITANVH IV

H0O1vd3d0 INOHJITHL aval

MH370 T10HAVd

-—

HOSIAY3ANS 301440

1N3IOV NOILOITIOO

|

AA3TO

1SIdAL ME3TO

~| O «~| «=| | N

O] O] O] O] ©| o] ©] N| ©

- O w«=| v| «=| &N

L AdV13H03S

4

L

]

14

o

1INV1SISSY FALLVYHLSININGY

ajewdd
IdNHNVIVY

olel
IdNHNVIVY

alewa
osiuedsiH

den
ojuedsiHq

sleway
3oE|g

SleN
Aoeld

ajewad
S}UM

alei
SUYM

olewa
lejol

ofeiN
lelol

|ejolL
pueln

sse|D Jo Aiobajen

LZ0T ‘0¢ udy

8)eq

SISATVNY FOH0IMHE0OM
v
1ed13[] / [EHE)RIIDG "Al

sl
Kiobajen

V8€ WHO4



120z/L2/8

%Szl %0°0 %0°0 %00 %SZh %070 %0°'0S %0°52 %0'SL | %0°SZ
0 0 0 0 0 0 0 b 0 - b -1+ ebueyj
] 0 0 0 ) 0 14 £ 9 € 6 ueld vv 0202/
l 0 0 0 2 0 14 rA 9 [4 8 lejoL
I 0] l l } ¥321440 TI0HAVd
4 Z 0 F4 INVLSISSY TYOINHOIL ANvHAIT
l I L 4 l € NVIOINHO3L ANVNEI1
l l 0 ) 1S1dVH3IHL NOILVIINNWINOD
2 l 0 ! YONW LO¥d NITD IOVNONY1 HI33dS
sjewsay afe djewad alen oslewaq |[9lel yoeig| olewaq |ojelN saNum| ojewod | sjely | [ejol sse|) 10 Kiobajen
IdNHNVIVY | IdNHNVIVY | djuedsiH | dluedsiH 3oeig UM [ejol | ejol | pueln
SISATVNY 30HOAMHOM
1202 ‘'0g Iudy 9jeq v ‘S9L
leuoissajoideled / [esiuysaj "A :fiobajen vaE WHOS




L2oz/Le/8

%00

%00

%00

%ev

%00

%S'Ch

%0°0

%€°¢8

%00

%000}

nl

b

<
V

-/+ @bueysn

€e

o
o™

-]
N

ueld vv 0coc/v

<<
N

<
N

jelol

YINIVLINIVIN Q3T7TIMS

HOSIANANS INIVIN 93189

HIVHOM SIAVHL TVHENIO

el Bl Bl B

ONILLINLS/ONIGTd “YINHOMLIVHD a3IA1TVNO

UOVAH HINHOMLLYHO QIHITYND

JINVHOIIW ‘HINHOMLAVHO a3HITVND

AYLNIHYO UINYOMIAVHO a3IHIVND

YOI LOFTI™INAOMLAVHO d3IHITVNO

ONIGINNT YINIOMLIVHD aFIHITVYNAD

YOSIAYIANS IOVHOLS TVRIILVIN

HIGNNTL YINHOMLAVHD a31HITVNO

HLINSYDO0T ‘YINHOMLIAVHEO a34ITvNO

11 YOSIAYAdNS FOVHOLS TVIHALYIN

VOIMLO313-1 HOSIAYAANS IONVNILNIVIN

ONILLIWLS/ONISTd- HOSIAYIENS AONVYNILNIVIN

AYLNIdAVO-Il HOSIAUIANS FONVNILNIVIN

YOVAH-Il HOSIAY3AdNS FONVYNILNIVIN

SANNOUD-| HOSIAYIAANS IONVNIALNIVIN

AVHINIO-I HOSIAYAJNS FONVNILNIVIN

[4

o|lo|o|o|o|o|lo|o|o|lo|o|lo|o|lo|o|o|o|o|o|o] o o ©

MNOIN|=|O|=|v=|~=|O|0|O|O|N|OCO|~=|N|x ||

M|OIN|~=|[O|~|~|~|C|C|C|O|N|O|O|v~|N|v~™|v |

Y33NIONT AYVNOLLVLS

l

0

-

L

HIINIONT AHVYNOILY.LS ONISIAYILNS

slewa
IdNHNVIVY

SjeiN
IdNHNVIVY

ojewad
oluedsiH

9leN
oluedsiy

ajewa
Noelg

alen
Roelg

ajeway
ST

olelN
9UYM

ajewaq
fejol

9eiy
lejol

leiol
pueis

sse|) 10 Alobajed

120T ‘0¢ Iudy

31

SISATTVNY 228H0dIMHOM

v

S}elD P3JINS ‘IA

-S9ljIL
:Aobajen

v8€ WO




Lcoz/Lel/8

%00°0 %000 %000 %80'€C %S8'€ %ECT6L | %PSLL %LECY | %8ESGL | %C9V8
0 0 0 (i 0 I 0 0 0 L l -/+ @bueyn
0 0 0 9 l 14 € L 1% Ic <S¢ uejd v 020¢/v
0 0 0 9 L S € L 14 44 14 lejol
I 0 3 l EIUEETEL]
0 0 0 HOL1vd3dO SNOILYOINNWNODTTIL
) ) 3 1 v S ¥3IHOLVJSIA SNOILYOINNIWNWODT 3L
14 14 I 9 I 14] Sl 391440 32170d
I } l L 4 4 14 AINVIOYIS 30M0d
L 0 l l INVN3LN3IM 30170d
alewa4 ale ajewad ETET alewa BT alewa4 aleN ajeway | 9denw 1eloL sse|9 1o KioBaje)

IdNHNVIVY IdNHNVIVY | oluedsiq | aluedsiH j¥oelg qoelg SMUM SHUM 1ejol Iejol puels
SISATTVNY 3D2HOINHOM
1202 ‘0 Iudy -9jeQ v ‘SOIL

S9DIAIAS 9AND3)0.d "lIA :hiobajed v8€ WHOA




L2oc/LLie

%PrT %bb T %8601 %bS'8 %EI P %LLLE [%88¥ %6E e |%E6°2E (%2029
0 0 b I 0 ! 0 - b b 0 -]+ obueyd
2 2 ol 9 Zl Sz ¥ ¥ 8z ¥S z8 ueld v 0202/
2 2 6 L zi 92 ¥ 0z T2 S z8 lejolL
z 2 ¥ ¥ 8 £z 2 Ll 8l ot ¥9 NVIOOLSNd
S 4 € l S 9 bl NVIQolsnd aval
0 0 0 HO3l 'dna
l rA 0 € € HANIVINIVIN
€ € 0 € NVIQOLSNI ONISIAMALNS
il [ 0 } 1INIANILNINIANS ONIATINg
ajeway B alewad BT aleway oleiN 9jewsa ETET oleway | ol letolL sse|) Jo Alobajen
IANHNVIVV | INHNVIVY | dluedsiH | oluedsiH ¥oelg ¥oeig aUUM aym | [ejoL | [e3oL | puess
SISATYNY 30HOINYOM
1202 ‘0¢€ ludy 9leq v 'SoL
aoueuajulel IIA :AoBaje) V8¢ WYO4




1202/L1/6

SE€6 ST TE (77 Z4° LET SYT 6TT STT 66 LS 9T v |ejoL
8 I € S Gl 6 vl 9l 8 S S I 0 aoueuajuiel ‘TIIA
9z 0 0 0 0 S b v € € 0 0 0 SODIAIRS BAIPRI0Id TIA
%4 0 0 S € 9 € F2 F2 3 0 0 0 syeld pajs 'IA
8 0 b b b F2 b ! b 0 0 0 0 Jeuoissajoudesed / YaL A
€6 0 F2 L 8l (74 ZL zl L 9 2 b 0 [eL3]D / |elieIBIRS "AT
344 F2 v vl 82z (Y3 o€ T3 6c 3 3 ZL v Ajnde4 uoN ‘joid ‘TII
€EY zL 3 8¢ €S 65 69 (2 €9 8y [i}4 F2 0 Ajnded 11
9z 0 } F2 9 S S S F2 0 0 0 0 BARNDXT '
leloL | 06-SZ | ¥£-0L | 69-S9 | ¥#9-09 | 6S-SS | ¥S-0S | 6v-Sv | ¥b-Ov | 6E-SE€ | PE-O0E | 6Z-ST | ¥T-0C sse[) 10 Kiobaje)
SISATVNV 3D2¥04U0M
120Z ‘0 Idy  :9leq v :sopIL
1) :hobs1e) V8E WYO4




%S'S %E°€E %E'E %C'T %T°S %E'Y %L'bb %G'TE %L'8S %E'Tb %0'00T sabejuadded
9b 8¢ 8T 8T (37 9g vLE €97 6% SkE 9£8 ;3oL
£ 9 b 0 01 1 a1 ¥ 43 w vL Wesissy AUSIDAILN
£b 7z ¥ 81 T €g ¥ 65E 6£2 65Y £0¢ 9. Jaunpa -Anoey
ajewa4 ETEI oajewa aleN ojewa 4 3|e|N Yorlg ajewsa ale|N UM ajewaq 3je\l jejol |jejol puels sse}) J1o Alobaje)
IdNHNVIVY | IJNHNVIVY | dluedsiy | oedsiy joe|g aUYM ejoL
SISATVNY IDU0IHOM

S33A0TdIWT IWIL-1UVd SO

1202 ‘0¢ udy 1e@ :Mobae)d V8E WYOA




9 soueusqule TIIA
L SDIIAIRS DAIDBI0Nd ‘TIA
Z syerd palits ‘IA
0 leuoissajoidesed / YsaL ‘A
v

L [eoUB[D / |erelaoss “Al
82 Ajjnoe4 uop ‘jodd “III
743 Ajnoed 11
Z dARNDAX3 I

AYO0DILVYD TVNOILVANIOJ0 AL DUO0DNUOM
JWIL -TINd NI S3ILITIEVSIA HLIM SNOSH3d

120z ‘0¢ 1udy :3eQ



7. Availability Analysis
Section 46a-68-84
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8. Utilization Analysis & Hiring
and Promotion Goals
Section 46a-68-85
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Southern Connecticut State University
Hiring/Promotional Goals

May 1, 2020- April 30, 2021

Occupational
Category/Class Hiring Goals |Achieved Other Hires Promotion Goals| Achieved |Other Promo
1 HM
Executive/Managerial 1 HF 1 HF 1 HF
(Cat.1) 1 AAIANHPIF
Faculty-Professional- 1 BF 8 WF 7 WF 4 WM
(Cat. 2) Professor 1 HM 3 BF 1 BM
2 HF 2 HM 1 HM
2 HF
1 AAIANHPIM
2 WF 2 WF 6 WF 6 WF 4 WM
2 AAIANHPIM | 1 OM 2 BM 8 WF
Associate Professor- 3 WM 2 AAIANHPIM 1 OM
Full time tenure track 2 WF 1 HM
1 BF 1 OF
6 WM 3WM |13 WF
Assistant Professor Full 1 BM 3 AAIANHNPI M
time tenure track 3 BF 1 BF 1 AAIANHNPI F
2 HM
1 HF 1 HF
1 WM 1 WM 1 WM
1 BM
1 BF
Coaches 1 AAIANHPIM
Professional Non- 9 WM 3 WM 7 WF
faculty (Cat. 3) 8 BF 3 BF
7 HM 1 HM
4 HF 2 HF
2 AAIANHPIM
7 AAIANHPIF | 3 OF
5 WF 2 WF
Secretarial/Clerical- ; :ll\:/l 1 HF
Varied NEC (Cat. 4)

9/20/2021




Southern Connecticut State University
Hiring/Promotional Goals

May 1, 2020- April 30, 2021

Occupational
Category/Class Hiring Goals |Achieved Other Hires Promotion Goals| Achieved | Other Promo
1 WM 1 BM
3 HF
Secretary 2 1 AAIANHPIF
7 WF 2 WF
Office Assistant
Technical and 1 WF
Paraprofessional 1 HF
(Cat. 5)
1 BF
4 HM
Skilled Craft (Cat 6) 2 HF
1 AAIANHPIM
3 WM 1 WM 1 BM
Service/Maintenance 1 WF 1 WF
Varied NEC (Cat 7) 1 HM
1 AAIANHPIM
7 WF 4 BM
8 HM 1 HM
Custodian (Cat 7) 9 HF
Protective Services 2 WM 2 WM 1 WM
1 HF 1 BM
Total 127 25 38 35 15 20

9/20/2021




Southern Connecticut State University

Hiring/Promotional Goals

May 1, 2021- April 30, 2022

Occupational Promotion Other
Category/Class Hiring Goals Achieved Other Hires Goals Achieved | Promo

1 WF
Executive/Managerial 1 BM
(Cat.1) 1 HM 1 WF

1 AAIANHNPI F
Faculty-Professional- 3 BF 2 WF
(Cat. 2) Professor 5 HF 3 BF

1 HF
1 AAIANHNPI
M

3 BM 3 WF

7 AAIANHNPI M 1 BM
Associate Professor- 3 AAIANHNP
Full time tenure track M

7 WM
Assistant Professor 1 BM
Full time tenure track 2 BF

3 HM

1 BF

1 AAIANHNPI M
Coaches
Professional Non- 9 WM
faculty (Cat. 3) 4 BF

5 HM

4 HF

1 AAIANHNPI M

4 AAIANHNPI F

6 WF 2 WF

1 HF

Secretarial/Clerical-
Varied NEC (Cat. 4)

9/20/2021




Southern Connecticut State University

Hiring/Promotional Goals

May 1, 2021- April 30, 2022

Occupational Promotion Other
Category/Class Hiring Goals Achieved Other Hires Goals Achieved Promo
1 WF 1 WM
1 HF 1 WF
Secretary 2
9 WF 1 WF
Office Assistant
Technical and 1 WF
Paraprofessional 1 HF
(Cat. 5)
1 WF
. 1 BF
Skilled Craft (Cat 6) 2 UM
1 HF
4 WM 1 WM
Service/Maintenance 1 WF 1 WF
Varied NEC (Cat 7) 1 AAIANHNPI M
11 WF
3 HM
Custodian (Cat 7) 6 HF
Protective Services 3 WM
1 BF
1 HF
Total 120 0 i

9/20/2021




9. Employment Analysis
Section 46a-68-86
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FORM 42A3 Category: I. Executive
Titles: All
April 30, 2021

PERSONNEL EVALUATION Grand |Total| Total | White .,;-'_.}!ﬁiie:j' Black Black | Hispanic Bl#‘pﬁpic AAIANHN [AAIANHNP
ANALYSIS Total | Male | Femate | Mate | Female | Male | Female | Male | Female | PI'Male | |Female
SERVICE RATINGS

Excellent 17 7 10 6 9 1

Good 4 2 2 1 1 1

Satisfactory

Poor
REPRIMANDS
SUSPENSIONS
DEMOTIONS

Within Occupational Cateqory

Lower Occupational Cateqory

TRANSFERS

Intra-Agency

Qutside Agency




FORM 42A3 Category: II. Faculty
Titles: All
Date: April 30, 2021

PERSONNEL EVALUATION Grand | Total| Total |White| White |Black| Black |Hispanic | Hispanic |AAANHN|AAIANHNP
ANALYSIS TJotal | Male | Female| Male | Female | Male/| Female Male Female | PIMale | |Female
SERVICE RATINGS

Excellent

Good Faculty are evaluated in accordance with article 4 of the

Satisfactory AAUP contract for promotion and tenure, They are not

Poor given "service ratings," nor are their evaluations
REPRIMANDS quantifiable as "excellent” or "good." Narrative
SUSPENSIONS evaluations by departments are made which cannot be
DEMOTIONS converted to fit the requirements of this form.

Within Occupational Cateqory

Lower Occupational Category

TRANSFERS

Intra-Agency
Outside Agency




FORM 42A3 Category: III. Professional Nonfaculty
Titles: All
Date: April 30, 2021

PERSONNEL EVALUATION Grand | Total | jrbt_al White | White 'Bi'a;_sk Black | Hispanic | Hispanic |AAIANHN|AAIANHNP
ANALYSIS Total | Male | Female | Male | Female | Male | Female Male | Female | PIMale | |Female
SERVICE RATINGS

Excellent 50 15 35 10 30 2 2 3 1

Good 34 14 20 8 14 5 2 1

Satisfactory 3 1 2 1 2

Poor 0 [} 0
REPRIMANDS
SUSPENSIONS
DEMOTIONS

Within Occupational Category

Lower Occupational Category

TRANSFERS

Intra-Agency

Qutside Agency




FORM 42A3 Category: IV. Secretarial/Clerical
Titles: All
Date: April 30, 2021

PERSONNEL EVALUATION | Grand |Total | Total ‘White | White |Black| Black | Hispanic | Hispanic AAIANHN | AAIANHNP
ANALYSIS Total | Male | Female | Male | Female | Male | Female: Male Female | PlMale | |Female
SERVICE RATINGS

Excellent 24 6 18 11 1 6 0 1

Goad 33 5 28 17 1 8 0 3

Satisfactary 0 0

Poor 1] 0
REPRIMANDS
SUSPENSIONS
DEMOTIONS

Within Gecupational Categary

Lower Occupational Category

TRANSFERS

Intra-Agericy

Outside Agency




FORM 42A3 Category: V. Technical / Paraprofessional
Titles: All
Date: April 30, 2021

PERSONNEL EVALUATION Grand | Total| Total |White| White |Black| Black |Hispanic | Hispanic |AAIANHN AAIANHNP
ANALYSIS Total | Male |[Female | Male | Female | Male | Female Male Female | PlMale | |Female
SERVICE RATINGS

Excellent 1 0 1 1

Good 5 1 4 1 3 1

Satisfactory (1] 0 0

Poor 0 0 0
REPRIMANDS
SUSPENSIONS
DEMOTIONS

Within Occupational Cateqory

Lower Occupational Categary

TRANSFERS

Intra-Agency

Outside Agency




FORM 42A3 Category: VI. Skilled Crafts
Titles: All
Date: April 30, 2021
PERSONNEL EVALUATION Grand |Total| Total |White| White |Black| Black [ Hispanic | Hispanic AAIANHN|AAIANHNP
ANALYSIS Total | Male | Female | Male | Female | Male | Female Male Female | PiMale | |Female
SERVICE RATINGS
Excellent 14 14 0 11 2 1
Good 8 8 0 7 1
Satisfactory 0 0 0
Poor 4] 0 (1]
REPRIMANDS
SUSPENSIONS
DEMOTIONS

Within Qccupational Category

Lower Occupational Category

TRANSFERS

Intra-Agency

Outside Agency




FORM 42A3 Category: VII. Maintenance

Titles: All
Date: April 30, 2021

PERSONNEL EVALUATION Grand |Total| Total [White| White |Black| Black | Hispanic | Hispanic |AAIANHN|AAIANHNP
ANALYSIS Total | Male | Female | Male | Female | Male | Female Male Female | PlMale | | Female
SERVICE RATINGS

Excellent 24 15 9 7 1 5 3 3 3 2

Good 32 22 10 8 2 12 4 2 4

Satisfactory 6 4 2 2 2 2

Poor 2 2 0 2
REPRIMANDS
SLISPENSIONS
DEMOTIONS

Within Occupational Category

Lower Occupational Category
TRANSFERS

Intra-Agency

QOutside Agency

)n 46a-68-42 Page 29 of 37



FORM 42A3 Category: VII. Protective Services
Titles: All
Date: April 30, 2021
PERSONNEL EVALUATION Grand |Total| Total |White| White |Black| Black | Hispanic | Hispanic |AAIANHN -MIANHH'P
ANALYSIS Total | Male | Female | Male |Female | Male | Female Male Female | PlMale | |Female
SERVICE RATINGS
Excellent 6 4 2 2 2 1 1
Good 10 9 1 3 2 1 4
Satisfactory 0 0 1]
Poor
REPRIMANDS
SUSPENSIONS
DEMOTIONS

Within Occupational Category

Lower Occupational Category

TRANSFERS

Intra-Agency

Outside Agency




10. Identification of Problem Areas
Section 46a-68-87



SOUTHERN CONNECTICUT STATE UNIVERSITY
AFFIRMATIVE ACTION PLAN
SECTION 46a-68-87
IDENTIFICATION OF PROBLEM AREAS

(1) Employment Applications:

For all positions in the executive, faculty, and professional/non-faculty categories,
candidates apply by sending a resume, cover letter, and letters of reference. This
process enables prospective candidates to present extensive information about their
candidacy to search committees, thereby enabling committees to review candidates
with alternative experience or qualifications where possible.

The Department of Administrative Services has transformed its recruitment process by
moving to a paperless Online Employment Center.
https://www.jobapscloud.com/CT/sup/bulpreview.asp?R1=AF&R2=010101&R3=000

No problems have been identified with this aspect of the employment process.

(2) Job Qualifications

Recruitment for professional positions in the university is difficult because specific and
targeted qualifications are required. The educational expectation for the executive and
faculty levels is usually a doctorate or comparable degree. Careful reference and
background checks are also conducted.

Faculty departments at Southern must hire people with doctorates or ABD’s to meet
University criteria for promotion, tenure and accreditation standards. Also, search
committees for faculty positions usually seek candidates with college level teaching
experience and a record of scholarship in a particular field. Setting high levels of
educational and experiential qualifications may limit the number of minority and female
candidates.

The Professional Non-Faculty category, positions consists mainly of administrative
faculty members in ranks of Administrator | through Administrator VI. The job
qualifications for each administrative faculty position are set out in a job description
reviewed by the State University Organization of Administrative Faculty
(SUOAF/AFSCME) union and management. All positions require a minimum of a
Bachelor's degree, with many positions requiring a Master’'s degree and several years
of relevant administrative experience. For some positions a Doctorate is preferred.
Recruitment and hiring of females and minorities in this category has been successful at
this University over the last several years.

Job qualifications and specifications are set by the State of Connecticut, Department of
Administrative Services for classified clerical/secretarial positions. During this
employment period, there were few classified hires. However, candidates from layoff



lists continue to have priority over other candidates for some classified positions due to
union contracts and state personnel regulations.

Supervisors are usually not willing to downgrade positions because the jobs require a
high level of skill. Usually the person is the only support staff person in the office or
department. Also, the administrative assistant position must report to a director, dean
or vice president.

The skilled craft-worker job qualifications are stringent but necessary. For example, ina
small agency which may employ only one electrician, it is necessary that the person be
a licensed electrician. Also, salary rates are not competitive in the local labor market;
thus the applicant pools are small.

In the maintenance and protective service areas, job qualifications are not a problem.
Recruitment and hiring for protective service positions is usually at the entry level.
Applicants are hired as protective services trainee and eventually promoted to officer.
This provides a greater opportunity for applicants of protected classes to apply.

No problems have been identified with this aspect of the employment process.

(3) Recruitment Practices:

Southern continues to expand its recruitment efforts: search committees extend
searches when necessary and members engage in extensive personal recruitment.
The University advertises in local, state and national publications. Minority recruitment
sources and news sources are also used. However, the technical paraprofessional and
skilled craft categories continue to be problem areas for recruitment because wages are
low in these areas compared to the private sector.

No problems have been identified with this aspect of the employment process.

(4) Personnel Policies:
Southern’s personnel policies do not impede or prevent the full participation of protected
race and sex group members from employment. No problem area has been identified.

(5) Orientation:

New faculty members attend an orientation session at the start of the academic year
sponsored by the Office of Faculty Development. Mentors assist new faculty in their
first year adjustment to the University. The Human Resources Office provides a full-day
Orientation Program for all new employees throughout the year.

No problems have been identified with this aspect of the employment process.

(6) Training:

Employees are encouraged to participate in training programs which will assist in
professional growth. The University departments make available funds for employees
to attend professional conferences and in-service training offered by the Department of



Administrative Services. In addition, the Office of Human Resources provides training
on a variety of topics including supervisory training, worker-compensation, Ethics, and
the Americans with Disability Act (ADA). Many employees are eligible for tuition
reimbursement and tuition waivers through their collective bargaining agreements.

No problems have been identified with this aspect of the employment process.

(7) Counseling:

Career counseling is available in the Human Resources Office, the Office of Diversity
and Equity Programs and the Career Services Office. For personal counseling the
University has an effective Employee Assistance Program that employees are referred
to take advantage of this type of counseling to assist with their concerns and private
matters. Many employees take advantage of the Employee Assistance Program and
supervisors can also refer employees when necessary.

No problems have been identified with this aspect of the employment process.

(8) Discrimination Complaint Process:

All employees have access to the University's Grievance Procedures either through
their collective bargaining agreements or the Connecticut State Colleges and
Universities (CSCU) Personnel Policies. All employees are covered by the University
policies on Sexual Harassment and Nondiscrimination, the Affirmative Action Policy,
and by the Policy on Persons with Disabilities. (See Complaint procedures in the
Grievance Section.)

No problems have been identified with this aspect of the employment process.

(9) Evaluation:

Evaluations are covered by collective bargaining agreements. In addition, they are
reviewed by the Associate Vice President of Human Resources or the Human
Resources Administrators. Human Resources have worked with the managers and
supervisors and provided technical assistance on completing evaluation forms during
the reporting period.

No problems have been identified with this aspect of the employment process.

(10) Layoffs:
No layoffs occurred during this reported period.

(11) Termination:

Employee problems are usually worked out in the grievance process. Termination
occurs only when the employees work performance watrrants such a step, or through
normal attrition.

No problems have been identified with this aspect of the employment process.

(b)_Itemization List for Problem Areas:




Itemization of all non-quantifiable elements of the employment process identified as
problems areas:
(1) Employment applications: This has not been identified as a problem area.

(2) Job qualifications:

A. Substantial level of qualifications required for executive and faculty, technical
paraprofessional, and skilled crafts positions.

B. Ph.D. or equivalent required for executive and faculty.

C. Skilled craft-workers’ salaries are not competitive with the labor market.
Positions are being phased through normal attrition and will eventually be
contracted with outside vendors. Some positions in the
Technical/Paraprofessional occupational category have problems with salaries
not competitive to the private sector.

(3) Recruitment Practices:
A. Recruitment methods are consistently changing and SCSU continues to expand
recruitment resources. Recruiting in skilled craft and technical paraprofessional
categories continues to be difficult because of low salary ranges.

(4) Personnel Policies:
A. This has not been identified as a problem area.

(5) Orientation:
A. This has not been identified as a problem area.

(6) Training:
A. This has not been identified as a problem area.

(7) Counseling:
A. Employees may experience personal or problems with co-workers. Human
Resources serves as resource for labor related issues and the Employee
Assistance Program is available to employees.

(8) Discrimination Complaint Process:
A. This has not been identified as a problem area.

(9) Evaluation: Continuing to improve this area. The response rate for managers
completing these forms has improved tremendously due to the one on one training
sessions facilitated by the Human Resources Office. This area will continue to be a
focus of the Human Resources Office.

(10) Layoffs:
A. This has not been identified as a problem area.

(11) Termination:



A. This has not been identified as a problem area.

(c) Southern has examined all aspects of the employment process itemized in
subsection (a) of this section and has not identified any employment policy or practice
that impedes or prevents the full and fair participation of individuals with disabilities and

older persons in the workforce.



11. Program Goals
Section 46a-68-88



PROGRAM GOALS AND TIMETABLES
Sec. 46a-68-88

The University did not identify any employment policy or practice that adversely affects
any protected group candidates, or practice having an adverse impact upon individuals
with disabilities or older persons. The University will continue to look critically at its
employment practices and if disparities occur, the University will initiate goals to remove
such impacts and improve the processes.

In an effort to ensure (1) the promotion of equal opportunity and achieve a workplace
free of discrimination; (2) opportunities for all qualified applicants including underutilized
groups (3) the utilization of fair and nondiscriminatory recruitment and selection
process; and (4) that career development opportunities are available to all interested
and qualified employees including minorities and women, Program goals have been set.
The University has elected to set program goals for employment practices that were not
identified as having adverse impact pursuant to section 46a-68-87 of the Regulations of
Connecticut State Agencies.

Goals for the Plan year are designed to encourage excellence in recruitment and
retention and promotion of harassment free environment.

1. Complete the development of the online training module for search committees.
The training will include how to create screening criteria including the
development of qualification rubric based on the position’s required and
preferred qualifications; development of interview and reference questions;
affirmative action and equal employment opportunity principles to ensure equal
access; and how to provide detailed documentation on selected and rejected
candidates. This programmatic goal has been extended due to the set back the
University encountered dealing with the covid virus and the closure of the
campus.

Completion Date: April 2022
Responsible Persons: Director of Diversity and Equity

2. ODE will establish a training focused specifically on implicit bias in the
workplace and offer it as part of the Search training online. This training will also
be offered to supervisors, administrators, and department chairs. This
programmatic goal has been extended due to the set back the University
encountered dealing with the covid virus and the closure of the campus.

Completion Date: April 2022
Responsible Persons: Director of Diversity and Equity



3. The Diversity, Equity and Inclusion Council will recommend initiatives and priorities
with measurable outcomes, that will dismantle systemic racism and oppression on

campus and help build an environment where equity, inclusion, and diversity become
a part of our everyday life.

Completion Date: April 2022

Responsible Persons: Director of Diversity and Equity and the VP of Diversity,
Equity and Inclusion



12. Discrimination Complaint Process
Section 46a-68-89



Southern Connecticut State University

Office of Diversity & Equity Programs
Complaint Packet
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Introduction

Welcome to the Office of Diversity and Equity Programs. Enclosed please find the
information needed to process a complaint alleging discrimination with the Office of
Diversity and Equity Programs.

Please read your Rights and Responsibilities, the Discrimination and Sexual
Harassment Prevention Policy and the Procedures for Discrimination and Harassment
Complaints.

The complaint form is also enclosed. You may type your complaint on the form by
accessing it from the website at_http://www.southernct.edu/diversityequity/forms/ or
submit it in writing to the Office of Diversity and Equity Programs with any supporting
documentation.

Once your complaint has been received, a copy of the complaint will be forward to the
respondent in accordance with collective bargaining agreements.



DISCRIMINATION AND SEXUAL HARRASSMENT COMPLAINT INVESTIGATIONS
RIGHTS AND RESPONSIBILITIES

It is the goal of the University and the Office of Diversity & Equity Programs to: Ensure
that the rights of the complainant are protected. Ensure that the University takes steps
to eliminate the discriminating practice, if a complaint is found to be legitimate. Ensure
that the complainant is offered the opportunity to carry the complaint to the extent
allowed by law in order to effectuate a resolution.

Complaint Procedure: The complaint procedure is outlined in the following pages and is
available to any employee, student, or aggrieved person who feels that he or she has
been discriminated against on the basis of race, color, religious creed, sex, age,
national origin, ancestry, marital status, gender identity or expression, sexual orientation
or disability including, but not limited to blindness, learning disability, physical disability,
mental disorder, intellectual disability, genetic background, or criminal record.
Complainant(s) are encouraged to file as soon as possible following but not later than
sixty (60) days of the alleged discriminatory act. The internal complaint must be
resolved within ninety (90) calendar days of the incident.

Confidentiality: All complaint investigations and pertinent written materials will be kept
confidential and no complainant will be retaliated against for exercising his or her
options under this section. Filing time-frames are not to exceed ninety days from the
date of the incident or the date of resolution. Training in counseling and in complaint
investigations will be provided by the Director of Diversity and Equity

Programs. Additionally, confidential counseling will be available to any employee,
student or aggrieved person who grieves discrimination.

All records and complaints relative to discrimination will be confidentially maintained by
the Director of Diversity and Equity Programs and reviewed periodically to check for
patterns or frequency of prohibited employment practices that bar full and fair
participation of protected race group members. Disclosure of such records will be only
as required by law.

Retaliation: Ensure the complainant that no retaliation will be inflicted upon him or her
because he or she has opposed any unlawful employment practices or has made
charges, testified, or participated in any actions under Title VII, IX or other State or
Federal laws or regulations. To retaliate in any way is considered a separate violation of
the law.

External Complaint Sources: Advise of legal options to file complaints with the Connecticut
Commission on Human Rights and Opportunities (CHRO), the United States Equal
Employment Opportunity Commission (EEOC), The United States Department of
Labor/Wages and Hour Division, any other agencies/state, federal, or local/that enforce



laws concerning discrimination in employment. Time-line for filing with CHRO is 300 days,
and for filing with the United States Equal Opportunity Commission (EEOC) is 300 days,
contingent upon the individual's having filed with CHRO within its 300 filing period.
Students may file with the Office of Civil Rights (OCR), U.S. Department of Education
(DOE), 8t floor, 5 Post Office Square, Boston MA 02109-3921, Phone: (617) 289-0111,

Fax: (617) 289-0510, E-mail: OCR.boston@ed.gov.

I have read the above information regarding my rights and understand that it is my
responsibility to cooperate fully during the investigation, to maintain confidentiality, and

to file a separate complaint if | believe that | have been discriminated against or
retaliated against because of my participation in or cooperation with this investigation.

Complainant's/Respondent’s Signature Date



POLICY AND PROCEDURES GOVERNING SEXUAL HARASSMENT

SECTION 1. PURPOSE

Southern Connecticut State University reaffirms and emphasizes its commitment to
maintain a workplace and educational environment free from sexual harassment.
Sexual harassment is reprehensible and subverts the mission of the university and will
not be tolerated at Southern Connecticut State University. It threatens the careers of
faculty and staff, and the educational experience of our students. The purpose of this
policy is to prevent sexual harassment and to offer students and employees who believe
they have been sexually harassed a means to redress any such claim with the goal of
ending the harassment and providing an environment conducive to learning and
working. Retaliation against an individual who complains about sexual harassment or
who cooperates with an investigation of a complaint is unlawful and, if found to have
occurred, will not be tolerated by the University.

SECTION 2. STATUTORY AUTHORITY

Sexual harassment is prohibited by Title IX of the Education Amendments of 1972, Title
Vi of the Civil Rights Act of 1964, Section 46a-60 of the General Statutes of
Connecticut and University policy. It is the intention of the University to take whatever
appropriate action may be needed to prevent, correct, and if necessary, discipline
behavior that violates this policy.

SECTION 3. POLICY STATEMENT

All members of the University community shall conduct themselves in an appropriate
manner with concern, dignity and respect for others. The University community includes
students, employees, and non-employees when they conduct business on University
property.

Sexual harassment may occur between employee and employee, employee and
student, or student and student. Complaints of sexual harassment within the University
will be taken seriously and investigated. Any member of the University community who
violates this policy is subject to the full range of disciplinary action. Sexual harassment
in some instances need not be intentional to violate this policy.

In the event of a charge of sexual harassment, a defense based upon consent when the
facts establish an employee/student or supervisor/employee relationship existed will be
given little weight. Since any significant power differential between members of the
University community makes voluntary consent questionable, members of the faculty



and staff are expected to be aware of their professional responsibilities and avoid
apparent or actual conflict of interest.

An individual with a complaint concerning sexual harassment has a right to be heard. By
means of these procedures, the university provides an opportunity for an individual
(Complainant), without fear of retaliation, to express a complaint and to seek a prompt
and equitable resolution while protecting the rights of the person against whom the
complaint has been filed (Respondent). These procedures shall be available to any
person who, at the time of the act complained of, was an employee, student, or
applicant for employment or admission to the University.

SECTION 4. DEFINITION OF SEXUAL HARASSMENT

"Any unwelcomed sexual advances or requests for sexual favors or any conduct of a
sexual nature when (1) submission to such conduct is made either explicitly or implicitly
a term or condition of an individual's employment, (2) submission to or rejection of such
conduct by an individual is used as the basis for employment decisions affecting such
individual or (3) such conduct has the purpose or affect of substantially interfering with
an individual's work or academic performance or creating an intimidating hostile or
offensive working environment." In an academic setting sexual harassment would also
include any unwelcome sexual advances or requests for sexual favors or any conduct of
a sexual nature when submission to or rejection of such conduct by an individual might
affect academic or personnel decisions that are subject to the influence of the person
making the proposal.

The law currently recognizes two forms of sexual harassment:

Quid Pro Quo
Unwelcomed sexual advances, requests for sexual favors and other verbal or physical
conduct of a sexual nature when:

Submission to such conduct is made either explicitly or implicitly a term or condition of
an individual's academic work or employment; or Submission to or rejection of such
conduct by an individual is used as the basis of employment or academic decisions
affecting such individuals; and

Hostile Environment
Such contact affects or interferes with an individual's work or academic performance or
creates an intimidating, hostile or offensive academic or working environment. Hostile



forward with complaints regarding sexual harassment and to seek assistance from
University officials. The University cannot insure confidentiality upon receipt of a
complaint of sexual harassment; however, dissemination of information relating to the
case should be limited, in order that the privacy of all individuals involved is
safeguarded as fully as possible to the extent permitted by law. The University will
enforce compliance with the non-retaliation provision of this policy. The University may
proceed to investigate a complaint without the consent of the individual who originally
filed the complaint.

The University Counseling Service and the Women's Center are available to provide
assistance and guidance to individuals who have complaints about sexual harassment.
An individual who comes to a member of the staff or counselor with a concern regarding
alleged sexual harassment will be encouraged to file a sexual harassment complaint.
However, the counselor will to the extent permitted by law, upon the individual's request,
maintain the confidentiality of the information provided to the counselor.

SECTION 7. COMPLAINT PROCEDURES

A complaint alleging a violation of this policy should be directed to one of the following
University officials: Director of Diversity & Equity Programs, Appropriate Dean,
Supervisor, or Vice-President.

INFORMAL PROCESS
Complaints should be lodged as soon as possible after the alleged incident.

The University official who receives the complaint will advise the Complainant of the
formal and informal resolution alternatives. With the Complainant's consent, the
University official to whom the complaint was brought will assist in the resolution of the
problem with the involved parties or direct them to the appropriate party who can aid in
resolving the dispute. The complaint will be considered "open for informal resolution”.
Matters referred for informal resolution must be closed or referred to the Director of
Diversity & Equity Programs for resolution within thirty (30) days of the lodging of the
initial complaint.

The University official to whom the complaint is brought must either contact or refer the
Complainant to the Office of Diversity and Equity Programs:



Provide the Complainant with a copy of the Sexual Harassment Policy. Advise the
Complainant as to the options available under this policy, including, but not limited to,
the 180 day time limit for filing a CHRO complaint. Notify the Director of Diversity and
Equity Programs, in writing, of the complaint within 48 hours with a statement of how the
matter will be handled; and Notify the Respondent within 15 days of the lodging of the
initial complaint.

FORMAL PROCESS

If the informal process is unsuccessful or if the Complainant employee wishes to

bypass the informal process, he/she may file a formal complaint with the Director of
Diversity and Equity Programs within 180 calendar days of the alleged harassment
giving rise to the complaint. If a University official becomes aware of a claim of
harassment and believes that the claim has merit and requires further investigation, the
University official can file a formal complaint. Although the University will attempt to keep
the Complainant's name confidential, the Complainant cannot be given an absolute
promise of confidentiality. This does not mitigate the University's belief that all
participants should maintain confidentiality. The Complainant will be informed that the
University official intends to file a formal complaint and will explain to the Complainant
what the University will do to prevent, and if necessary, to address acts of retaliation.
The Complainant and the Respondent shall have the right to representation, and shall
be afforded due process. Anyone wishing to file a formal complaint will be asked to put
the complaint in writing; alternatively, the University official who received the informal
complaint may opt to reduce the complaint to writing in order to proceed with the
investigation. A written complaint shall include the name of the Complainant, the name
-of the Respondent, the date(s) of the alleged harassment, the location of the alleged
harassment, a description of the incident(s), including any statements made by those
present at the incident and a list of all known witnesses. The Complainant should also
indicate whether any specific remedy is being sought. The Director of Diversity and
Equity Programs will notify in writing the Respondent that a complaint has been filed and
provide him/her a copy of the complaint, a copy of the Sexual Harassment Policy and all
accompanying material within seven (7) calendar days of the filing. Within fifteen (15)
calendar days of the filing of the formal charge, the Director of Diversity and Equity
Programs will afford all parties the opportunity to participate in mediation. The University
will designate a mediator who has been trained to mediate such disputes. If the
Complainant or the Respondent decides not to participate in mediation or if the
mediation is not successful, the Director of Diversity and Equity Programs will further



investigate the charges. The purpose of the investigation is to gather information and
verify the facts in the dispute. The Director of Diversity and Equity Programs has the
authority to interview witnesses and to review personnel files. Investigations will be
conducted in a fair and impartial manner. The Complainant and the Respondent will be
given the full opportunity to present his/her position. The findings in the investigation will
be made available to all parties and submitted to the President within forty-five 45)
calendar days of the filing of the formal complaint.

The findings in the investigation can include the following:

No violation of the policy has occurred based upon the information available and no
further action is warranted; The parties have reached a mutually acceptable resolution
that complies with the Sexual Harassment Policy and any applicable collective
bargaining agreements; or There is a reason to believe that the Respondent has
engaged in conduct violating this policy, a mutually acceptable resolution cannot be
reached and further action by the University is warranted.

APPEAL OF FINDING

Upon a finding by the Director of Diversity and Equity Programs that the University
policy has been violated, the Respondent shall have ten (10) days to appeal said finding
to the Sexual Harassment Appeals Panel. This Panel, appointed by the President, will
have been trained in the area of Sexual Harassment law and administrative process. It
will be comprised of five (5) members representing the following University
constituencies:

Instructional Faculty (AAUP) Administrative Faculty/Staff (SUOAF-
AFSCME)Clerical/Maintenance (AFSCME)Students (Student Government
Association)At-large (Presidential Discretion).

The Panel shall hear the appeal within thirty (30) days of its filing. The Panel's charge
will be to ascertain the validity of the Director of Diversity and Equity Programs finding,
then either uphold said finding, modify it, or overturn it. In any event, the decision should
be rendered within thirty (30) days of said hearing and presented to the President.

The conduct of said hearing shall follow standard administrative law procedure and
though formal in process, shall not strictly adhere to traditional rules of evidence or civil
procedure. However, both Complainant and Respondent will be permitted to be



represented by counsel, or an advocate. The Panel will ensure that both Complainant
and Respondent have access to all relevant documents to the extent permitted by law.
Access shall include but not be limited to all documents presented to or considered by
the panel. '

Should the panel uphold the finding of the Director of Diversity and Equity Programs
that the Sexual Harassment Policy has been violated, the Respondent can then appeal
only to the President.

Should the panel overturn said finding of the Director of Diversity and Equity Programs,
the case is disposed of as far as the University is concerned. However, once overturned
the Complainant can then at his/her option file his/her complaint with the Connecticut
Commission on Human Rights and Opportunities (CHRO), the Equal Employment
Opportunity Commission (EEOC), the Office of Civil Rights (OCR) or exercise whatever
legal options he/she chooses.

SANCTIONS

In the event of finding that a violation of the policy has occurred, and a mutually
agreeable resolution has not been reached to the satisfaction of the parties and the
University, appropriate corrective actions for staff and faculty will be governed by the
disciplinary articles of the appropriate collective bargaining agreement, the personnel
policies if there is no collective bargaining agreement in effect, or for the students the
disciplinary articles under the Student Code of Conduct.

SECTION 8. RETALIATION

Swift and appropriate action will be taken against any member of the University
community who is found to have retaliated against any other member of the University
community because he/she reported sexual harassment, assisted in the investigation of
a sexual harassment complaint, or testified or otherwise participated in a proceeding or
hearing relating to an allegation of sexual harassment within the University. Retaliation
may include, but is not limited to, any form of hostility, intimidation, reprisal or
harassment.

SECTION 9. ALTERNATIVE LEGAL REMEDIES

Nothing contained in the Policy is intended to deny any member of the University
community the right to pursue other avenues of recourse in the event he/she believes
that he/she has experienced sexual harassment. Such recourse may include filing



charges with a state or federal enforcement agency, or initiating civil or criminal action
under state and federal law.

SECTION 10. DISSEMINATION OF POLICY

This Policy shall be conspicuously posted throughout each school building in areas
accessible to students, faculty and staff members. This policy shall appear in the
student handbook and faculty handbook and shall be reviewed periodically for
compliance with state and federal law.

FOR FURTHER INFORMATION ABOUT THIS POLICY OR FOR HELP WITH A
SEXUAL HARASSMENT PROBLEM, CONSULT — The Director of Diversity and Equity
Programs, Paula Rice, Buley Library 208, (203) 392-5568. For more general information,
you may contact the Connecticut Commission on Human Rights and
Opportunities(CHRO), 450 Columbus Boulevard, Suite 2 Hartford, CT 06103; (860)
541-3400, the Equal Employment Opportunity Commission (EEOC), One Congress
Street, 10th Floor, Suite 1001, Boston, Massachusetts, 02114; (800) 669-4000, (617)
565-3200 or the Department of Education (DOE), Boston Office, Office of Civil Rights
(OCR), Room 222, J W McCormack Building, Post Office and Court House, Boston, MA
02109; (617) 223- 9662. The policy will include an appendix with names and addresses
of university officials, student counseling, Women's Center, etc. that can be changed as
needed.



PROCEDURES FOR DISCRIMINATION AND HARASSMENT COMPLAINTS

The following procedures are designed to provide an internal process for the handling of
complaints involving claims of discrimination or harassment. Such claims may arise
from violation of federal or state statutes or University policy or regulations. In addition,
a complaint may be filed with state and federal civil rights enforcement agencies,
generally within 180 calendar days of the date of the alleged discriminatory event.

Any complainant who believes that he or she is a victim of discrimination or harassment
in violation of University policies is encouraged to promptly notify the alleged perpetrator
(the "respondent") verbally or in writing that his or her conduct is unwelcome. Such an
action may cause the offending conduct to cease as well as help to maintain a
discrimination and/or harassment free environment. Regardless of having given this
notice, the complainant may initiate a complaint under the policies by bringing the
matter to the attention of any one of the following: Director of Diversity and Equity
Programs, appropriate Dean, appropriate Vice President or Associate Vice President, or
supervisor.

Complainant(s) are encouraged to file as soon as possible following the alleged
discriminatory act. The internal complaint will be resolved within ninety (80) calendar
days of the incident. :

The Complainant should understand, however, that the state civil rights agency, CHRO,
also has a 180 day time limit for filing a claim of discrimination and that filing a complaint
under this SCSU policy does not affect that timeline.

Individuals filing complaints internally will be 1) informed of and provided a copy of
University policies on non-discrimination and/or sexual harassment 2) asked if they wish
to pursue the complaint on an informal or formal basis, and 3) advised that they have
the tight not to be retaliated against for bringing the complaint and that the University
will not tolerate retaliation. Individuals will be further advised that they have the legal
right to file a complaint with the Connecticut Commission on Human Rights and
Opportunities, the United States Equal Employment Opportunity Commission, the U. S.
Department of Labor, Wage and Hour division, and any other agencies, state, federal,
or local, that enforce laws concerning discrimination in employment. When appropriate,
the ODE may also recommend confidential counseling or other support services that
provide victim assistance.

If the complaint is initially received by another university official, it shall be promptly
forwarded to the Director of Diversity and Equity Programs. If the complaint is verbal,
the person receiving the complaint shall make a written summary and request that the
complainant sign it. Any supervisor who has witnessed or becomes aware of the alleged
occurrence of discrimination or harassment, or who receives a complaint of
discrimination or harassment, involving a person within their purview is required to
report the matter to the Director of Diversity and Equity Programs and to take prompt
corrective action as appropriate. Failure of the supervisor to report the incident or take
appropriate corrective action shall be a violation of this policy and shall constitute
misconduct subject to disciplinary action.



The Director will review the complaint and, at this stage or at a later stage after further
investigation, determine whether the acts complained of, as stated by the complainant,
constitute a violation of the Discrimination and Sexual Harassment Prevention Policy
("Policy"), and if not the complainant will be so informed. The Director may still
recommend that informal resolution be pursued, particularly in the situation where the
Director determines that the complaint involves unprofessional or other objectionable
behavior, but not discrimination or harassment on the basis of a protected class
category as defined in the Policy. If the Director determines the alleged acts may
constitute a violation of the policy, investigation will proceed as set forth in the Formal
Process below, unless the matter is satisfactorily resolved through the Informal Process.

Informal Process

In some circumstances informal resolution of a complaint agreeable to both parties may
be more satisfactory than proceeding directly to a formal complaint. Under this policy,
there are essentially two types of informal resolution: (1) with complainant's agreement,
an informal resolution by the appropriate Dean, Associate Vice President or Vice
President, and/or (2) mediation between the parties arranged by the Office of Diversity
and Equity Programs.

In the informal process of resolution with the department head or supervisor,
appropriate Vice President or Dean or other designated university official, he/she takes
some action to eliminate the causative factors precipitating the original complaint, stop
the offending behavior, and resolve the complaint in a manner that is equitable and
timely to all parties. In this case, however, the university official taking this action is
required to promptly inform the Office of Diversity and Equity Programs of the '
allegations as well as how he/she proposes to eliminate or resolve the situation
resulting in the complaint.

In appropriate cases, the complainant and respondent may agree to pursue mediation
and the Office of Diversity and Equity Programs will arrange for a mediator who is
mutually acceptable to both parties. The mediator will consult with and advise both the
complainant and the respondent about the mediation process. If the mediation results in
a mutually acceptable agreement, copies of the agreement will be forwarded to the
Director of Diversity and Equity Programs for review and monitoring. If the mediation
does not result in an agreement, the case will be returned to the Office of Diversity and
Equity Programs to proceed through the formal process.

Complainant(s) are encouraged to file as soon as possible following the alleged
discriminatory act. The internal complaint will be resolved within ninety (90) calendar
days of the incident.

Formal Process
If the informal process is unsuccessful or if the Complainant wishes to proceed directly

to the formal process, the complainant must file a written complaint within 180 days
following the act or omission giving rise to the complaint or the date on which the



complainant knew or should have known of such act or omission. The written complaint
should follow the format in Appendix A.

The Office of Diversity and Equity Programs will notify the respondent in writing that a
complaint has been filed and provide him/her with a copy of the complaint with any
attachments, the discrimination and or sexual harassment policy. Respondents shall be
informed of the allegations and be given an opportunity to respond orally or in writing.

Within fifteen (15) calendar days of filing of the formal complaint, the Director of
Diversity and Equity Programs may afford the parties an opportunity to mediate a
resolution to the complaint. The university will designate an individual who has been
trained to mediate such complaints.

If the complainant or the respondent decides not to participate in mediation or if the
mediation is not successful, the Director will further investigate the complaint. The
investigation may include, but not be limited to, interviewing witnesses deemed
appropriate and obtaining written statements, propounding written questions, reviewing
any documents or files deemed relevant, and interviewing the parties to the complaint.

The Office of Diversity and Equity Programs shall issue a written report of findings,
including recommended action(s), to the President within ninety (90) days of receipt of
the formal complaint. The complainant and respondent shall be notified in writing of the
findings by the Office of Diversity and Equity Programs.

If the Office of Diversity and Equity Programs finds a reasonable cause to believe that a
violation of this policy has occurred, the complaint will be referred to the appropriate
member of management for a decision on what, if any, further action is warranted,
including whether to pursue formal disciplinary action up to and including termination.
The process for disciplinary action will be governed by the applicable sections of the
collective bargaining agreement, the personnel policies if no collective bargaining
agreement is in effect, or for students, the disciplinary articles of the Student Code of
Conduct.

This procedure for formal investigation of complaints regarding violations of the policies
governing discrimination and harassment shall be conducted in accordance with
applicable collective bargaining agreements of the University.

Procedure for Review of Findings (applicable to AAUP members only)

Within ten (10) calendar days of receiving the notice of the findings from the Director of
the Office of Diversity and Equity Programs , a faculty member who brought the
complaint may request a review, by the Discrimination and Harassment Complaint
Review Committee, of an ODE finding that the discrimination or sexual harassment
policy has not been violated. If the Office of Diversity and Equity finds that the policy has
been violated, and the respondent is also an AAUP member, that faculty member may
also request review by the Committee. The request for review must be submitted in
writing to the Director of the Office of Diversity and Equity Programs and include a
statement describing in detail the grounds for the review request. The grounds for



review will be limited to a) violations of complaint procedures; and b) additional
evidence, which was not available during the investigation. The findings of the Office of
Diversity and Equity Programs will be binding on all parties unless the complainant or
the respondent files a request for review within ten (10) calendar days of receipt of the
findings.

Upon receiving the written request, the Director of Diversity and Equity Programs shall
forward copies of the request to the Associate Vice President for Human Resources and
Labor Relations or designee, and the SCSU-AAUP President or designee. If a request
for review is filed, the complainant and respondent shall have access to all relevant
documents to the extent permitted by law. Access shall include, but not be limited to, all
documents presented to or considered by the Committee.

Within thirty (30) days of filing the request for review, the Panel shall be convened for
the purpose of reviewing the findings and recommendations of the Office of Diversity
and Equity Programs. The Committee shall consist of three members selected from a
volunteer panel of reviewers who will serve two-year terms. The panel will include
SCSU full-time faculty members, members of the administration, and individuals from
other campus constituencies. When a Committee must be convened, one faculty
member, one member of administration, and one member from one of the other campus
constituencies will be selected. Every effort will be made to rotate the selection of
Committee members. The panel of reviewers will be given an orientation on the nature
of the review process, and prohibited forms of discrimination, including harassment.

The Committee's responsibility will be to review the complaint and the ODE findings and
recommendations and submit a report to the President. The proceedings of the review
panel are informal. The Committee should not consider cumulative, repetitious, or
irrelevant evidence. In discharging their duties, the Committee may interview the
principals in the specific complaints, review complaint records, and have access to
additional relevant records, which may not already be included with the Office of
Diversity and Equity Programs file.

Within thirty (30) days of convening, the Committee shall forward their findings and
recommendations to the President in writing.

Upon receipt of the Committee's report, the President will make the final decision as to
the disposition of the complaint. The President will give written notice of his or her
decision to the Complainant, the Respondent, the Committee, and the ODE within thirty
(30) calendar days of the receipt of the Committee's report. If the President's decision
upholds a recommendation that action(s) are required to remedy a violation, the
President will refer the matter to the appropriate university administrator who will decide
what further action is warranted, including any disciplinary action.

Filing a False Complaint

Any member of the University community who knowingly files a false complaint of
discrimination or harassment, or who knowingly provides false information to or



intentionally misleads any University official who is investigating a complaint, is subject
to disciplinary action.
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DISCRIMINATION COMPLAINT FORM
COMPLAINANT'S NAME:

CAMPUS ADDRESS:

TELEPHONE NUMBER WHERE COMPLAINANT CAN BE REACHED:

BASIS OF DISCRIMINATION: (e.g. race, color, sex, etc.)

RESPONDENT (S):

STATEMENT OF COMPLAINT:

SIGNATURE OF COMPLAINT:

DATE:

(ATTACH SUPPORTING DOCUMENTATION)

Appendix A



SOUTHERN CONNECTICUT STATE UNIVERSITY
OFFICE OF DIVERSITY & EQUITY PROGRAMS DECISION

Notice to complainant and respondent to include:

In the matter of:

Date of decision:

Basis of the complaint:

Findings of fact:

Decision:

Recommendation (if applicable):

Contact information of the investigator:

Freedom of Information contact:

Signature of the Director of Diversity & Equity Programs:

Date of notification:

Appendix B




SOUTHERN CONNECTICUT STATE UNIVERSITY
APPEAL FORM
OFFICE OF DIVERSITY & EQUITY PROGRAMS
INVESTIGATOR'S DECISION

Name of person filing appeal:

Home address:

Campus Address:

Telephone number where complaint can be reached:

Procedures violated during processing of complaint and/or errors claimed to have been

made in Diversity & Equity Programs Investigator’s decision:

Signature:

Date:

(Attach supporting documentation)

Appendix C




APPENDIX D
NAMES AND ADDRESSES OF UNIVERSITY OFFICIALS

Office of Diversity & Equity Programs Athletics
Paula Rice James Moran

Interim Director of Diversity & Equity Programs Director of Athletics
(203) 392-5899 (203) 392-2605
ricep1@southernci.edu Moore Field House

moranj1@southernct.edu

Office of the Dean of Student Affairs

Dr. Jules Tetreault

Assistant VP and Dean of Student Affairs
Interim Title IX Coordinator

Engleman Hall A106

tetreaultid @southernct.edu

Human Resources

Diane Mazza

Director

Wintergreen Building
(203) 392-5405 voice
mazzad3@southernct.edu

University Student Counseling Services
(203) 392-25475 voice

(203) 392-25478 fax

Engleman Hall B 219

University Women's Center
Cathy Christy
203-392-6946 voice

203 392-5867 fax
Christyc1@southernct.edu

University Campus Police

Chief Joseph Dooley

10 Wintergreen Avenue, Granoff Hall
(203) 392-5375
Dooleyi1@southernct.edu

Rev. 1/15



NOTIFICATION OF COMPLAINT INVESTIGATION

The Office of Diversity and Equity Programs received a complaint alleging
discrimination/harassment. You are named as a respondent to this complaint. This
office is responsible for conducting an investigation of any complaints alleging
discrimination to determine whether there has been a violation of the University’s policy.
In accordance with Public Act 03-151 codified in the CGS 46a-68(b)
sections (4) (A-C):
(4) Each person designated by a state agency, department, board
or commission as an affirmative action officer shall
(A) be responsible for mitigating any discriminatory conduct within
the agency, department, board or commission,
(B) investigate all complaints of discrimination made against the
state agency, depariment, board or commission,
(C) report all findings and recommendations upon the conclusion of
an investigation to the commissioner or director of the state agency,
department, board or commission for proper action.

If you are a member of a bargaining unit, you have the right to have a union
representative present during this interview. A copy of the complaint is attached and
your Rights and Responsibilities are attached. The university’s anti-discrimination
policy and complaint procedures are available at:

http://www.southernct.edu/diversityequity/policyonnon-
discriminationandsexualharassmentprevention/

hitp://www.southernct.edu/diversityequity/sexualharassmentpreventionpolicy/

If there are questions or concerns, you may reach me at (203) 392-5568
ricep1@southernct.edu. Thank you for your cooperation in this matter.

Paul Rice
Director of Diversity & Equity Programs & Title [X Coordinator

Office of Diversity and Equity Programs
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13. Goals Analysis
Section 46a-68-90



1.

GOALS ANALYSIS
Hiring Goal Achievement

For all executive level positions, advertisements were placed in the Chronicle of
Higher Education, Diverse Issues in Higher Education and Hispanic Outlook in Higher
Education. Ads were also placed in relevant professional websites, list servs and
journals. Position announcements were placed on the Southern Connecticut State
University’s and the Connecticut State Colleges and Universities (CSCU) websites
and sent to female and diverse minority recruitment lists.

Category 1 Executive, Management
Hiring Goals: 1HM, 1HF
Hires: 2 HF

Vice President for Diversity, Equity & Inclusion

A goal was met with the hire of one (1) Hispanic female as the Vice President for
Diversity, Equity & Inclusion

Qualifications: A terminal degree in an appropriate academic discipline; a record of
successful and progressively more responsible leadership and administrative
experience in higher education in diversity-related work; demonstrated ability to use
and provide feedback, to include multiple viewpoints in decision-making and to be
able to be decisive and diplomatic leader who manages ambiguity and uncertainty;
demonstrated deep awareness of structural inequity and a track record of initiating
and managing institutional change to address it; an understanding of the research,
current literature, and best practices relevant to diversity, equity, inclusion and social
justice; A commitment to shared governance and experience working in a collective
bargaining environment.

This position will report directly to the President and will serve as a member of the
President’s cabinet. The VP will supervise the Office of Institutional Equity, which
consists of a Director/Title IX Coordinator, a Diversity and Equity Associate and an
Administrative Assistant. The ideal candidate will be a nationally recognized diversity
practitioner steeped in the research and literature of social justice, diversity, equity
and inclusion and with proven success in curriculum development, faculty
development, communication and external relations. The ideal candidate will be an
able and well-informed leader who is prepared to work effectively with the President
and serve as a senior leader of the University, who understands the importance of
campus culture and climate and the distinctive interests of multiple constituencies; a
resilient mission-oriented leader; a strong social justice advocate; an astute financial
manager; a community-builder; an exceptional communicator and leader.

Applicants: 34

Three (3) White males, three (3) White females, thirteen (13) Black males, ten (10)
Black females, one (1) Hispanic male, two (2) Hispanic females, one (1) AAIANHNP!I
male and one (1) Unknown male



Applicants Rejected: 24

Three (3) White males, three (3) White females, nine (9) Black males, seven (7)
Black females, one (1) Hispanic female and one (1) Unknown male

Interviewed: 10

Four (4) Black males, three (3) Black females, one (1) Hispanic male, one (1) Hispanic
female, and one (1) AAIANHNPI male

The selected Hispanic female goal candidate met the required qualifications.
She had experience working at several large and medium sized institutions. She had
knowledge of both academic and student affairs. She had experience working with
senior officers on campus-wide strategic plans focused on increasing and retaining
the number of underrepresented students, faculty and staff through programming,
mentorship, and the development of institutional policies. She worked with senior
leadership teams in her present position to promote greater access and inclusion
through systemic and structural change, ensuring that all students, faculty, and staff
reach their fullest potential. She held positions with two decades of experience in
administrative leadership in social justice and had a background of teaching and
research experience in ethnic studies.

The unmet hiring goal in the Executive Management searches is for 1 Hispanic
Male.

2. Associate Vice President for Academic Affairs

One (1) Hispanic female as the Associate Vice President for Academic Affairs

Qualifications: Experience as a faculty member at the rank of Associate Professor
or above; Three (3) years of academic leadership/administrative experience; A
thorough understanding of curriculum and program development, review,
assessment, and accreditation and excellent organizational and analytical skills and a
facility for detailed work; Supervision experience; A demonstrated commitment to
equity, diversity and inclusion; the ability to build relationships and work effectively
with a broad range of faculty and staff, A commitment to shared governance and
experience working in a collective-bargaining environment; A strong work ethic and
the highest integrity.

This position will assist the Provost with matters of curriculum. This includes
coordinating the program/course approval process between academic departments,
colleges and schools, campus curricular bodies, and the Board of Regents.
Supervises the directors of related academic programs; provides administrative
oversight of academic program review; oversee internal, contractually allocated
grants and faculty travel allocation and review processes; and to serve as needed as
the Provost's designee for external events and, meetings.

Applicants: 46



Twenty (20) White males, sixteen (16) White females, two (2) Black males, one (1)
Hispanic male, one (1) Hispanic female, five (5) AAIANHNPI males and one (1)
AAIANHNPI female

Applicants Rejected: 42

Twenty (20) White males, fourteen (14) White females, two (2) Black males, one )]
Hispanic male, and five (5) AAIANHNPI males

Explanation for Goal Applicants rejected:

Goal established for Hispanic female was met in the previous search.

One (1) Hispanic male did not have the required three (3) years of academic
leadership/administrative experience; a thorough understanding of curriculum and
program development, review, assessment, and accreditation; organizational,
analytical skills and or supervision experience.

Interviewed: 4
Two (2) White females, one (1) Hispanic female and one (1) AAIANHNPI female

The goal for Hispanic female was previously achieved.

The selected Hispanic female candidate met the required qualifications. She had
worked as an Assistant Dean of the School of Liberal Arts and Sciences and as a Director
of Academic Programs at Purchase College, State University of New York. She was a
founder of the Communication Program at California State University, Channel Island,
where she also worked as a co-director of the Center for Community Engagement. At
Baruch College, CUNY, she was a Deputy Director of the Graduate Studies Program in
Corporate Communication. She had also served six years as a Director of Campus
Solutions at Taskstream, where she provided consultations in online and onsite software
programs where she worked closely with many accreditation agencies. She provided
information on all these projects and initiatives that she participated in or coordinated and
achievements that she has made related to academic affairs. She had supervised
professional, faculty and administrative staff.

Category 2- Faculty

For all faculty positions, advertisements were placed in the Chronicle of Higher
Education, Diverse Issues in Higher Education and Hispanic Outlook in Higher
Education, Higher ED jobs. Ads were also placed in relevant professional websites,
list servs and journals. Position announcements were placed on the Southern
Connecticut State University's and the Board of Regents for Higher Education’s
websites and sent to female and diverse minority recruitment lists.

Professor
Hiring goals: 1BF, 1HM, 2HF
Hires: None



Associate Professor

Hiring goals: 2WF, 2 AAIANHNPI M
Hires: 3WM, 4WF, 1BF, 1 AAIANHNPI M

1. Associate Professor Management
Specialization(s): Business Information Systems

A goal was met with the hire of one (1) White female as an Associate Professor
in Management

Required Qualifications: A research doctorate in management or related field is
required, preferably from an AACSB accredited institution. ABD applicants will be
considered. Earned doctorate must be completed within two years of appointment.
Alternatively, applicants with an appropriate terminal degree and substantial, recent
senior-level practitioner experience will be considered. Candidates must establish their
ability to be qualified under our AACSB standards. All candidates must be able to
teach effectively at the university level to a diverse group of undergraduate and/or MBA
students. Candidates must demonstrate an ability to engage in meaningful scholarship.
Candidates must have excellent oral and written communication skills.

Preferred Qualifications: Preference will be given to candidates with: Experience
teaching classes in hybrid and online formats, evidence of creative teaching innovation,
an ability to publish high-impact research, an active research agenda, industry or
consulting experience, a research agenda and teaching experience that complements
departmental needs.

Applicants: 21

Five (5) White males, one (1) White female, two (2) Black males, one (1) Black
female, nine (9) AAIANHNPI males, one (1) AAIANHNPI female and two (2)
Unknown males

Applicants Rejected: 18

Five (5) White males, one (1) Black male, one (1) Black female, nine (9) AAIANHNPI
males, and two (2) Unknown males

Interviewed: 3
One (1) White female, one (1) Black male, and one (1) AAIANHNPI female

The selected White female goal candidate met the required and preferred
qualifications. She had experience mentoring and advising students and she had done
research and publications on a variety of management topics. She also had been
involved with curriculum development and had procured some grants in the field. Her
presentation contained specific information and details and she clearly explained the



student activity piece because the students completed it and asked questions on topic and
finished within the allotted time fame.

2&3. Associate Professor Nursing

Specialization(s): Nursing Education (Two Positions)

One (1) goal was met with one (1) of two (2) White Females hired as an
Associate Professors in Nursing '

Required Qualifications: Research based doctorate (PhD, DNSc, EdD, or another
comparable research degree). All candidates are required to have a graduate degree
(master’s or doctorate) in Nursing; Current Connecticut RN or APRN license (or
eligible); Teaching experience at the graduate level in an institute of higher education;
Experience with integrating technology into teaching and/or facilitating on-line
instruction; Excellent oral and written communication skills; Demonstrated record of
scholarship, leadership, and capacity to secure external funding commensurate at the
level of associate or full professor.

Preferred Qualifications: Experience in dissertation, thesis or special project
advisement at the master’s and/or doctoral level; Certification as a Clinical Nurse
Leader (CNL); Certification as a Certified Nurse Educator (CNE); Experience in serving
as a coordinator and/or director of undergraduate or graduate programs; Demonstrated
ability to mentor faculty in student-centered teaching strategies, curriculum related
activities and ongoing professional development.

Applicants: 13
Eleven (11) White females, and two (2) AAIANHNPI females

Applicants Rejected: 9
Seven (7) White females, and two (2) AAIANHNPI females

Interviewed: 4
Four (4) White females

The selected White female goal candidate met the required and preferred
qualifications. She had experience teaching classes for registered nurses in the
healthcare setting and master's level as an adjunct. She had clinical teaching experience
and participated in multiple peer reviewed presentations at conferences and had
technology experience using newer technology tools. She had detailed her teaching
philosophy and stated she was also nominated for a Nightingale Award. She spoke about
her poster presentations, letters of feedback on her past performances and some of her
recent publications.

The selected White female candidate met the required and preferred
qualifications. She had experience as an educator teaching undergraduate students
and has held administrative roles such as Chair and Associate Dean of her



department. She had scholarship and presentation experience and has gone through
accreditation on her campus. She has led students on trips to Central American and
Europe and specialized in community and pediatrics. She has also written grants and
served as the grant administrator.

4. Associate Professor Marketing

Specialization(s): Strategic Marketing, Global Marketing, Digital Marketing,
Social Media Marketing, B2B Marketing, Supply Chain Management,
or Other Specializations of Interest

A Goal was met with the hire of one (1) AAIANHNPI Male hired as an Associate
Professor in Marketing

Applicants: 38

Four (4) White males, three (3) White females, eighteen (18) AAIANHNPI males, ten
(10) AAIANHNPI females and three (3) Unknown males

Applicants Rejected: 28

Four (4) White males, three (3) White females, thirteen (13) AAIANHNPI males,
seven (7) AAIANHNPI females and one (1) Unknown male

Interviewed: 10

Five (5) AAIANHNPI males, three (3) AAIANHNPI females and two (2) Unknown
males

The selected AAIANHNPI male goal candidate met the required and preferred
qualifications. He had focused interactions with students throughout his teaching
presentation. All his examples were detailed and clearly directed to students. He

explained his research background and five publications, and he is presently working on

another research project. He also had worked five years in the industry as a software
engineer and a marketing consultant.

The unmet hiring goal in the Associate Professor searches is for 1 AAIANHNPI
Male.

5. Associate Educational Leadership and Policy Studies

Specialization(s): Admin Leadership/School Leadership

One (1) White Male was hired as an Associate Professor in Educational
Leadership and Policy Studies



Required Qualifications: Doctorate in Educational Leadership or similar field from an
accredited institution; Evidence of emerging body of research, scholarship and
publication; interest in and ability to work in culturally diverse settings; Background in
instructional leadership, organizational development, and policy; Demonstrated
excellence in teaching educational leadership courses.

Preferred Qualifications: P-12 teaching/leadership experience; Demonstrated
experience as an educational leader; Knowledge and skills in contemporary school
reform; Teaching experience at the graduate level and applied knowledge of
quantitative research methods; Serve on doctoral dissertation committees and
demonstration use of technology to enhance student learning.

Applicants: 32

Six (6) White males, eight (8) White females, three (3) AAIANHNPI males, four (4)
AAIANHNPI females, and eight (8) Unknown males and three (3) Unknown
unknowns

Applicants Rejected: 25

Two (2) White males, seven (7) White females, three (3) AAIANHNPI males, two (2)
AAIANHNPI females, eight (8) Unknown males and three (3) Unknown unknowns

Explanation for Goal Applicants rejected:
The goals for White female have been previously achieved.

One (1) AAIANHNPI male did not have the required P-12 teaching/leadership
experience.

Two (2) AAIANHNPI male did not have the required Doctorate in Educational
Leadership or similar field.

Interviewed: 7
Four (4) White males, one (1) White female, and two (2) AAIANHNPI females

The goals for White female have been previously achieved.

The selected White male candidate met the required and preferred qualifications.
He had served as a Program Chair in his current faculty position. He has ethical
leadership experience and K-12 experience. He had received awards on his related
research experience; AERA and ASSA and had a variety of peer reviewed publications.
He used new technology in his presentation and used theory into practice. He also taught
undergraduate and graduate courses including the doctoral level.

6. Associate Management
Specialization(s): The Blue Economy

One (1) White Male was hired as an Associate Professor in Management

Required Qualifications: A research doctorate in management or related field is
required, preferably from an AACSB accredited institution. ABD applicants will be



considered. Earned doctorate must be completed within two years of appointment.
Alternatively, applicants with an appropriate terminal degree and substantial, recent
senior-level practitioner experience will be considered. Candidates must establish
their ability to be qualified under our AACSB standards. All candidates must be able
to teach effectively at the university level to a diverse group of undergraduate and/or
MBA students. Candidates must demonstrate an ability to engage in meaningful
scholarship. Candidates must have excellent oral and written communication skills.
Candidates must have teaching and research interests that are meaningfully and
substantively relevant to the Blue Economy.

Preferred Qualifications: Experience teaching classes in hybrid and online formats,
evidence of creative teaching innovation, an ability to publish high-impact research, an
active research agenda, a grounding in one of the established subfields of
management (e.g., Strategy, OB, OMT, Entrepreneurship, etc.), relevant industry or
consulting experience.

Applicants: 31

Seven (7) White males, five (5) White females, one (1) Black male, one (1) Black
female, two (2) AAIANHNPI males, one (1) Unknown male and fourteen (14)
Unknown Unknown.

Applicants Rejected: 28
Four (4) White males, five (5) White females, one (1) Black male, one (1) Black

female, two (2) AAIANHNPI males, one (1) Unknown male and fourteen (14)
Unknown Unknown.

Explanation for Goal Applicants rejected:

The goals for White female have been previously achieved.

Two (2) AAIANHNPI males did not have teaching and research experience related or
relevant to the Blue Economy. Blue Economy is economy relating to the exploitation
and preservation of the marine economy.

Interviewed: 3
Three (3) White males

The selected White male candidate met all the required and preferred qualifications.
He had experience teaching and conducted research directly in the Blue Economy in his
previous faculty position. He had an active publishing record with six (6) articles are
presently under review and ten (10) articles, reports and chapters published within the last
two (2) years. He had grant experience and was successful obtaining some grants that
would follow him to any university that he was employed with. He also had worked closely
with many external stakeholders, including both the public and private sector.

7. Associate Professor Public Health
Specialization(s): Health Promotion/Health Equity




One (1) Black Female was hired as an Associate Professor in Public Health

Required Qualifications: Earned research or practice-based doctorate (PhD, DrPH,
EdD, or other comparable degree); ABD candidates considered. If ABD, candidate
must earn doctorate by end of first year of appointment. All candidates are required to
have a graduate degree (master’s or doctorate) in public health with a focus on health
promotion; Evidence of the ability to teach effectively at the university level and to
engage in meaningful scholarship, including peer-reviewed publications and grant
funded activities; Evidence of capability for successful grant acquisition; Excellent oral
and written communication skills; Demonstrated commitment to health equity.

Preferred Qualifications Evidence of health equity/health disparity scholarship (i.e.,
publications, grants, presentations); Teaching experience at the undergraduate or
graduate level; Experience with integrating technology into teaching and/or facilitating
on-line instruction.

Applicants: 43

Eight (8) White males, seventeen (17) White females, six (6) Black females, three (3)
Hispanic females, four (4) AAIANHNPI males, two (2) AAIANHNPI females, one (1)
two or more races male, one (1) two or more races female and one (1) unknown male

Applicants Rejected: 31

Eight (8) White males, ten (10) White females, two (2) Black females, three (3)
Hispanic females, three (3) AAIANHNPI males, two (2) AAIANHNPI females, one (1)
two or more races male, one (1) two or more races female and one (1) Unknown
male

Explanation for Goal Applicants rejected:

The goals for White female were previously achieved.

One (1) AAIANHNPI male did not submit the proper application paperwork and
omitted the reference letters.

Two (2) AAIANHNPI males did not have the required master’s or doctorate degree in
public health with a focus on health promotion.

Interviewed: 12
Seven (7) White females, four (4) Black females, and one (1) AAIANHNPI male

The hiring goals for White female were previously achieved.

The selected candidate (BF) had experience teaching on-line courses and she had
done curriculum development. She talked about her ability to increase enroliment in
her current role. She had a record of published materials in scholarship related to
teaching and learning of health disparities. Her teaching presentation was engaging
for the students and her lecturing involved the students viewing a video then talking
and discussing what they had seen and encouraged their opinions and comments.



The students stayed focused and asked many questions and enjoyed this type of
teaching style.

One (1) AAIANHNPI male did not have an organized teaching demonstration and
students were not able to follow the directions provided which caused the timing to
end before the activity was completed. During the interview, he also indicated that his
scholarship was not focused on health equity.

8. Associate Recreation, Tourism & Sport Management
Specialization(s): Sport Management

One (1) White Female was hired as an Associate Professor in Recreation,
Tourism & Sport Management

Required Qualifications: Earned doctorate in Sport Management or related field;
ABD candidates considered. If ABD, candidate must provide evidence of earned
doctorate by the time of appointment.; Teaching experience that aligns with the
department’s current Sport Management curriculum; Evidence of the ability to teach
effectively at the university level and to engage in meaningful scholarship, including
peer-reviewed publications and grant funded activities; Evidence of excellent oral and
written communication skills.

Preferred Qualifications: Preference will be given to candidates who possess: 1) at
least two years of college-level teaching experience; 2) the ability to teach in a variety
of formats (on-ground, hybrid, online); 3) experience engaging with and mentoring a
diverse group of undergraduate students; 4) experience in the sport industry and/or in
higher education environments; 5) experience in academic program
development/coordination, and/or 6) experience with and/or understanding of
COSMA accreditation standards.

Applicants: 54

Twenty-three (23) White males, four (4) White females, one (1) Black male, one (1)
Black female, one (1) Hispanic male, nine (9) AAIANHNPI males, three (3)
AAIANHNPI females, one (1) two or more races male, one (1) two or more races
female, one (1) Unknown male and nine (9) Unknown unknowns

Applicants Rejected: 44

Eighteen (18) White males, three (3) White females, one (1) Hispanic male, seven (7)
AAIANHNPI males, three (3) AAIANHNPI females, one (1) two or more races male,
one (1) two or more races female, one (1) Unknown male, nine (9) Unknown
unknowns

Explanation for Goal Applicants rejected:

The goals were previously achieved for White female.

Three (3) AAIANHNPI males did not submit any required information or evidence
regarding meaningful scholarships, including peer-reviewed publications and grant
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funded activities on any research or publications that they have written or participated
in to be evaluated.

Four (4) AAIANHNPI males did not have the required earned doctorate in Sport
Management or related field.

Interviewed: 10

Five (5) White males, one (1) White female, one (1) Black male, one (1) Black female and
two (2) AAIANHNPI males

The hiring goals for White female were previously achieved.

The selected candidate White female met the required and preferred qualifications.
She was able to engage and manage the presentation in a timely and organized manner.
She included the students in the discussions by using slides and graphics and was able to
maintain their attention. She detailed her research background including conference
presentations and publications and several were as the 1%t author. She spoke about her
ability to work with all type of diverse students and students with varied learning
challenges. She spoke about her experience mentoring student athletes. She also had
industry experience working with a professional football team and working at a university

gym.

Two (2) AAIANHNPI males were not able to provide any information or examples of
their direct experience with the sports industry, experience in academic program
development/coordination, and/or experience with and/or understanding of COSMA
accreditation standards. During the interview and presentation, they both did not
present direct experience or any examples of their working knowledge of related
sports management responsibilities in this field.

9. Associate Professor - Music
Specialization(s):

One (1) White Male was hired as an Associate Professor in Music

Required Qualifications: Earned DMA or Ph.D. in Music; 3-5 years of full-time
teaching experience in higher education; an established record of creative
activity/research; a clear and demonstrable commitment to teaching; and previous
administrative/leadership experience that would demonstrate the applicant's capacity
to effectively serve as Department Chair.

Preferred Qualifications: Previous experience as a department chair or program
director; evidence of collaborative administrative leadership within a university;
experience in teaching courses in Music Technology like those offered at SCSU;
experience working within collective bargaining environment and experience in
working with accreditation agencies.

Applicants: 24
Twenty-one (21) White males, and three (3) White females



Applicants Rejected: 15

Fourteen (14) White males and one (1) White female

Explanation for Goal Applicants rejected:

The goals for White female have been previously achieved.
Interviewed: 9
Seven (7) White males and two (2) White females

The goals for White female have been previously achieved.

The selected candidate White male candidate met the required and preferred
qualifications. He used music technology in his presentation and kept the students
involved in an interactive exercise. He had worked with diverse students and was
involved in student mentoring in his present position. He also had experience with
course curriculum development and grant writing.

Assistant Professor
Hiring goals: 6WM, 1BM, 3BF, 2HM, 1HF
Hires: 3WM, 13WF, 1BF, 1HF, 3 AAIANHNPI M, 1 AAIANHNPI F

1. Assistant Professor Mathematics
Specialization(s): Statistics, Data Science

A goal was met with the hire of one (1) White male Assistant Professor in
Mathematics

Required Qualifications: Qualifications include an earned doctorate in Statistics or
Mathematics and ability to teach a wide range of statistics classes at the
undergraduate and master’s level. ABD candidates for the position must be on a
course to earn their degree in mathematics or statistics by the start date. Candidates'
research programs and related teaching interests must complement the department’s
curriculum and mission. Applicants must have broad intellectual interests in statistics
and data science education with a commitment to both teaching and scholarship.

Preferred Qualifications: Preference will be given to candidates with
interest/experience in data science with a focus on healthcare data, developing and
contributing to a data science program at both the bachelor's and master’s levels,
and cross-disciplinary research with other departments within the school or university.
College-level teaching experience and a record of external funding are also preferred.

Applicants: 87

Twenty-one (21) White males, two (2) White females, two (2) Hispanic males, sixteen
(16) AAIANHNPI males, three (3) AAIANHNPI females, forty-two (42) Unknown
males and one (1) Unknown female
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Applicants Rejected: 83

Nineteen (19) White males, two (2) White females, two (2) Hispanic males, sixteen
(16) AAIANHNPI males, two (2) AAIANHNPI females, forty-one (41) Unknown males
and one (1) Unknown female

Interviewed: 4
Two (2) White males, one (1) AAIANHNPI female and one (1) Unknown male

The selected White male goal candidate met the required and preferred
qualifications. He had worked in Departments of Mathematics at University of Arkansas
and Southern lilinois University. He also had done different types of research in the
healthcare field. His presentation was focused on data science with a focus on
developing healthcare data and programs. It used new technology and the student
interaction was interesting and he stayed on the topic throughout the presentation. He
described his publishing record in detail during the interview and spoke about his
participation in health-related national programs.

2. Assistant Professor Socioloqy

Specialization(s): Sociology/Criminology

A goal was met with the hire of one (1) White male Assistant Professor in
Sociology

Required Qualifications: The candidate must have completed a Ph.D. in Sociology by
the time of appointment. The candidate must show evidence of ability to teach
university level courses and a strong potential for scholarly activity.

Preferred Qualifications: Preference may be given to candidates who have
experience teaching a range of courses in criminology, sociology and criminal justice,
who can contribute to our core curriculum and who have an established record of
scholarship.

Applicants: 41

Thirteen (13) White males, nineteen (19) White females, one (1) Black male, one (1)
Black female, one (1) Hispanic male, one (1) AAIANHNPI male, four (4) AAIANHNP
females and one (1) Unknown male

Applicants Rejected: 31

Ten (10) White males, fourteen (14) White females, one (1) Black male, one (1) Black
female, four (4) AAIANHNPI females and one (1) Unknown male

Interviewed: 10

Three (3) White males, five (5) White females, one (1) Hispanic male and one (1)
AAIANHNPI male



The selected White male goal candidate met the required and preferred
qualifications. He had taught sociology; criminology and has a record of scholarship in
immigration, communities, and crime. He has developed new courses and indicated that
he is interested in creating new courses to stay updated in the field. He was able to
clearly state how his research experience in this field could contribute to SCSU and the
New Haven community. He stated that he prepared for the interview by doing a lot of
research into the community and organizations in the local New Haven area. His research
presentation was brought to life in a way that captured and engaged the students, and he
encouraged their participation demonstrating a student-centered approach. He utilized a
classroom activity where students discussed ways to handle physical and social disorder
in a neighborhood without calling the police. He had students work together and walked
around and asked about their ideas, ensuring that they were staying on task while getting
them to talk about their ideas freely.

Assistant Professor Nursing

Specialization(s): Health Informatics
A goal was met with the hire of one (1) White Male as an Assistant Professor in
Nursing

Required Qualifications: Earned research- or practice-based doctorate (PhD, Ed.D,
DNP or other comparable degree). ABD will be considered, with completion required by
the end of the first year of appointment. All candidates are required to have a graduate
degree (master’s or doctorate) in Nursing; Current Connecticut RN or APRN license (or
eligible); 3-5 years of informatics related experience; Excellent oral and written
communication skills; Demonstrated capability of successful grant acquisition and
academic publication.

Preferred Qualifications: Master's or doctoral degree in Nursing with a focus on health
or nursing informatics; Health IT certification or Certified Nursing Informatics by AACN,
CPHIMS, CAHIMS or HIMSS; Recent experience working with clinical systems and
technology; Evidence of heaithcare management and leadership and/or health
informatics scholarship (i.e. publications, grants, presentations); Expertise in any of the
following areas: Electronic Health Records and Health Records Systems, Data Mining
and Healthcare Quality Improvement, Health Services Administration, Healthcare
Technology, and/or Healthcare Delivery Systems; Teaching experience at the
undergraduate (BSN) or graduate level; Experience with integrating technology into
teaching and/or facilitating on-line instruction.

Applicants: 3

One (1) White male, one (1) White female, and one (1) Black male
Applicants Rejected:

One (1) Black male

Interviewed:

One (1) White male and one (1) White female



The selected White male goal candidate met the required and preferred
qualifications. He had worked in the health care industry and has taught nursing courses
to undergraduate and graduate students. His presentation showed his interactive style
and how he got the students to participate in the exercise throughout the conversation and
he utilized newer technology tools. He also had several publications and has been
involved with several recent health-related research projects.

4. Assistant Professor Curriculum and Learning

Specialization(s): Literacy

A goal was met with the hire of one (1) Black female Assistant Professor in
Curriculum and Learning

Required Qualifications: An earned doctorate or ABD in Literacy Education or a
closely related field. If ABD, candidate must have earned doctorate by the end of the
first year of appointment; A minimum of three years of full-time relevant teaching in K-12
setting; Evidence of ability to teach university level courses in early childhood education
and literacy related to teaching in elementary schools; A strong potential for scholarly
activity leading to peer-reviewed publications, external grants or other support, and
presentations at professional conferences; Experience teaching reading/literacy in a
way that integrates both explicit instruction and engaging student-centered practices;
Knowledge of formal and informal literacy assessment.

Preferred Qualifications: Experience in urban school communities; Knowledge of
family/community-based initiatives to support out-of-school literacy; Certification in
Remedial Reading or Literacy; Evidence of work in teacher education and professional
development; Knowledge of innovative and culturally-sustaining pedagogies to work
effectively with a wide range of ethnically and linguistically diverse students across K -
12 settings; Flexibility in managing teaching assignments, e.g., practice, fieldwork,
hybrid, and online offerings.

Applicants: 29

Three (3) White males, nineteen (19) White females, two (2) Black females, one (1)
AAIANHNPI male, three (3) AAIANHNPI females, and one (1) Unknown male

Applicants Rejected: 20
Three (3) White males, thirteen (13) White females, one (1) Black female, one (1)

AAIANHNPI male, one (1) AAIANHNPI female, and one (1) Unknown male

Interviewed: 9
Six (6) White females, one (1) Black female and two (2) AAIANHNPI females



The selected Black female goal candidate met the required and preferred
qualifications. She had a well-prepared and organized on-line demonstration lesson
which highlighted the subject matter, and she provided many examples from her early
childhood education (K-12) background. She talked about the support she offers to
students and how she builds those relationships. She also had experience mentoring pre-
service and in-service teachers in the field and incorporates social justice issues and
challenges to her role as a mentor in the field. She demonstrated her experience by
providing direct information and samples of her knowledge in areas of inequality of
educational opportunity, race and racism, and early childhood education through critical
race theory, socio-cultural and historical issues related to race. She provided a few
examples of early literacy assessment for developing students. She also has many
publications and research related to the field.

5. Assistant Professor Art
Specialization(s): Graphic Design

A goal was met with the hire of one (1) Hispanic female Assistant Professor in
Art

Required Qualifications: MFA in Graphic Design (or related field), or equivalent
terminal degree, at the time of appointment. Strong skills and industry experience in
Graphic Design and related areas. Commitment to professional-focused, market-
oriented curriculum. Commitment to both teaching and creative activity. Interest in
developing and maintaining collaborative and collegial relationships within the
department and across the University.

Preferred Qualifications: Preference will be given to candidates with teaching
experience beyond graduate assistantship at the university level and leadership
experience within large organizations.

Applicants: 26

Six (6) White males, ten (10) White females, one (1) Black male, one (1) Black
female, two (2) Hispanic males, two (2) Hispanic females, two (2) AAIANHNPI males
and two (2) AAIANHNPI females

Applicants Rejected: 18

Five (5) White males, seven (7) White females, one (1) Black male, one (1) Black
female, two (2) Hispanic males, one (1) Hispanic female, and one (1) AAIANHNPI
male

Interviewed: 8

One (1) White male, three (3) White females, one (1) Hispanic female, one (1)
AAIANHNPI male, and two (2) AAIANHNPI females



The selected Hispanic female goal candidate met the required and preferred
qualifications. She had worked as a Graphic Designer and presented her commercial
work and her designs detailed her experience in terms of design, sensibilities, quality,
range of outputs/media and notoriety of clients. During her interview she said that she
believed that design is the strategic representation of creative thinking and an
indispensable method of communication that helps shape our cultural identity. She also
described design as more than a commercial endeavor and she talked about how she
likes to influence students with her design and graphic arts background, diverse culture
and journey as an immigrant. Her story resonated with students during her presentation
and they asked questions related to diversity within the graphic design field.

6. Assistant Professor Accounting

Specialization(s): Taxation, Accounting Information Systems or Financial
Accounting

One (1) AAIANHNPI male was hired as an Assistant Professor in Accounting

Required Qualifications: Tax specialist applicants should be qualified in taxation with
terminal degree in field. Those with Accounting Information Systems and Financial
Accounting specializations should have either an earned doctorate in accounting or
business; strong candidates with ABD will be considered. If ABD, doctorate must be
completed within two years of appointment. Evidence of ability to teach at the university
level effectively is required. Candidates must demonstrate an ability to engage in
meaningful scholarship leading to presentations at professional meetings and
publications in peer-reviewed journals in their discipline. The successful candidate must
maintain scholarly activity consistent with the School of Business’ definition of “Scholarly
Academic (SA)” for AACSB accreditation.

Preferred Qualifications: Preference will be given to candidates with relevant industry
experience or university teaching experience.

Applicants: 12

Three (3) White males, one (1) White female, five (5) AAIANHNPI males, two (2)
AAIANHNPI females and one (1) Unknown male

One (1) Unknown male withdrew from consideration prior to the interview process.
Applicants Rejected: 5

Two (2) White males, one (1) White female, and two (2) AAIANHNPI males
Explanation for Goal Applicants rejected:

Two (2) White males did not have the required terminal degree.

Interviewed: 7

One (1) White male, three (3) AAIANHNPI males, two (2) AAIANHNPI females and one
(1) Unknown male




The selected AAIANHNPI male candidate met the required and preferred
qualifications. He had taught Intermediate, Advanced and Managerial Accounting
courses. In his presentation he detailed his research topics and evidence that he had
done work to publish and present at academic conferences. He provided complete
responses to all questions from faculty and students and used new technology in his
presentation. He also is presently classified as Scholarly Academic (SA) for five (5)
years which is required for accreditation.

One (1) White male was not organized when he did his presentation. He confused
students with the activity by not providing them with instructions and he did not finish in
the allotted timeframe.

Assistant Professor Finance

Specialization(s): Investments, Financial Markets and Institutions, Fin-Tech,
Risk Management and Insurance or Real Estate Finance

One (1) AAIANHNPI male was hired as an Assistant Professor in Finance

Required Qualifications: Ph.D. in Finance or a closely related field at the time of
appointment. Strong ABD candidates will be considered. Successful ABD candidates
must have earned doctorate within two years of appointment; Candidates with
master’s degrees and substantial corporate experience are encouraged to apply.
Ability to teach in both traditional classroom and online formats. The successful
candidate must demonstrate an ability to maintain scholarly or professional activity
consistent with the School of Business’s qualifications for AACSB accreditation.

Preferred Qualifications: Candidates that can teach courses in at least three of the
following areas are preferred: Quantitative Finance, Financial Econometrics, Security
Analysis and Portfolio Management, Risk Management, Financial Derivatives,
Advanced Financial Markets and Institutions, Fin-Tech, Insurance or Real Estate
Finance. CFA charter holders are encouraged to apply.

Applicants: 93

Twelve (12) White males, three (3) White females, one (1) Black male, forty-six (46)
AAIANHNPI males, eighteen (18) AAIANHNPI females, seven (7) Unknown males,
two (2) Unknown females and four (4) Unknown unknowns

Applicants Rejected: 63

Ten (10) White males, two (2) White females, one (1) Black male, twenty-five (25)
AAIANHNPI males, fourteen (14) AAIANHNPI females, five (5) Unknown males, two
(2) Unknown females and four (4) Unknown unknowns

Explanation for Goal Applicants rejected:

One (1) White male never responded to contacts made to him to schedule an
interview.



Five (5) White males did not submit the complete application paperwork and did not
include the required reference letters.

Four (4) White males and one (1) Black male did not have the required Ph.D. in
Finance or a closely related field.

Interviewed: 30

Two (2) White males, one (1) White female, twenty-one (21) AAIANHNPI males, four (4)
AAIANHNPI females and two (2) Unknown males

The selected AAIANHNPI male candidate met the required and preferred
qualifications. He had experience teaching Fintech and quantitative finance. He had
experience programming language experience and programming skills related to textual
analysis. He had worked directly with the business community to boost enroliment. He
also had worked as a Certified Financial Examiner at Goldman Sachs and used many
examples of how the skills learned there helped him to teach many business-related
courses.

One (1) White male was no longer interested in the position after the interview process.
He withdrew from consideration.

One (1) White male’s performance during his research presentation did not completely
explain the paperwork that he passed out because he did not include directions and he did
not explain the directions to the students. He had to take time out and go back and
provide the directions and he was not able to complete it in the allotted timeframe.

8. Assistant Professor Marketing

Specialization(s): Strategic Marketing, Global Marketing, Digital Marketing,
Social Media Marketing, B2B Marketing, Supply Chain Management, or Other
Specializations of Interest

One (1) AAIANHNPI male was hired as an Assistant Professor in Marketing

Required Qualifications: An earned doctorate in Marketing or a closely related
business field from an accredited university or an appropriate terminal degree with
substantial, recent senior-level practitioner experience is required. Applicants must
establish their ability to be classified as “qualified faculty” according to AACSB
standards. This required both initial qualification and maintenance of qualifications.

Strong candidates with ABD will be considered. If ABD, candidate must have earned
doctorate within two (2) years of appointment. Candidates must demonstrate the
ability to teach effectively at the university level to a diverse group of undergraduate
and MBA students in on-ground and hybrid formats; teaching responsibilities include
evenings and weekends. In addition, candidates must demonstrate an ability to
engage in original and impactful scholarship.
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Preferred Qualifications: Preference will be given to candidates with industry or
consulting experience.

Applicants: 38

Four (4) White males, three (3) White females, eighteen (18) AAIANHNPI males, ten
(10) AAIANHNPI females and three (3) Unknown males

Applicants Rejected: 28

Four (4) White males, three (3) White females, thirteen (13) AAIANHNPI males,
seven (7) AAIANHNPI| females and one (1) Unknown male

Explanation for Goal Applicants rejected:

Two (2) White males did not have the required earned doctorate in Marketing or
closely related business field.

Two (2) White males did not submit the complete application package and omitted
the required letters of reference.

Interviewed: 10

Five (5) AAIANHNPI males, three (3) AAIANHNPI females and two (2) Unknown
males

The selected AAIANHNPI male candidate met the required and preferred
qualifications. He conducted an interactive teaching method that led the students to
think and use their analytical skills. He highlighted his research that focused on
theoretical and conceptual methods. He has published many articles and research in
journals and publications related to the marketing field. He also had grant writing
experience.

9. Assistant Professor Counseling and School Psychology

Specialization: Counselor Education and Supervision

One (1) Asian Female was hired as an Assistant Professor in Counseling and
School Psychology

Required Qualifications: Applicants must hold a doctorate from a counselor
education program; Hold or be eligible to hold certification and/or licensure; ldentify
self as a counselor educator and be committed to the professional field of counselor
education as evidenced by education, teaching, professional experience, research,
and professional affiliations; Exhibit a commitment to social justice and counseling
under-represented populations.

Preferred Qualifications:
A doctorate from a CACREP-accredited counselor education program, counselor
supervision experience, knowledge of current national counselor education standards



(CACREP), knowledge of quantitative and qualitative research methods, experience
working with doctoral students in instruction and mentoring, and evidence of program
development and evaluation experience. The Department of Counseling and School
Psychology places a high priority on the development of cross-cultural competence
and on social justice advocacy. Highly desirable applicants will be passionate about
working with diverse students.

Applicants: 20

Two (2) White males, two (2) White females, one (1) Black male, three (3) Black
females, five (5) AAIANHNPI females, two (2) Unknown males and five (5) Unknown
females

Applicants Rejected: 10

One (1) White male, one (1) Black male, two (2) Black females, one (1) AAIANHNPI
female, two (2) Unknown males and three (3) Unknown females

Explanation for Goal Applicants rejected:

One (1) White male, one (1) Black male and two (2) Black females did not meet the
preferred requirements:a doctorate from a CACREP-accredited counselor education
program, counselor supervision experience, knowledge of current national counselor
education standards (CACREP), knowledge of quantitative and qualitative research
methods, experience working with doctoral students in instruction and mentoring.

Interviewed: 10

One (1) White male, two (2) White females, one (1) Black female, four (4)
AAIANHNPI females and two (2) Unknown females

The selected AAIANHNPI female candidate met the required and preferred
qualifications. She presented a quantitative skillset and interactive teaching style during
her student activity. She infused multicultural and social justice into her presentation. She
used active engagement of auditory, visual and kinesthetic learning styles and students
were engaged, encouraged to participate and she allowed enough time to be able to
answer their questions.

One (1) White male and one (1) Black female withdrew from consideration after the
interview process. They both accepted other faculty positions.

10.Assistant Professor Art

Specialization(s): Art Education
One (1) White female was hired as an Assistant Professor in Art

Required Qualifications: Ed.D., Ph.D. or equivalent in Art Education at time of
appointment; outstanding oral and written communication skills; and a commitment to
both teaching and scholarship.



Preferred Qualifications: Experience teaching Art Education at the university level.
Experience in Art Education program innovation, development and coordination, program
assessment, student-teaching coordination, student advisement, state certification
program regulations, and teaching K-12 art in the public school system. Outstanding
candidates will have an established active and innovative research agenda and a record
of effective leadership in program and personnel management. The ability to teach
courses that benefit the other areas of the department in either Studio Art or Art History is
also advantageous.

Applicants: 23

Two (2) White males, sixteen (16) White females, one (1) Black female, three (3)
AAIANHNPI females, and one (1) two or more races female.

Applicants Rejected: 13

Ten (10) White females, one (1) Black female, one (1) AAIANHNPI female, and one
(1) two or more races female.

Explanation for Goal Applicants rejected:

One (1) Black female did not have experience teaching at the university level or K-12
art experience.

Interviewed: 10
Two (2) White males, six (6) White females and two (2) AAIANHNPI females.

The selected White female candidate met the required and preferred qualifications.
She had university art education experience from Tufts University and served as a visiting
Art Professor of Art Education at Ohio State University. She had experience teaching art
in public school systems. She has completed research and is an author and co-author of
numerous publications on a wide range of topics in the art field and presents to graduate
students and other collaborators at national conferences. She presented ideas to
revitalize the SCSU’s Art Department’'s Master's Program, development of different
degree paths to better serve the varied interests of the diverse student population and
different types of community outreach initiatives.

One (1) White male had K-12 experience, but he was not able to highlight or expand on
his experience specifically related to Art Education and experience teaching art classes to
young students. During the interview, he indicated his experience was not specifically
related to teaching art.

One (1) White male’s resume included a wealth of Art Education experience and during
the interview he would only provide a few talking points but would not provide any
supportive information that matched his experience throughout his career. He was asked
to provide follow-up evidence of outcomes or solutions and he was not able to detail or
provide any examples that would present his direct experience related to Art Education or
specifically working directly with art students.

11.Assistant Professor Computer Science




Specialization: Human Computer Interaction
A White Female was hired as an Assistant Professor in Computer Science

Required Qualifications: A Ph.D. in Computer Science (or related discipline), a strong
commitment to excellence in teaching at the undergraduate and graduate levels;
evidence of productive scholarly activity; and evidence of the ability to communicate
effectively, both written and orally. ABDs will be considered, if the degree will be
completed prior to the start date.

Preferred Qualifications: Preference will be given to candidates with collegiate-level
teaching experience who have worked within healthcare informatics as well as those
with a specialization in HCI related areas, including but not limited to UI/UX, AR/VR
and data visualization. Also preferred is evidence of research conducted with the
undergraduate students; evidence of interdisciplinary collaborative efforts in
research/teaching; evaluations; and evidence of curricular innovation.

Applicants: 30

Five (5) White males, two (2) White females, seven (7) AAIANHNPI males, four (4)
AAIANHNPI females, nine (9) Unknown males and three (3) Unknown females

Applicants Rejected: 18

Two (2) White males, one (1) White female, five (5) AAIANHNPI males, two (2)
AAIANHNPI females, six (6) Unknown males and two (2) Unknown females

Explanation for Goal Applicants rejected:

One (1) White male submitted an incomplete application package and omitted the
required research statement.

One (1) White male did not meet the preferred requirements by not providing
evidence of interdisciplinary collaboration and curricular innovation in his Curriculum
vitae and/or application materials.

Interviewed: 12

Three (3) White males, one (1) White female, two (2) AAIANHNPI males, two (2)
AAIANHNPI females, three (3) Unknown males and one (1) Unknown female.

The selected White female candidate met the required and preferred qualifications.
Her presentation connected with the students and was engaging by the feedback
received. She had publications and research related to the healthcare field and some
industrial experience. She also had grant experience in grants related to grants used in
the department.

One (1) White male indicated that he was no longer interested in the position during the
interview process. He stated that he wanted a higher salary for teaching.

One (1) White male used some offensive language during the interview and when he was
brought around campus by members of the search committee for a tour. The comments
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made search committee members uncomfortable, and they did not want to advance this
candidate.

One (1) White male withdrew after the interview process because he accepted another
faculty position

12. Assistant Professor Earth Science
Specialization(s): Structural Geology

One (1) White Female was hired as an Assistant Professor in Earth Science

Required Qualifications: A Ph.D. in the geosciences with specialization in structural
geology or a closely related field is required. ABD candidates are welcome to apply but
must have their Ph.D. in hand by the time of appointment. Candidates must also provide
evidence of a strong background in the fundamentals of geology and a commitment to
undergraduate teaching, research, and service. Excellent written and interpersonal
communication skills are required.

Preferred Qualifications: Preference will be given to candidates who have: college-
level teaching experience either as an instructor or teaching assistant with demonstrated
commitment to undergraduate teaching, student-centered research, and service; broad
training in the earth sciences including familiarity with geology, meteorology,
oceanography, and astronomy; experience in teaching general education courses for
non-science majors covering the full spectrum of earth science subdisciplines; experience
in teaching upper-division undergraduate earth science courses in structural geology,
tectonics, and field geology; a strong record of scholarly research in the geological
sciences; experience with geological field studies and data collection using modern
equipment and instrumentation; a desire and ability to develop an externally funded, field-
oriented, undergraduate-friendly research program; and a willingness to pursue
professional interactions with the geotechnical services industry in our region.

Applicants: 39

Twenty-four (24) White males, eight (8) White females, one (1) Hispanic female, four
(4) AAIANHNPI males, one (1) two or more races male and one (1) Unknown male

Applicants Rejected: 32

Twenty (20) White males, five (5) White females, one (1) Hispanic female, four (4)
AAIANHNPI males, one (1) two or more races male and one (1) Unknown male

Explanation for Goal Applicants rejected:

Nineteen (19) White males and One (1) Hispanic Female did not have the required
Ph.D. in the geosciences with specialization in structural geology or a closely related
field is required.

One (1) White male did not submit the required application paperwork and omitted his
transcripts.

Interviewed: 7



Four (4) White males and three (3) White females

The selected White female candidate met the required and preferred qualifications.
She had a structural and field geology background, and her area of specialization is
classic field based structural geology. She has done research in the study of post-rift
structural evolution of the Vermont and New York portion of the New England-Quebec
Igneous Province and other field work in New England. She has well-established
collaborations with scholars at other institutions. She highlighted her field and laboratory
techniques during the presentation and her interview.

One (1) White male presented a narrow view of his field geology experience in his
presentation. He did not have any direct student mentoring and student research
experience.

Three (3) White males’ presentations were not detailed in the scope of structural or field
geology and they failed to engage the students. They did not use technology in their
presentation. They all focused more on lecturing and not interacting directly with the
students. Student and faculty feedback indicated that the lecturing does not hold their
attention and left them with questions that were not answered.

13. Assistant Professor Environment, Geography and Marine Sciences
Specialization(s): Climate Change Impacts

One (1) White Female was hired as an Assistant Professor in EGMS

Required Qualifications: A Ph.D. in Geography or Environmental Sciences/Studies
from an accredited university at the time of appointment; expertise in the social impacts
of climate change with focus on measurement and assessment; competency in
quantitative methods in research and teaching; expertise related to coastal and/or marine
policy and planning; and excellent oral and written communication skills.

Preferred Qualifications: Evidence of successful/productive research
collaboration/mentorship; teaching experience at the university-level; experience
securing external funding; and experience in transdisciplinary research.

Applicants: 33

Eleven (11) White males, Seven (7) White females, three (3) Black males, one (1)
Hispanic female, six (6) AAIANHNPI males, two (2) AAIANHNPI females and three
(3) Unknown males

Applicants Rejected: 28

Nine (9) White males, six (6) White females, three (3) Black males, one (1) Hispanic
female, six (6) AAIANHNPI males, two (2) AAIANHNPI females and one (1) Unknown
male

Explanation for Goal Applicants rejected:
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Five (5) White males, one (1) Black male and one (1) Hispanic female did not have
the required Ph.D. in Geography or Environmental Sciences/Studies from an
accredited university.

Three (3) White males and two (2) Black males did not have the required expertise
related to coastal and/or marine policy and planning experience.

One (1) White male did not submit the required application paperwork and did not
include the CV/resume.

Interviewed: 5
Two (2) White males, one (1) White female and two (2) Unknown males

The selected White female candidate met the required and preferred qualifications.
She had an engaging presentation that inspired and engaged the students. She provided
several examples of her research related to climate change communication and
assessment and focused specifically on the local Connecticut area. She also spoke of her
connections to the public and to private organizations in Connecticut which she states
would be utilized in a collaborative and interdisciplinary way if she was the one selected.
She also had recent publications and she procured several grants in her present position.

One (1) White male focused more on his business-oriented experience and not related to
science and education when answering most of the interview questions. His presentation
planned activity was rushed and did not achieve its intended clarity and purpose.
Students were not able to complete the planned activity because the timing was not
properly planned.

One (1) White male did not clearly express how he would involve students in his research
activities. His presentation included analogies that did not communicate the theme of the
presentation consistently and included perspective on sustainability contrary to the
teaching of current faculty in the department. He also did not communicate how his
teaching and research would translate to a public teaching-oriented university. Students
did not stay engaged during the research planned activity.

14. Assistant Professor Physics
Specialization(s): Applied Optics, Astronomy/Astrophysics, Biophysics,
Materials/Nanoscience

One (1) White Female was hired as an Assistant Professor in Physics

Required Qualifications: Ph.D. in physics, optical sciences or engineering,
astronomy or closely related field and the ability to perform research that involves
undergraduate and master’s degree students. Experimentalist/observer preferred but
highly qualified candidates with computational or theoretical expertise will be given
full consideration. Applicants must have a commitment to both teaching and
scholarship.
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Preferred Qualifications: Preferred areas of primary interest are applied optics,
astronomy/astrophysics, biophysics, and materials/nanoscience. Preference will be
given to applicants with suitable expertise in and commitment to teaching
undergraduate and graduate courses as well as mentoring thesis projects/research
activities of students in our Master of Science in Applied Physics program. The ability
and commitment to collaborate with one or more current faculty members will be
viewed positively. Postdoctoral experience, evidence of teaching effectiveness and
interest in modern pedagogies are preferred.

Applicants: 96

Thirty-nine (39) White males, five (5) White females, one (1) Hispanic male, twenty-
five (25) AAIANHNPI males, six (6) AAIANHNP! females, nineteen (19) Unknown
males and one (1) Unknown female

Applicants Rejected: 90

Thirty-five (35) White males, four (4) White females, one (1) Hispanic male, twenty-
four (24) AAIANHNPI males, six (6) AAIANHNPI females, nineteen (19) Unknown
males and one (1) Unknown female

Explanation for Goal Applicants rejected:

Four (4) White males did not have the required Ph.D. in physics, optical sciences or
engineering, astronomy or closely related field.

One (1) White male submitted an incomplete application package and did not include
any of the required research information.

One (1) White male submitted only part of his application and everything else was
missing.

One (1) White male submitted an incomplete application package and did not include
any teaching experience.

Five (5) White males did not have the required college or university teaching
experience.

Twenty (20) White males did not include the preferred qualifications related to
mentoring thesis projects and/or research activities of students in their Masters
application paperwork.

Three (3) White males and (1) Hispanic male did not have the preferred requirements
that included applied optics, astronomy/astrophysics, biophysics, and
materials/nanoscience.

Interviewed: 6
Four (4) White males, one (1) White female and one (1) AAIANHNPI male

The selected White female candidate met the required and preferred qualifications.
She had a record of teaching a wide spectrum of classes up through MS-level classes.
During her interview she provided examples for how she would collaborate with the
department faculty and she provided examples of how her research would be able to



engage students at different levels of their knowledge and experience. She also
described a research program that would be feasible to implement at the campus. She
had grant writing and grant management experience.

One (1) White male described his recent research projects as an example, and it was
outdated and not presently used at most universities. He also did not stay on time during
his presentation to the students.

One (1) White male’s presentation style was not consistent and he was not able to stay
within the time limits. During the interview, he indicated that he did not have any
student supervision experience at the undergraduate MS level.

One (1) White male stated that his teaching experience is outside of the SCSU course
offerings and he hopes that he would be able to quickly teach across the physics
spectrum, but his other examples did not match the type of course offerings offered in
the department. He also described some of his research projects that would need
substantial financial start-up to be able to be used at the nano-center.

One (1) White male described the present research to develop a small satellite which
the students will have to construct themselves and he stated how expensive and costly
it would be because the department does not have any of the materials needed
presently. He indicated that he had some teaching experience on his application
materials however, during the interview he indicated that he has very little experience
as a recent instructor.

15. Assistant Professor Sociology
Specialization(s): Environmental Sociology/Climate Change

One (1) White Female was hired as an Assistant Professor in Sociology

Required Qualifications: The candidate must have completed a Ph.D. in Sociology by
the time of appointment. The candidate must show evidence of ability to teach
university level courses and a strong potential for scholarly activity.

Preferred Qualifications: Preference may be given to candidates who have
experience teaching a range of courses in sociology, environmental sociology, and
social justice who can contribute to teaching in our core curriculum and who have an
established record of scholarship.

Applicants: 43

Twenty (20) White males, fifteen (15) White females, two (2) Hispanic females, two
(2) AAIANHNPI males, three (3) Unknown males and one (1) Unknown female

Applicants Rejected: 33

Sixteen (16) White males, ten (10) White females, two (2) Hispanic females, two (2)
AAIANHNPI males, and three (3) Unknown males




Explanation for Goal Applicants rejected:
One (1) White male did not have the required Ph.D. in Sociology.

Thirteen (13) White males did not have the preferred experience teaching a range of
courses in sociology, environmental sociology, and social justice who can contribute to
teaching in our core curriculum and who have an established record of scholarship.

Two (2) White males and one (1) Hispanic female did not submit a complete
application package. They were missing the required letters of reference.

One (1) Hispanic female withdrew from consideration prior to the interview process.
Interviewed: 10

Four (4) White males, five (5) White females and one (1) Unknown female

The selected White female candidate met the required and preferred
qualifications. She had experience teaching environmental, sociology, global
environmental crisis, environmental justice, and international and global perspectives
on the environment. She also had experience teaching core curriculum courses on
social diversity, such as gender and sexuality, introduction to sociology and had
talked about her related research methods and projects. She presented a large
research project focused on how she explored how climate change adaptation opens
opportunities to address gender equity. Her research examined how local Fijian
communities and government respond to shoreline erosion and how such responses
inspire other discussions about social inequality. She was skillful in her presentation
to communicate new information and complex ideas that were accessible to the
students. She allowed enough time to answer student questions and some students
chose to have more conversations with her after she was finished.

One (1) White male withdrew from consideration after the interview because he
accepted another position.

Three (3) White males did not demonstrate their related teaching skills in sociology
through their presentation. During the interview it was determined that they all did not
have core curriculum course development experience and taught classes that were
already part of their college department offerings. They provided information by
detailing their responsibilities in their present positions and they did not have this level
of experience in this specialized area.

16. Assistant Professor World Languages and Literatures
Specialization: TESOL/Applied Linguistics

One (1) White Female was hired as an Assistant Professor in World Languages

Required Qualifications: Ph.D. or equivalent, required by the time of appointment, in
Applied Linguistics; TESOL; Language, Literacy, and Culture; Bilingual Education; or a
related discipline. Candidate must provide evidence of the ability to teach a range of
applied linguistic courses at the college level; a belief in dialogic, highly interactive
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teaching and learning at the undergraduate and graduate level; and the ability to
engage in meaningful scholarship, leading to conference presentations and peer-
reviewed publications.

Preferred Qualifications: Ability, interest, and willingness to be a TESOL generalist;
that is, to teach a variety of TESOL courses, in particular: Literacy Development and
ELs, Content-based Instruction for ELs, Assessment and ELs, TESOL Methods and
Curriculum Development, English Composition for ELs at the college level, and
Intensive ESL classes. Expertise in ELs mainstreamed in US public schools, K-12.
Evidence of strong networking with public school system personnel. Interest in and
experience with program administration and successful external grant proposal and
report writing.

Applicants: 80

Fourteen (14) White males, twenty-one (21) White females, one (1) Hispanic male,
nineteen (19) AAIANHNPI males, thirteen (13) AAIANHNPI females, eleven (11)
Unknown males and one (1) Unknown female

Applicants Rejected: 70

Eleven (11) White males, sixteen (16) White females, one (1) Hispanic male,
nineteen (19) AAIANHNPI males, thirteen (13) AAIANHNPI females, nine (9)
Unknown males and one (1) Unknown female

Explanation for Goal Applicants rejected:

Four (4) White males did not submit a complete application package and were
missing the required letters of reference.

Two (2) White males did not have the required Ph.D. in Applied Linguistics; TESOL;
Language, Literacy, and Culture; Bilingual Education; or a related discipline.

Five (5) White males, one (1) Hispanic male did not have the preferred requirements
to teach a variety of TESOL courses and did not have any grant experience.

Interviewed: 10
Three (3) White males, five (5) White females, and two (2) Unknown males

The selected White female candidate met the required and preferred qualifications.
She had experience as a Program Director of Modern Languages and English Language
Institute at the University of Bridgeport. She has teaching experience that includes
teaching TESOL courses and ESL related courses. She used teaching methods including
content-based and task-based methods with a focus on academic environment in her
presentation and used new technology. Students remained engaged while utilizing their
written, oral, cognitive, visual, and auditory capabilities through her presentation and
activity. She had K-12 experience in the US and abroad. She also articulated a variety of
approaches to teaching that include the flipped classroom, differentiation of instruction,
facilitation, and the use of manipulatives. She had grant writing experience.



One (1) White male did not provide details and examples of his ability to develop and
complete his research agenda while teaching a full load of courses. He did indicate that
he was not flexible in his teaching modalities and indicated he has more interest in
teaching ESL than TESOL. He also indicated he had very little K-12 exposure in his
career and was not able to provide any information in this area.

One (1) White male’s instructions to students were not clear and he did not want to use
strategies to get students talking during his presentation. He did not use his time
management skills because it was taking a long time to finish, and the pacing and student
direction received negative feedback.

One (1) White male indicated he was concerned with teaching a full course load combined
with the research demands. This is the position responsibilities for a full-time faculty
member. His presentation activity was disorganized, and he had to take longer time to get
it back on track and this made him miss the proper timeframe to complete.

17. Assistant Professor Counseling and School Psycholoqy
Specialization: School Psychology

One (1) White Female was hired as an Assistant Professor in Counseling and
School Psychology

Required Qualifications: Candidate must hold a doctorate in school psychology
or a closely related area; Candidate will hold certification as a school psychologist
in the State of Connecticut and national certification (NCSP) through the National
Association of School Psychologists (NASP) or be eligible for such; Candidate
professionally identifies as a school psychologist and must be committed to the
professional field of school psychology as evidenced by education, teaching,
professional experience, research, and professional affiliations; Candidate will
exhibit a commitment to social justice and working with under-represented
populations.

Preferred Qualifications: The highly qualified candidate will have an earned a
doctorate in school psychology from a NASP accredited and/ or APA approved
program, experience working in a public-school setting, supervisory experience,
knowledge of current national standards (NASP), and experience working with
graduate students both as an instructor and mentor.

Applicants: 13

One (1) White male, eight (8) White females, one (1) Black male, one (1) Hispanic
female, and one (1) AAIANHNPI female and one (1) Unknown male

Applicants Rejected: 10

One (1) White male, six (6) White females, one (1) Black male, one (1) Hispanic
female, and one (1) AAIANHNPI female

Explanation for Goal Applicants rejected:



One (1) White male, one (1) Black male and one (1) Hispanic female did not hold a
doctorate in school psychology or a closely related area or certification as a school
psychologist in the state of Connecticut and national certification (NCSP) through the
National Association of School Psychologists (NASP).

Interviewed: 3
Two (2) White females and one (1) Unknown male

The selected White female candidate met the required and preferred qualifications.
She had been presently teaching college level courses in psychology. She has done
program development, supervised students and co-founded a clinic for educational
supports. Her teaching demonstration was engaging and showed a commitment to social
justice and highlighted the scientist-practitioner model. She also has experience in
bilingual assessment and has experience with the accreditation process. She presently
co-directs a Center for reading diagnosis and instruction in her present position.

18. Assistant Professor Special Education
Specialization: Counselor Education and Supervision

One (1) White Female was hired as an Assistant Professor in Special Education

Required Qualifications: Earned doctorate in special education or related area and at
least one graduate degree in special education; demonstrated knowledge of evidence-
based practices in instruction of individuals with disabilities, including diagnostic
assessment, assistive technology, and positive behavior support; excellent written and
oral communication skills; ability to engage in scholarship and service appropriate to
university appointment. ABD applicants may be considered. If ABD, candidate must have
an earned doctorate by the end of the first year of appointment.

Preferred Qualifications: Developing and/or demonstrated record of scholarship; K-12
special education teaching certification; three years or more years of full-time K-12 special
education teaching experience with students with disabilities; knowledge of federal and
Connecticut state laws regarding the education of students with disabilities; demonstrated
effectiveness in serving culturally and linguistically diverse student populations; university
teaching experience in special education coursework; experience teaching in a variety of
formats (e.g., on ground, hybrid, online); experience in field-based mentoring/supervision
of teacher candidates, including assessments such as edTPA; and demonstrated
effectiveness in leadership roles.

Applicants: 17

One (1) White male, seven (7) White females, one (1) Black male, one (1) Black
female, one (1) AAIANHNPI female, one (1) Unknown male, four (4) Unknown
females and one (1) Unknown unknown

Applicants Rejected: 12




Three (3) White females, one (1) Black male, one (1) Black female, one (1)
AAIANHNPI female, one (1) Unknown male, four (4) Unknown females and one (1)
Unknown unknown

Explanation for Goal Applicants rejected:

One (1) Black male did not have the preferred experience of three (3) years or more
of full-time K-12 special education teaching experience with students with disabilities
and he did not have the K-12 special education teaching certification.

One (1) Black female did not have the required earned doctorate in special education
or related area and at least one graduate degree in special education.

Interviewed: 5
One (1) White male and four (4) White females

The selected White female candidate met the required and preferred qualifications.
She had included definitions of key terminology and laws related to assistive technology
and special education into her presentation. She also included modeling of the use of
specific technology tools. She focused on an interactive approach to engage the students
with technology and wanted them to collaborate with their peers and to share what they
learned with each other. The students’ feedback indicated that the lesson was engaging,
informative and they enjoyed the inactive part with each other. She presented her
research focused on previous technology and she had publications and current research
studies on use of technology in teacher education. She did incorporate examples of how
she encourages students to be more involved in research and publishing. She had
experience teaching K-12 urban and suburban school districts as a special educator.

One (1) White male did not present his experience with diagnostic assessment, use of
assistive technology and edTPA during his interview and student lesson.

19. Assistant Professor Communication Disorders
Specialization(s): Speech-Language Pathology

One (1) White Female was hired as an Assistant Professor in Communication
Disorders

Required Qualifications: Earned doctorate in Communication Disorders or related
field; ABD candidates considered. If ABD, candidate must earn doctorate by end of
first year of appointment; Must have ASHA Certificate of Clinical Competence and be
eligible for Connecticut state licensure in Speech-Language Pathology; Must meet the
ASHA 2020 standard for clinical instruction by start of employment; Evidence of the
ability to teach effectively at the university level and to engage in meaningful
scholarship, including peer-reviewed publications and grant funded activities;
Experience and expertise in teaching, research, and clinical practice in one or more of
the following areas: speech science, anatomy and physiology, neurological bases of
communication, neurogenic speech and language disorders, cognitive communication
disorders, dysphagia, fluency, voice, and/or phonetics/phonology.



Preferred Qualifications: Teaching at the university level and clinical instruction
experience; Demonstration of an established record of scholarship; Excellent
oral/written communication skills; Interpersonal/team collaboration skills; Computer
literacy skills for administrative, research and instructional purposes.

Applicants: 10

One (1) White male, six (6) White females, two (2) Black females and one (1)
AAIANHNPI male

Applicants Rejected: 8

One (1) White male, five (5) White females, one (1) Black female, and one (1)
AAIANHNPI male

Explanation for Goal Applicants rejected:

One (1) White male and one (1) Black female did not have the required earned
doctorate in Communication Disorders or related field.

Interviewed: 2
One (1) White female and one (1) Black female

The selected White female candidate met the required and preferred qualifications.
She had experience teaching university courses related to communication disorders. She
also taught about multicultural issues, fluency and research methods. Her presentation
gave students the opportunity to understand complex course content easier using her
interactive handouts and technology tools. She came to the interview well prepared and
provided a prepared sample syllabus and offered to develop three (3) courses
(Multicultural Issues and bilingualism, Bilingual Assessment and Intervention and
computerized based language sample analysis) that do not exist at SCSU, but they are
courses she presently teaches in her current position. She also spoke about her success
obtaining grants and writing new grants. She has done research with Haskins Lab and
has three (3) publications that she leads the authorship.

One (1) Black female withdrew her candidacy after the interview because she accepted
another faculty position closer to her home.

20.Assistant Professor Health and Movement Sciences
Specialization: Athletic Training

One (1) White Female was hired as an Assistant Professor in Health and
Movement Sciences

Required Qualifications:

Applicants must possess a terminal degree by August 2020, BOC certification, NATA
membership, and Connecticut licensure prior to start of the position. Applicants must also
provide evidence of the ability to teach effectively at the university level, engage in



meaningful scholarship including peer-reviewed publications and grant funded activities,
and work effectively with diverse populations.

Preferred Qualifications:

Preference will be given to candidates with demonstrated effectiveness in teaching at the
postsecondary level, providing direct patient care as an athletic trainer, serving as a
preceptor, establishing a working relationship with a directing or collaborating physician and
working collaboratively with other healthcare professionals. Preference will also be given to
candidates with a demonstrated record of administrative experience within an athletic
training program, familiarity and experience with the CAATE standards and accreditation
process, research/scholarship, professional service, involvement with enhancing learning
opportunities through simulation, having a National Provider Identifier (NP!), and an area of
professional expertise.

Applicants: 11

One (1) White male, eight (8) White females, one (1) AAIANHNPI male, and one (1)
two or more races male

Applicants Rejected: 7

One (1) White male, four (4) White females, one (1) AAIANHNPI male, and one (1)
two or more races male

Explanation for Goal Applicants rejected:

One (1) White male did not have the required terminal degree.
Interviewed: 4
Four (4) White females

The selected White female candidate met the required and preferred qualifications.
She had an established research agenda that did not require utilize expensive equipment
in her present position. She conducted an interactive scenario-based teaching
presentation related to exertional heat iliness and the students were able to ask well
thought out questions and she was prepared to answer all types of questions. She
provided many examples of her interactions with students and other stakeholders.

21. Assistant Professor Public Health
Specialization(s): Public Health Management & Leadership/Health Informatics

One (1) White Female was hired as an Assistant Professor in Public Health

Required Qualifications: Earned research- or practice-based doctorate (PhD, DrPH,
EdD, or other comparable degree); ABD candidates considered. If ABD, candidate
must earn doctorate by end of first year of appointment. All candidates are required to
have a graduate degree (master's or doctorate) in public health with an emphasis on
public health management/leadership or health informatics; Evidence of the ability to
teach effectively at the university level and to engage in meaningful scholarship,



including peer-reviewed publications and grant funded activities; Evidence of
capability for successful grant acquisition; Excellent oral and written communication
skills.

Preferred Qualifications: Evidence of management and leadership and/or health
informatics scholarship (i.e., publications, grants, presentations); Expertise in any of
the following areas: Strategic Planning, Leadership & HR Management, Health
Services Administration, Healthcare Finance, and/or Healthcare Delivery Systems;
Teaching experience at the undergraduate or graduate level; Experience with
integrating technology into teaching and/or facilitating on-line instruction.

Applicants: 10

Two (2) White males, three (3) White females, two (2) Black males, one (1)
AAIANHNPI male, one (1) AAIANHNPI female and one (1) two or more races male
Applicants Rejected: 4

One (1) White male, one (1) White female, one (1) AAIANHNPI male, and one (1) two
or more races male

Explanation for Goal Applicants rejected:

One (1) White male did not have the required earned research or practice-based
doctorate.

Interviewed: 6

One (1) White male, two (2) White females, two (2) Black males and one (1) AAIANHNPI
female

The selected White female candidate met the required and preferred qualifications.
She had used integrated technology and facilitated her presentation showing her
experience with both health services administration and strategic planning. The students
asked a variety of questions and were able to follow through on her directions and
delivery. She has grant writing and administration experience and has many publications
related to public health. She also has taught undergraduate and graduate level course.

One (1) White male and one (1) Black male’s presentation showed that they only had a
limited amount of teaching by the techniques and on-line teaching technology used.
Students did not stay engaged in both presentations and it took several attempts to give
them the student activity and they did not stay within the allowed timeframe.

One (1) Black male indicated in the interview that he did not have directly related
experience in management and leadership and/or health informatics scholarship
experience. This information was included on his application materials.

22. Assistant Professor Social Work
Specialization(s): MSW & DSW Equity/Social Mobility

One (1) White Female was hired as an Assistant Professor in Social Work



Required Qualifications: MSW from a CSWE accredited program; Doctoral degree in
social work or a related field; ABD candidates considered. If ABD, candidate must
provide evidence of earned doctorate by the time of appointment; Demonstrated
potential for excellence in teaching; Demonstrated capacity to produce peer-reviewed
scholarship; Expertise in social welfare policy, with a focus on poverty and economic
inequality; Practice experience in public assistance programs and policies or related
area of social work policy practice; A minimum of two years post-MSW practice
experience.

Preferred Qualifications: Two or more years of experience teaching social work at
the undergraduate or graduate level; Demonstrated record of scholarship; Evidence of
capability for successful grant acquisition; Policy and/or community practice
experience; LMSW or equivalent social work license.

Applicants: 13

Two (2) White males, five (5) White females, one (1) Black female, one (1) Hispanic
female, two (2) AAIANHNPI males, one (1) AAIANHNPI female, and one (1)
Unknown female

Applicants Rejected: 6

Two (2) White males, one (1) White female, one (1) Black female, one (1)
AAIANHNPI male, and one (1) Unknown female

Explanation for Goal Applicants rejected:

One (1) White male and one (1) Black female did not submit the complete application
paperwork. They were both missing letters of reference.

One (1) White male did not have the required degree.
Interviewed: 7

Four (4) White females, one (1) Hispanic female, one (1) AAIANHNPI male, and one
(1) AAIANHNPI female

The selected White female candidate met the required and preferred
qualifications. She had experience teaching bachelors, masters and doctoral
program classes. She developed and taught community practice, theory, research
and different types of elective courses. She talked about social justice programs by
using intercultural training modules to teach social work students about cultural
humility and structural competency. She did highlight her writing strategies and
practices during her presentation and through her interview. She also demonstrated
her commitment to oppressive pedagogy as evidenced by use of pedagogical
strategies that included responsibility to address microaggressions.

One (1) Hispanic female’s presentation was disjointed and hard for the students to follow.
She attempted to do too much for the allotted timeframe and overwhelmed the students
with too many handouts without providing direction. She took time to have students write
their names on name cards but never called the students by their names through the
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presentation. She also did not have community practice experience and did not have
many peer-reviewed publications to talk about through the interview.

Coach

Hiring Goals: 1\WM,1BM, 1BF, 1AAIANHNPIM
Hired: 2WM ‘

1. Assistant Football Coach
A goal was met with the hire of a White male Assistant Football Coach

Required Qualifications: An earned bachelor’'s degree preferred for coaches and a
minimum of two (2) years of appropriate professional level experience. Commitment
in following the letter and spirit of NCAA, Conference and University rules and
regulations. Ability to effectively work with a diverse population of student athletes
and coaches in a cultural climate that celebrates diversity.

Applicants: 74

Fifty-five (65) White males, sixteen (16) Black males, one (1) Hispanic male, one (1)
AAIANHNPI male, and one (1) Unknown male

Applicants Rejected: 66

Fifty (50) White males, fourteen (14) Black males, one (1) Hispanic male, and one (1)
Unknown male

Interviewed: 8
Five (5) White males, two (2) Black males and one (1) AAIANHNPI male

The selected White male goal candidate met the required and preferred
qualifications. He had Head Coach and Defensive Coordinator experience. He had
experience coaching, recruiting, fundraising, off-season training, assisting with
administrative duties, academic oversight and community engagement activities. He
also worked with and had hands on experience dealing with the NCAA, Northeast 10
Division and University regulations.

2. Head Coach Women’s Gymnastics

A goal for White male was previously met

Required Qualifications: An earned master's degree, preferred for coaches and
five (5) years of appropriate professional level experience. Commitment to following
the letter and spirit of the NCAA, conference and university rules and regulations.
Ability to effectively work with a diverse population of student athletes and coaches in
a cultural climate that celebrates diversity.

Applied: 18
Ten (10) White males and eight (8) White females
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Applicants Rejected: 7
Two (2) White males and five (5) White females

Interviewed: 11
Eight (8) White males and three (3) White females

The selected White male candidate met the required and preferred
qualifications. He had leadership experience for all aspects of the Women'’s
Gymnastics Program. He had knowledge of compliance with NCAA, ECAC and
University regulations. He also had experience evaluating and recruiting
academically prepared students by detailing examples of doing this at another
university. He also had experience arranging all aspects of scheduling and team
travel. He also had fiscal responsibility for his department's budget. He had
supervision experience managing assistant coaches and staff. He also described his
experience working effectively with diverse student athletes and coaches.

Professional Non-faculty
Professional Non-faculty
Hiring goals: SWM, 8BF, 7HM, 4 HF, 2 AAIANHNPIM, 7 AAIANHNPIF
Hired: 3WM, 7WF, 3BF,1HM, 2HF, 3 AAIANHNPIF

For most positions, there is a ten-day period in which union members at the four CSU
campuses are eligible to apply for promotional positions as per the CSU-SUOAF
collective bargaining agreement. One position was filled in the initial ten-day period
and not opened outside the union. Job openings were advertised both in print ad and
electronic media. Job openings were posted on Southern Connecticut State
University’s and Department of Administrative Services (DAS) web pages, the New
Haven Register, Hartford Courant, Chronicle of Higher Education, Higher Ed. Jobs
and several association websites and list serves.

1 to 3. Assistant Director of Academic Advising, Administrator lll (3 positions)

A goal was met with the hire of one (1) White male and one (1) Black female as
an Assistant Director of Academic Advising

QUALIFICATIONS: Required qualifications include: master's degree in student
affairs, student development, counseling, education, or related field and a minimum
of three years of full-time experience providing educational and/or personal support to
college students; working knowledge of student development theory and best
practices in academic advising; direct experience working successfully with diverse
populations, demonstrating multicultural awareness and a clear passion for working
at a university with a mission of social justice; strong ability to communicate orally
and in writing; ability to be creative and develop innovative academic support
programming; experience using technological tools to support student success or
willingness to learn; demonstrated effectiveness at independently managing projects



and working collaboratively as a member of a team; and, strong interpersonal skills
and capacity for building partnerships across campus.

Preferred qualifications include: prior experience in an academic advising role or
work that includes knowing curricular requirements, having significant faculty
interaction, and/or supporting students who have been academically unsuccessful;
knowledge of academic disciplines in the neighborhood departments (e.g., STEM,
business, arts and humanities, etc.); ability to multitask in a fast-paced, dynamic
environment; ability to generate reports and use data to inform decision making and
engage in evidence-based practice; and, supervision of student employees. These
qualifications may be waived for individuals with an equivalent combination of
education, training and experience.

Applicants: 141

Twenty-five (25) White males, eighty-six (86) White females, seven (7) Black males,
twelve (12) Black females, four (4) Hispanic females, four (4) AAIANHNPI females,
one (1) Unknown male and two (2) Unknown females

Applicants Rejected: 121

Twenty (20) White males, seventy-four (74) White females, five (5) Black males,
eleven (11) Black females, four (4) Hispanic females, four (4) AAIANHNPI females,
one (1) Unknown male and two (2) Unknown females

Explanation for Goal Applicants rejected:

Eight (8) White males, three (3) Black females, two (2) Hispanic females and one (1)
AAIANHNPI female did not submit the complete application paperwork and either
omitted the required cover letter or the references.

Ten (10) White males, five (5) Black females, two (2) Hispanic females and three (3)
AAIANHNPI females did not have the required three (3) years of full-time experience
providing educational and/or personal support to college students.

Two (2) White males and three (3) Black females did not have the required master’s
degree in student affairs, student development, counseling, education, or related
field.

Interviewed: 20

Five (5) White males, twelve (12) White females, two (2) Black males, and one (1)
Black female

The selected White male goal candidate met the required and preferred
qualifications. He had presented creative and analytical ideas that he has instituted
at his present campus. He had direct experience working successfully with diverse
populations, and he was able to present and demonstrate his knowledge of
multicultural awareness and social justice initiatives. He collaborated with many
departments to develop, maintain and utilize academic advising materials and tools to
support students. He communicated his student-centered approach and gave
detailed examples of his experience.



The selected White female candidate met the required and preferred
qualifications. She had experience working with diverse populations and articulated
her commitment to social justice and diversity. She presented information on how
she works closely with faculty to navigate relationships to help students. She had
student advising experience and developed and implemented initiatives to support
students who are struggling academically. She assists them to explore alternatives to
help them stay on track. She spoke about her organization skills and computer
expertise and how she works with databases and computerized software to track
student advising.

The selected Black female goal candidate met the required and preferred
qualifications. She provided information of how she understands the importance to
create relationships with faculty to help assist the studénts to navigate through each
barrier or semester. She had brought up how technology tools helped her to support
the broader academic advising initiatives and worked closely with each department to
have students stay on track for academic success. She gave examples of her
knowledge advising undergraduate students to explore major option, understand
academic requirements, policies, procedures, and to utilize university resources.

Two (2) White males did not present all the experience they had related to academic
advising and working closely with students. They did not provide information to the
search committee members to show that they had this type of directly related
experience when responding to any of the interview questions.

One (1) White male expressed his interest to work from home by teleworking and it
was explained to him that this position required direct student contact and this
position was not able to be performed from working through a virtual platform.

One (1) White male did not have actual direct academic advising experience as it
was listed on his application paperwork. He indicated he did not have that type of
experience and was not able to answer several questions directed related to the
duties of this position.

4 to 6. Residence Hall Director Admin Il (3 positions)

A goal was met with the hire of one (1) Black female, one (1) Hispanic male and
one (1) Hispanic female as a Residence Hall Director

QUALIFICATIONS: A bachelor’s degree is required; a master’s degree in Student
Personnel, Student Affairs, or Higher Education is preferred. Previous successful
experiences supervising university residence hall undergraduate staff is preferred.
Experience developing residence hall communities, providing educational and
personal support for students, responding to student concerns and behaviors,
advising student organizations, facility and administrative management, and
participation in department initiatives and campus life is preferred. The position
requires excellent written and verbal communication, organization, and problem-
solving skills. Individuals who can work in a continuously changing organization and



are highly motivated are best suited for this position. These qualifications may be
waived for individuals with appropriate alternate experience.

Applicants: 63

Twenty (20) White males, twenty-seven (27) White females, three (3) Black males,
four (4) Black females, two (2) Hispanic males, four (4) Hispanic females, one (1)
AAIANHNPI female, one (1) Unknown male, and one (1) Unknown female

Applicants Rejected: 45

Fourteen (14) White males, twenty-two (22) White females, two (2) Black males, two
(2) Black females, one (1) Hispanic male, two (2) Hispanic females, one (1) Unknown
male, and one (1) Unknown female

Interviewed: 18

Six (6) White males, five (5) White females, one (1) Black male, two (2) Black
females, one (1) Hispanic male, two (2) Hispanic females, one (1) AAIANHNPI
female

The selected Black female goal candidate met the required and preferred
qualifications. She had residence hall and life experience at a large university and
after she graduated served in a director role and she supervised RA staff. She had
experience helping students and providing personal support and dealt with student
complaints and problems. She also worked with facility and administrative
management staff to handle student requests and fix housing problems.

The selected Hispanic male goal candidate met the required and preferred
qualifications. He had experience dealing with difficult student situations, conflicts
and complaints. He provided examples of his style to listen and have difficult
conversations with students, faculty and staff. He also had supported LGBTQ and
minority students and worked closely with other student organizations that supported
diversity and inclusion. He was a supervisor in his last position and supervised RA
staff.

The selected Hispanic female goal candidate met the required and preferred
qualifications. She had experience promoting student academic success and
providing effective leadership for a diverse student body. She had student conduct
experience and handled all types of student concerns and complaints. She also had
experience with administrative and programmatic areas to oversee residential student
areas. She recently has been working closely with social justice, diversity and
accessibility education and initiatives related to helping students.

7. Assistant Director of Educational Services Admin Il

A goal was met with the hire of one (1) Hispanic female as an Assistant Director
of Educational Services
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QUALIFICATIONS: A bachelor's degree required. Three years’ experience working
with college-age students in an academic or student services role or experience as a
professional PK - 12 educator/administrator required. Demonstrated experience in
using Microsoft Web-based data management systems and knowledge of Banner
and Tk20 by Watermark experience preferred. These qualifications may be waived
for individuals with appropriate alternate experience.

Applicants: 107

Fourteen (14) White males, sixty-six (66) White females, one (1) Black male, eight (8)
Black females, two (2) Hispanic males, nine (9) Hispanic females, two (2) Unknown
males and five (5) Unknown females.

Applicants Rejected: 95

Fourteen (14) White males, fifty-six (56) White females, one (1) Black male, eight (8)
Black females, two (2) Hispanic males, seven (7) Hispanic females, two (2) Unknown
males and five (5) Unknown females.

Interviewed: 12
Ten (10) White females and two (2) Hispanic females

The selected Hispanic female goal candidate met the required and preferred
qualifications. She had experience supporting the educational and development
needs of teacher education candidates and provided student support to
undergraduate and graduate students. She had experience identifying students
support or access to university resources that met their needs or helped the situation.
She provided details of her knowledge with computers, web-based data management
systems and the Banner system.

8. Client Infrastructure Manager Administrator V

A goal was met with the hire of one (1) White male as a Client Infrastructure
Manager

QUALIFICATIONS: B.S. degree in Computer Science or related area. Advanced
degree preferred. Minimum five (5) years of successful experience with
responsibilities involving direct management and administration of client infrastructure
in an enterprise multi-platform environment. Experience supervising full-time
professional staff. Ability to motivate team members and to work effectively as part of
a team. A strong work ethic is required. Proven hands-on experience with IP
Networking and multiple security technologies. Proficient in Server and Client
operating systems, Software Applications (Office, Outlook/Exchange, etc.) and
mobile computing devices. Strong experience with Microsoft technologies including
Active Directory, Exchange, ILM, SharePoint, etc. Experience in the installation and
support of production environments utilizing client software deployment tools (e.g.,
Altiris, Microsoft SCCM, etc.) Knowledge of virtualization technologies. Ability to
assess, review and recommend new technologies in support of organization goals.



Demonstrated knowledge of IT operation processes including client security controls,
incident management, asset management, configuration management, and change
management, Excellent customer service and communication skills. Ability to work
with people of various backgrounds and on all levels of technical knowledge. Strong
organizational, analytical and problem-solving skills. Strong project management
capabilities including project planning, resource management (including third party
resources), time estimation and execution. Ability to take ownership and manage
small to mid-size projects from start to completion. These qualifications may be
waived for individuals with an equivalent combination of education, training and
experience.

Applicants: 52

Forty-two (42) White males, five (5) White females, four (4) Unknown males and one
(1) Unknown female

Applicants Rejected: 47

Thirty-seven (37) White males, five (5) White females, four (4) Unknown males and
one (1) Unknown female

Interviewed: 5
Five (5) White males

The selected White male goal candidate met the required and preferred
qualifications. He had advanced technical experience and had supervised a team
of professional and student workers. He had project management experience that
required skills that included analysis, planning, testing and managing problems
through the implementation. He participated in his organization’s disaster recovery
and emergency response implementation and assisted in developing security policies
and procedures. He researched and recommended new hardware, works directly
with vendors and technical support personnel on equipment, software purchases and
maintenance contracts. He also deploys software tools for client computing devices.

9. Programmer Specialist Admin IV

A goal was met with the hire of one (1) White male as a Programmer Specialist

QUALIFICATIONS: Bachelor's degree in Computer Science, Mathematics or a
related area, and four or more years of professional experience in applications
programming with demonstrated knowledge of Java, JavaScript, Groovy, Grails
application framework and XML. Working knowledge of Oracle development tools
including Oracle APEX and PL/ SQL (with the ability to construct complex SQL
statements). Familiarity with Ellucian Banner SIS data. Master’'s degree preferred.
Ability to meet requirements of skill set. These qualifications may be waived for
individuals with appropriate alternate experience.

Applicants: 9
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Three (3) White males, three (3) White females, one (1) Hispanic male, one (1)
Unknown male and one (1) Unknown unknown

Applicants Rejected: 5

One (1) White male, one (1) White female, one (1) Hispanic male, one (1) Unknown
male and one (1) Unknown unknown

Interviewed: 4
Two (2) White males, and two (2) White females

The selected White male goal candidate met the required and preferred
qualifications. He had a programming background and database experience. He
used many types of programs including JAVA, XML, Groovy, Grails application
framework. He also was a certified Oracle developer and has used Oracle APEX and
PL/SQL tools.

10._Assistant Director of Annual Giving- Administrator lll

A goal was met with the hire of one (1) Black female as an Assistant Director
of Annual Giving

QUALIFICATIONS: Bachelor's degree and three years’ experience in Higher
Education or nonprofit organization required. Experience in institutional development
and alumni relations preferred. Familiarity with Raisers Edge, other fundraising and
nonprofit software is considered a plus. An equivalent combination of credentials
and/or experience may also be considered.

Applicants: 83

Eight (8) White males, forty-five (45) White females, three (3) Black males, three (3)
Black females, two (2) Hispanic females, one (1) AAIANHNPI male, two (2)
AAIANHNPI females, twelve (12) Unknown males and seven (7) Unknown females

Applicants Rejected: 80

Eight (8) White males, forty-three (43) White females, three (3) Black males, two (2)
Black females, two (2) Hispanic females, one (1) AAIANHNPI male, two (2)
AAIANHNPI females, twelve (12) Unknown males and seven (7) Unknown females

Interviewed: 3

Two (2) White females and one (1) Black female

The selected Black female goal candidate met the required and preferred
qualifications. She had a lead fundraising role at another Connecticut university.
She was directly responsible for the campuses institutional development program and
worked with the foundation and members of the Board of Trustees. She had worked
with all levels of administration, leadership, management, faculty, staff and
community members. She also had good organizational and analytical skills and
computer software experience.



11.Associate Director — Student Health Services Administrator IV

A goal was met with the hire of one (1) AAIANHNPI female as an Associate
Director — Student Health Services

QUALIFICATIONS: B.S.N. plus four years of nursing experience demonstrating
ability to relate effectively to students and staff and to supervise the other members of
a health care team. Current license to practice professional nursing in Connecticut.
Master's degree preferred or Nurse Practitioner in appropriate specialty. Experience
with young adults desirable. Candidates lacking the B.S.N. may be considered in the
case of appropriate experience.

Applicants: 53

Seven (7) White males, thirty-six (36) White females, one (1) Black male, three (3)
Black females, two (2) Hispanic females, one (1) AAIANHNPI female, two (2)
Unknown males and one (1) Unknown female

Applicants Rejected: 42

Seven (7) White males, twenty-seven (27) White females, one (1) Black male, two (2)
Black females, two (2) Hispanic females, two (2) Unknown males and one (1)
Unknown female

Interviewed: 11
Nine (9) White females, one (1) Black female, and one (1) AAIANHNPI female

The selected AAIANHNPI female goal candidate met the required and preferred
qualifications. She had college health experience and worked directly with
practitioners and healthcare staff in all capacities. She has leadership, management
and administrative experience. She had assessment and data collection experience
and an understanding of various medical software platforms. She provided a few
examples of her direct experience with student health and mental health needs.

12.Director of Communication Disorders Clinical Education, Administrator VI

A goal was met with the hire of one (1) AAIANHNPI female as a Director of
Communication Disorders

QUALIFICATIONS: Required qualifications include Master's Degree in Speech-
Language Pathology and/or Audiology from an accredited college or university:
Certificate of Clinical Competence from the American Speech- Language-Hearing
Association; Connecticut Health Department license (or eligibility); Eight years’
experience in clinical practice; Five years’ experience in clinical education of graduate
students in speech-language pathology and/or audiology; Five years of administrative
experience in coordinating and/or directing a speech-language pathology or
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audiology clinical service facility, unit or program; Administrative experience,
including but not limited to, hiring, supervision and evaluation of employees,
operational budgeting and analyses, and billing; Excellent organizational skills and
experience with developing business relationships, marketing, and strategic planning;
Excellent oral and written communication skills; Excellent computer literacy skills for
clinical administrative purposes.

Preferred qualifications include demonstrated interprofessional collaboration:
experience with strategic planning, experience with project management; experience
with clinic facility design, renovation, and/or expansion. These qualifications may be
waived for individuals with an equivalent combination of education, training, and
experience.

Applicants: 5

One (1) White female, one (1) Black female, one (1) AAIANHNPI female, and two (2)
Unknown females

Applicants Rejected: 2
Two (2) Unknown females

Interviewed: 3
One (1) White female, one (1) Black female, and one (1) AAIANHNPI female

The selected AAIANHNPI female goal candidate met the required and preferred
qualifications. She had leadership, business management and clinical education
experience. She ran a large private practice and had experience complying with
county and state regulations and dealt with HIPPA requirements. She had
experience with generating and implementing business plans and strategic planning.
She provided detailed examples of her ability to deal with flexibility, initiative and
ability to find creative solutions to successfuily solve complex problems. She also
had budgeting and financial planning experience and used financial software
systems. She also had experience with collaboration between academic faculty,
clinical instructors and administrators.

13.Assistant Director of Healthcare Studies Advisement, Administrator IlI

A goal was met with the hire of one (1) AAIANHNPI female as an Assistant
Director of Healthcare Studies Advisement

QUALIFICATIONS: Required qualifications include master's degree in student
affairs, social work, counseling, education, student development, or human services
related field and a minimum of three years of experience providing educational
support through academic advising or other student support services. Direct
experience working successfully with diverse populations; strong ability to
communicate orally and in writing; demonstrate effectiveness to be creative and
develop innovative academic support programming; experience using technological



tools to support student success or willingness to learn; demonstrated effectiveness
at independently managing projects and working collaboratively as a member of a
team; and, strong interpersonal skills and capacity for building partnerships across
campus.

Preferred qualifications include prior experience in an academic advising role at a
college or university or work that includes knowing curricular requirements; having
significant faculty interaction; knowledge of academic disciplines within HHS; ability to
multitask in a fast-paced, dynamic environment; ability to generate reports and use
data to inform decision making and engage in evidence- based practice; and
supervision of student employees. These qualifications may be waived for individuals
with an equivalent combination of education, training, and experience.

Applicants: 46

Six (6) White males, twenty-six (26) White females, three (3) Black males, one (1)
Black female, three (3) Hispanic females, one (1) AAIANHNP! female, two (2)
Unknown males and four (4) Unknown females

Applicants Rejected: 35

Five (5) White males, nineteen (19) White females, three (3) Black males, one (1)
Black female, one (1) Hispanic female, two (2) Unknown males and four (4) Unknown
females

Explanation for Goal Applicants rejected:

Four (4) White males, and one (1) Hispanic female did not have the required three (3)
years of experience providing educational support through academic advising or
other student support services.

One (1) Black female did not submit a complete application package and was missing
the required resume.

One (1) White male did not submit a complete application package and did not
submit the required cover letter and references.

Interviewed: 11

One (1) White male, seven (7) White females, two (2) Hispanic females and one (1)
AAIANHNPI female

The selected AAIANHNPI female goal candidate met the required and preferred
qualifications. She had direct experience working with the student population and
worked with 1t year students. She had computer technology experience and worked
with a variety of different types of software programs to create and generate reports
and maintain databases. She also served as a present faculty member at another
university and worked closely with her students regarding advisement, retention,
student support and mentoring.

One (1) White male did not provide a response to a question asked regarding his
ability to pay attention to details which is a large part of this position. He also did not
provide details or examples of his knowledge or experience working with 1%t year
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students. He stated he did not understand the context of the question. This position
would serve this population of students each semester.

One (1) Hispanic female stated she prefers to work independently in her response on
several questions including the question regarding participating in a team and how
she would do working on team related projects.

One (1) Hispanic female did not provide any information or details about her
experience working with diverse students or 1%t year students. She also did not work
with any technology tools or platforms used and indicated that she could learn with
some training. Her resume indicated she had worked with some technology, but she
did not indicate that she had worked with any related software programs during in the
interview.

14.Prevention Outreach and Care Coordinator, Administrator IV

One (1) White Female was hired as a Prevention Outreach and Care
Coordinator

QUALIFICATIONS: Master's degree in clinical or counseling psychology, social work,
counseling, marriage and family therapy, or related field and four years of counseling
experience or related experience required. Doctoral degree preferred. Currently
licensed as a mental health provider by the State of Connecticut or license eligible
within 12 months. Demonstrated competence in providing prevention outreach,
continuity of care, case management, and referral support. Preferred qualifications
include: experience with and a commitment to social justice issues, including but not
limited to, providing services for college students who are racial minorities, first-
generation, international, LGBTQIA, and/or who have disabilities; Spanish speaking;
experience providing psychological services in a university counseling center,;
experience providing training and clinical supervision to graduate interns; experience
and skills with use of technology to enhance services and for electronic record
keeping, scheduling and data collection; outstanding interpersonal skills
demonstrated in speaking, listening, and writing. These qualifications may be waived
for individuals with appropriate alternate experience.

Applicants: 34

Twenty-three (23) White females, one (1) Black male, eight (8) Black females, one (1)
Hispanic female, and one (1) Unknown female

Applicants Rejected: 30

Nineteen (19) White females, one (1) Black male, eight (8) Black females, one (1)
Hispanic female, and one (1) Unknown female

Explanation for Goal Applicants rejected:




Four (4) Black females did not have the required master’s degree in clinical or
counseling psychology, social work, counseling, marriage and family therapy, or
related field.

Four (4) Black females and one (1) Hispanic female did not have the required four (4)
years of counseling or related experience.

Interviewed: 4
Four (4) White females

The selected White female candidate met the required and preferred
qualifications. She had experience teaching college students, graduate interns and
had also worked as a Counselor. She had experience maintaining and coordinating
the department’s referral database and maintained relationships with community and
outside providers. She had done outreach and education programming. She had
experience serving as an advocate for the students’ wellness needs. She also had
case management experience and handled referrals regarding insurance, financial,
transportation limitations and a variety of other student concerns and issues.

15.Customer Support Center Lead Administrator il
One (1) White Female was hired as a Customer Support Center Lead
Administrator Il

QUALIFICATIONS: Bachelor's degree and three years of professional experience in
a help desk or customer service environment in a large technical organization.
Experience with networking and/or PC applications is required. Excellent
communication and customer service skills. Experience with Customer Support
Center Software is required. These qualifications may be waived for individuals with
appropriate alternate experience.

Applicants: 51

Twenty-two (22) White males, thirteen (13) White females, two (2) Black males, four
(4) Black females, two (2) Hispanic males, one (1) AAIANHNPI male, one (1)
AAIANHNPI female, four (4) Unknown males and two (2) Unknown females

Applicants Rejected: 48

Twenty-one (21) White males, twelve (12) White females, two (2) Black males, four
(4) Black females, one (1) Hispanic male, one (1) AAIANHNPI male, one (1)
AAIANHNPI female, four (4) Unknown males and two (2) Unknown females

Explanation for Goal Applicants rejected:

Thirteen (13) White males, three (3) Black females and one (1) AAIANHNPI female
did not submit a complete application package and omitted either the required cover
letter or references.

Three (3) White males and one (1) AAIANHNPI male applied after the closing date.

| so0



Five (5) White males, one (1) Black female and one (1) Hispanic male did not have
the required three (3) years of professional experience in a help desk or customer
service environment in a large technical organization and experience with networking
and/or PC applications.

Interviewed: 3
One (1) White male, one (1) White female and one (1) Hispanic male

The selected White female candidate met the required and preferred
qualifications. She had experience leading and supervising a customer support
center and a help desk. She had installed hardware and software and performed
regular systems updates. Her work background included troubleshooting computer
problems. She also had customer service experience to explain complicated IT and
computer problems in an easier and user friendly way for everyone to understand.

One (1) White male withdrew from consideration after the interview process because
of the salary.

One (1) Hispanic male was not able to explain or provide examples of how his related
experience and technical skills can assist him to do the responsibilities of this
position. During the interview, he was not able to answer some of the technical
aspects and the customer services requirements of the position.

16.Disability Specialist/ Disability Resource Center Admin. Il|

One (1) White Female was hired as a Disability Specialist

QUALIFICATIONS: A Master's degree in education or related field is required
(school/educational psychology, learning disabilities, counseling or special education)
and two years’ experience working with students with disabilities in an educational
setting. Also required is demonstrated expertise in interpreting diagnostic
assessments and in understanding the implications of behaviors elicited by learning,
attentional and psychological disabilities. Additional requirements include strong
communication skills for effective oral and written communication with students,
faculty and parents; excellent organizational, interpersonal and problem-solving skills,
demonstrated ability to use computers/software, and a proven ability to work
independently as well as with a team. These qualifications may be waived for
individuals with appropriate alternate experience.

Applicants: 35

Seven (7) White males, twenty-six (26) White females, one (1) Black male, one
Unknown female

Applicants Rejected: 31

Seven (7) White males, twenty-three (23) White females, and one (1) Unknown
female




Explanation for Goal Applicants rejected:

Four (4) White males did not submit a complete application package and omitted
either the required cover letter or references.

Three (3) White males did not have the required master's degree in education or
related field is required (school/educational psychology, learning disabilities,
counseling or special education).

Interviewed: 4
Three (3) White females and one (1) Black male

The selected White female candidate met the required and preferred
qualifications. She had worked in a Disability Resource Center at another higher
education institution. She had experience managing the department and supervising
student workers and professional staff. She also had a few volunteers that she
trained to assist at the front desk. She talked about her experience in the disability
specialist field assisting students with their accommodations or assistance with
schedules or obtaining proper assistive technology equipment for them to use. She
indicated that she provided support services to students and assist in identifying
resources and technology that the students needed. She also worked with all levels
of administration, students, parents and members of the community.

17.Business Analyst, SCSU Foundation, Administrator lll
One (1) White Female was hired as a Business Analyst

QUALIFICATIONS: Required: Bachelor's degree required
(Accounting/Finance/Business major preferred). Minimum of three years’ experience
in accounting or a fiscal or business office. Excellent computer and mathematical
abilities. Demonstrated ability to establish office systems and procedures; work
effectively with students, faculty and external constituents to exercise sound
judgement to simultaneously manage multiple tasks and to analyze problems and
recommend effective solutions. Demonstrated ability to maintain confidentiality
requirements associated with all business matters of the Foundation and University.

Preferred: Experience using Raiser’'s Edge or a similar donor database; Financial
Edge or a similar accounting system; and donation platform software such as
iDonate, Greater giving, Online Express, etc. These qualifications may be waived for
individuals with appropriate alternate experience.

Applicants: 11

Two (2) White males, five (5) White females, two (2) Black females, one (1)
AAIANHNPI female, and one (1) Unknown male

Applicants Rejected: 8
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Two (2) White males, three (3) White females, two (2) Black females, and one (1)
Unknown male

Explanation for Goal Applicants rejected:

Two (2) White males and two (2) Black females did not have the required three years’
experience in accounting or a fiscal or business office.

Interviewed: 3
Two (2) White females and one (1) AAIANHNPI female

The selected White female candidate met the required and preferred
qualifications. She had direct work experience handling accounting and fiscal
responsibilities in a Business Office. She was responsible for creating monthly and
annual financial reports and used iDonate, Financial Edge and CORE-CT financial
modules. During her interview, she talked about her experience maintaining
confidentiality working closely with auditors, department budgets and financial
records. She also provided examples relating to her experience handling complaints,
analyzing problems relating to business records, audits and she made
recommendations and solutions to her director.

One (1) AAIANHNPI female withdrew from consideration after the interview because
she accepted another position.

18. Director of Community Alliance for Research and Engagement (CARE)
Administrator V

One (1) White Female was hired as a Director of Community Alliance for

Research and Engagement

QUALIFICATIONS: Required: Master's Degree in public health, social work, or other
related discipline. Minimum of 5§ years of experience with administrating community-
based research and community engaged programming at the Director or Assistant
Director level which would include a minimum of 5 years of experience with
supervising staff. Demonstrated ability to engage and collaborate with agency
partners and residents. Demonstrated success with community organizing and
advocacy. Experience with seeking and securing external funding. Record of
successful dissemination and publication of research and programs. Demonstrated
cultural competence and knowledge of social determinants of heaith.

Preferred: Strong communication skills: must be able to transmit information
effectively and professionally in both oral and printed communications. Experience
working with technology-based applications and communication systems. Knowledge
of New Haven communities and health issues that impact residents. These
qualifications may be waived for individuals with appropriate alternate experience.

Applicants: 7



Five (5) White females, one (1) Black male, and one (1) Black female
Applicants Rejected: 4

Two (2) White females, one (1) Black male, and one (1) Black female
Explanation for Goal Applicants rejected:

One (1) Black female did not have the required minimum of five (5) years of
experience with administrating community-based research and community engaged
programming at the Director or Assistant Director level which would include a
minimum of five (5) years of experience with supervising staff.

Interviewed: 3
Three (3) White females

The selected White female candidate met the required and preferred
qualifications. She had worked as a supervisor and had grant management and
grant writing experience. She explained in detail her research and community
engaged programming work. She also had worked to lead and develop communities
to build community engagement efforts. She has worked directly with diverse and
disabled students. She also worked on social justice and cultural competency
programs.

19.Coordinator of University Construction & Facilities Management Admin V

One (1) White Female was hired as a Coordinator of University Construction &
Facilities Management

QUALIFICATIONS: Bachelor's Degree in architectural, construction management,
civil or architectural engineering or related filed; At least 5 years’ experience with
facilities design, renovation, planning and construction. Knowledge and ability to
utilize AutoCAD, Ability to work and communicate effectively with diverse academic
and administrative units. Experience with Revit preferred.

Applicants: 15

Four (4) White males, nine (9) White females, one (1) Black female, and one (1)
Hispanic female

Applicants Rejected: 12

Four (4) White males, six (6) White females, one (1) Black female, and one (1)
Hispanic female

Explanation for Goal Applicants rejected:

Two (2) White males and one (1) Hispanic female did not have the required
bachelor’s degree in architectural, construction management, civil or architectural
engineering or related field.



Two (2) White males and one (1) Black female did not have the required five (5)
years’ experience with facilities design, renovation, planning and construction.

Interviewed: 3
Three (3) White females

The selected White female candidate met the required and preferred
qualifications. She had presented her projects showing how she managed projects
from the development of the space program through the development of the design,
drawings and specifications. She also discussed her project management approach,
construction administration and project closeout experience. Her two projects ranged
from $10,000 to $500,000. She had ten (10) years of experience with the Computer
Aided Design (CAD) drafting to communication design intent and construction
documents to bid the projects. She produced three-dimensional images using CAD.
She meets with contractors and vendors and understands space needs and
developed designs and worked with construction teams to oversee the projects. She
also spoke about completing projects within the timeframe established and the types
of problems that can come with delays, damaged materials and additional funding
when things are not estimated or budgeted properly.

CLASSIFIED HIRES
All openings were first run through the state layoff SEBAC list. Once the layoff list
was exhausted, positions were posted to union members within the statewide AFL-
CIO administrative clerical (NP-3) bargaining unit to apply for promotional or lateral
positions and then they are advertised externally. Positions are placed on the DAS
website and the New Haven Register. Due fo statewide hiring freeze there were
limited job openings.

Category 4

Secretarial/Clerical Varied
Hiring goals: 5WF, 1HM, 2HF
Hires: None

Secretarial/ Secretary 2
Hiring goals:1WM, 3HF, 1 AAIANHPI F
Hires: None

Secretarial/Office Assistant
Hiring goals: 7TWF
Hires: None
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Category 5

Technical Paraprofessional
Hiring goals: 1WF, 1HF
Hires: None

Category 6
Skilled Craft
Hiring goals: 1BF, 4HM, 2HF, 1AAIANHNPIM
Hires: None
Category 7 Maintenance

Maintenance-Varied
Hiring goals: 3WM, 1WF, 1HM, 1 AAIANHPI M
Hires: None

Maintenance Custodians
Hiring goals: 7WF, 8HM, 9HF
Hires: 4BM, 1HM

A goal was met with the hire of one (1) Hispanic male as a Custodian

MINIMUM QUALIFICATIONS REQUIRED: Any experience and training which would
provide the knowledge, skills and abilities that include some interpersonal skills;
some oral and written communication skills; ability to follow oral and written
instructions; ability to operate, care for and perform minor maintenance on tools and
equipment used in daily work; some ability in simple record keeping.

PREFFERRED QUALIFICATIONS: Preference will be given to applicants with
professional experience in buffing floors and using Tennant machine.

Applicants: 443

Eighty (80) White males, eleven (11) White females, one hundred sixty-seven (167)
Black males, ninety-eight (98) Black females, forty-eight (48) Hispanic males, two (2)
AAIANHPI females, twenty-three (23) Unknown males, thirteen (13) Unknown
females and one (1) Unknown unknown

Applicants Rejected: 395

Seventy-four (74) White males, nine (9) White females, one hundred forty-one (141)
Black males, ninety-three (93) Black females, forty-two (42) Hispanic males, two (2)

AAIANHPI females, twenty (20) Unknown males, thirteen (13) Unknown females and
one (1) Unknown unknown

Explanation for Goal Applicants rejected:




Nine (9) White females and forty-two (42) Hispanic males did not meet the preferred
qualifications. They all responded “no” to one or more of the following referral
questions:

1. Are you a current State employee?

2. If you answered yes to the previous question, please indicate your current State of
Connecticut job title. If you answered no, please indicate N/A.

3. Do you have professional experience cleaning floors?

4. If you answered yes to the previous question, please explain your professional
experience buffing floors. If you answered no, please indicate N/A.

5. Do you have experience using a Tennant machine?

6. If you answered yes to the previous question, please explain your experience
using a Tennant machine. If you answered no, please indicate N/A.

7. Are you available to work 1%t shift 6:00am — 2:00pm, Monday-Friday?

8. Are you available to work 2" shift 2:00pm — 10:00pm, Monday-Friday?

9. Are you available to work 3rd! shift 10:00pm — 6:00am, Monday-Friday?

Interviewed: 48

Six (6) White males, two (2) White females, twenty-six (26) Black males, five (5)
Black females, six (6) Hispanic males, and three (3) Unknown males

The selected Hispanic male goal candidate met the required and preferred
qualifications. He had four (4) years’ experience working for ABM doing custodial
work duties. One of his contracts was with the New Haven Public School system and
he buffed and waxed the floors of the gym and classrooms. He had experience with
large cleaning machines including the Tennant.

The selected Black male candidate met the required and preferred
qualifications. He had 15 years of experience working at Yale New Haven Hospital.
He had experience using Tennant machines to sweep and scrub using detergent and
the vacuum system.

The selected Black male candidate met the required and preferred
qualifications. He had worked at Walmart performing all types a janitorial work
including buffing and waxing the store floors. He had used a Tennant machine to do
all types of scrubbing, cleaning and vacuuming the floors.

The selected Black male candidate met the required and preferred
qualifications. He had worked at Yale New Haven Hospital and was responsible for
using the Tennant machine to buff and wax the hospital and office floors.

The selected Black male candidate met the required and preferred
qualifications. He had worked for Yale University as a custodian working in
Residential and Administrative offices. He had worked with Tennant machines and
cleaned corridors and laboratory floors.

One (1) White female and one (1) Hispanic male did not explain their direct
experience buffing floors and were not able to provide any details using the Tennant
machine. Both of them stated they used this type of machine in another position.



One (1) White female and four (4) Hispanic males did not show up for the scheduled
interview.

Category 7 Service

Protective Service
Hiring goals: 2WM, 1HF
Hires: 3WM 1BM

1. -4. Police Officer

A goal was met with the hire of two (2) White males as Police Officer.

ELIGIBILITY REQUIREMENTS: Candidates must have certification as a law
enforcement officer in the State of Connecticut pursuant to regulations promulgated
by the Police Officer Standards and Training Council. Note: Candidates with a
pending certification status may be employed on a temporary basis pending
recertification by the Police Officer Standards and Training Council.

MINIMUM QUALIFICATIONS REQUIRED: Knowledge of police and security
practices and procedures; knowledge of relevant state and federal laws, statutes and
regulations; knowledge of traffic and crowd control; knowledge of criminal law and
court procedures. Incumbents in this class must possess and retain a valid
Connecticut Motor Vehicle Operator license. Incumbents in this class may be
required to obtain and maintain Emergency Medical Technician (EMT) certification. In
addition to checking references and of facts stated in the application a thorough
background investigation of each candidate may be made before persons are
certified for permanent appointment. Must possess good health, be free from
disease or injury which would impair health or usefulness and possess and retain
sufficient physical strength, stamina, agility and visual and auditory acuity to perform
the duties of the class. A physical fithess assessment will be required of all
applicants.

Applicants: 27

Twenty (20) White males, three (3) White females, one (1) Black male, one (1) Hispanic
female and two (2) AAIANHNPI males

Applicants Rejected: 22
Seventeen (17) White males, three (3) White females, and two (2) AAIANHNPI males
Interviewed: 5

Three (3) White males, one (1) Black male, and one (1) Hispanic female

The selected White male goal candidate met the required qualifications. He
retired from the New Haven Police Department after serving 23 years. He passed all
phases of the background investigation and left the department in good standing.
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The selected White male goal candidate met the required qualifications. He is a
current Police Officer with the Hartford Police Department. He passed all phases of
the background investigation and is good standing in his present position.

The selected White male candidate met the required qualifications. He is a
current Police Officer with the West Haven Police Department. He passed all phases
of the background investigation and is good standing in his present position.

The selected Black male candidate met the required qualifications. He was a
recent retiree from the New Haven Police Department. He passed all phases of the
background investigation and is good standing in his present position.

The White male goals were met.

The Hispanic female’s answers to the interview questions were brief and she did not
completely answer several questions regarding safety and security around campus or
provide details from her present position.

PROMOTIONS
Category 1 Executive/Managerial

Promotion Goals: 1 AAIANHPI F
Promoted: None

Category 2 Faculty

In this category, promotions are governed by the AAUP Collective Bargaining
Agreement (Article 4.11). The criteria for promotion set forth in the contract include a
terminal degree, years of successful teaching, strong scholarship including
publications, and service to the University. A faculty member who wishes to be
considered for promotion must submit notification in writing to the Department
Chairperson as well as the Department Evaluation Committee (DEC) Chairperson by
the deadline stated in the contract. The submitted materials are reviewed and
evaluated by the DEC, the appropriate Dean, and the Promotion and Tenure
Committee with each making a recommendation. This procedure for granting
promotions is conducted on an annual basis.

Professor
Promotion Goals: 8WF, 3BF, 2HM, 2HF, 1 AAIANHNPI M

Promoted into category: 4WM, 7WF, 1BM and 1 HM, in accordance with union
contract procedures.
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Eight (8) goals were met with the promotions of 7WF and 1 HM.

Applicants: 15

Four (4) White males, eight (8) White females, two (2) Black males and one (1)
Hispanic male

Applicants Rejected: 2

One (1) White female and one (1) Black male

Interviewed:

All applicants were interviewed per promotion and tenure procedures
Promoted:

Four (4) White males, seven (7) White females, one (1) Black male and one (1)
Hispanic male

Associate Professor
Promotion Goals: 6WF, 2BM, 2AAIANHNPIM

Promoted into category: Four (4) White males, fourteen (14) White females, one
(1) Hispanic male, one (1) AAIANHNPI M and one (1) AAIANHNPI F, in
accordance with union contract procedures.

Seven (7) goals were met with the promotions of six (6) White females and one
(1) AAIANHNPI M.

Applicants: 23

Four (4) White males, fifteen (15) White females one (1) Hispanic male, two (2)
AAIANHNPI males and one (1) AAIANHNPI female

Applicants Rejected: 2

One (1) White female and one (1) AAIANHNPI male

Interviewed:

All applicants were interviewed per promotion and tenure procedures
Promoted: 21

Four (4) White males, fourteen (14) White females, one (1) Hispanic male, one (1)
AAIANHNPI male and one (1) AAIANHNPI female

Coach
Promotion Goals: None established
Promoted within Category: None
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Cateqgory 3 Professional Non-Faculty

Promotion Goals: None established
Promoted within Category: The following 3 promotions are all promotions within
the Professional Category 3. These do not result in accessions.

Per union contract, there is a ten-day period in which union members at the four CSU
campuses are eligible to apply for positions as per the CSU-SUOAF collective
bargaining agreement. This position was filled in the initial ten-day period and not
opened outside the union

HR Associate to University Human Resources Administrator 2WF, BF

Two (2) White females and one (1) Black female were promoted from Human
Resources Associate to University Human Resources Administrator during the
reporting period. These employees were performing job duties at the higher level
and were reclassified.

Cateqory 4
Secretarial/Clerical Varied
Promotion Goals: 2WF, 1HF
Promotions into Category: None

Secretary 2
Promotion Goals: 1BM

Promotions into Category: None

Office Assistant
Promotion Goals: 2WF
Promotions into Category: None

Technical and Paraprofessional

Promotion Goals: None
Promotion into Category: None

Cateqgory 6
Skilled Craft

Promotion Goals: None
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Promotions: None

Category 7

Service Maintenance/Varied

Promotion Goals: 1TWM, 1WF
Promotions: 1BM

One (1) Black male was reclassified into the category from Custodian to Lead
Custodian. He was handling duties at the higher level and was promoted. No other
applicants were eligible for this position.

Protective Services

Promotion Goals: None established for this reporting period.
Promotion within Category: 1BF, 1HM

1. Police Sergeant
One (1) Black female and one (1) Hispanic male was promoted within the

category from Police Officer to Police Sergeant.

Note: This position was open to CSCU employees only.

MINIMUM QUALIFICATIONS - GENERAL EXPERIENCE: Three (3) years of
experience as a Police Officer in an organized police department or within state
service. Bachelor’'s degree may be substituted for one (1) year of the General
Experience. Must maintain a valid CT driver’s license and must possess and maintain
certification as a law enforcement officer in the State of Connecticut.

Applicants: 10

One (1) White male, three (3) Black males, one (1) Black female and five (5) Hispanic
males

Interviewed: 10

One (1) White male, three (3) Black males, one (1) Black female and five (5) Hispanic
males

The selected candidate (BF) has been with the department since 2004 and was
serving in the Interim role as Sergeant on the midnight shift. She served as a
supervisor in the interim role and prior in her last position. She also was experienced
maintaining police reports.
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The selected candidate (HM) had worked 22 years for the New Haven Police
Department and had retired as a Police Sergeant in the Internal Affairs Unit before
coming to SCSU. He also had supervisory experience and evaluated police officers
and conducted performance reviews.

Analysis of Program Goals

1. Complete the development of the online training module for search committees.
The training will include how to create screening criteria including the development of
qualification rubric based on the position’s required and preferred qualifications;
development of interview and reference questions; affirmative action and equal
employment opportunity principles to ensure equal access; and how to provide
detailed documentation on selected and rejected candidates.

Completion Date: April 2021
Responsible Persons: Director of Diversity and Equity

This goal has been partially completed. (Due to COVID and limited IT resources
during the campus closure) The Office of Diversity an Equity Programs has
completed online training of faculty and staff on the electronic submission of search
plans, rubrics and search reports. Goal will be continued for the upcoming plan year.

2. ODE will establish a training focused specifically on implicit bias in the
workplace and offer it as part of the Search training online. This training will also be
offered to supervisors, administrators and department chairs.

Completion Date: April 2021
Responsible Persons: Director of Diversity and Equity

This goal has been partially achieved. (Due to COVID and limited IT resources
during the campus closure) The Office of Diversity and Equity Programs has
researched and previewed a few on-line training modules through vendors (FirstNet
and Vector Solutions) who have developed training modules on this topic. ODE will
work on in-house and in-person training and the roll out of the online training. Goal
will be continued for the upcoming plan year.



14. Career Mobility
Section 46a-68-91



SECTION 46a-68-91
CAREER MOBILITY

Southern Connecticut State University has established an career mobility program as part
of its Affirmative Action Plan as required by section 46a-68 for occupational groups, which
includes, but is not limited to secretarial, clerical, supervisory clerical, semiskilled, crafts
and trades, supervisory crafts and trades, custodial, supervisory custodial and laborers.
Southern’s Career Mobility Program relies on efforts of career counseling, employee
training, tuition reimbursement and consultation with supervisors interested in promotion or
reclassification. This program is consistent with Section 46a-68 of the Connecticut
General Statues and (1) provides career counseling opportunities; (2) make a range of
training opportunities available; (3) initiates classification requests that result in the
development of career ladder and lattices to improve mobility for sub-professional
positions; and (4) establishes specific goals and timetables separately on the number of
positions in entry level classes to be filled through career mobility.

In line with this program, the Director of Employee and Labor Relations, the Director of
Diversity and Equity Programs, the Human Resource Administrators, and respective
division managers provide counseling to employees on policies, procedures and training
for advancement within or outside the agency, or within and across occupational

lines.

Additionally, tuition waiver and reimbursement programs are available, as provided in the
various employee contracts. The staff from Human Resources and Diversity and Equity
Programs monitors these activities to make certain that they provide for the full and fair
participation of protected race/gender group members.

Staff members from Human Resources conducted individual counseling meetings to assist
with career mobility for staff members. Subjects covered in the various sessions can be
summarized as falling into two (2) major areas: first, educational and training opportunities
to enhance a person’s likelihood of success in upward mobility; and second, resources
and search strategies to identify promotional and advancement opportunities, on campus
and at other state agencies and with other employers as well.

Additionally, positions in the various classified position categories continue to be reviewed
for the purpose of possible reclassification to higher positions or other career avenues
offering greater upward mobility potential.

General revisions to secretarial and other clerical job specifications have resulted in
changes in job related skill requirements. Those requirements that are not necessary for
successful performance in a position have been removed.

Target positions may now be more readily identified for the various career ladders, thus
permitting more effective career counseling.

Members from the Office of Diversity and Equity Programs and the Human Resources
Office continue to make vigorous efforts in the direction of planning and implementation of
a more effective Career Mobility program.



Where the cooperation of another agency is essential to the implementation of an upward
mobility goal, the agency keeps a record of each instance of contact with the agency
whose cooperation is requested, and the outcome of the request.

Career. Mobility Efforts

1. Career Counseling
The University makes an effort to ensure that the composition of career mobility
participants is consistent with affirmative action. To this end employees are encouraged to
take courses, seek in-service training. As appropriated tuition reimbursement for courses
taken towards a degree also provided.

In addition to the efforts indicated below, career counseling sessions remain available to
help employees select career paths, make decisions on educational directions, and be
advised on how to apply for promotional opportunities advertised by the Department of
Administrative Services (DAS) website. These sessions are available as requested, and
are offered by the Office of Human Resources staff. The Office of Human Resources also
coordinates training sessions and tuition reimbursements, and has placed greater
emphasis on assisting classified staff with skill development such as technology training
and courses in writing. They also provide assistance with resume development and tips
and technigues on successful interviewing.

The following career counseling sessions occurred during this reporting period:

Category No. by Race/Sex
Clerical/All 3WF, 1BF, 1HF
Maintenance/All 1WM, 1BM

2. Training Opportunities
In-service training programs scheduled by the Training Division of the Department of
Administrative Services are publicized and employees are invited to enroll. During this
reporting period, a total of twenty-four (24) classified employees have attended in-service
training programs developed by the Department of Administrative Services (DAS) and paid
for by their individual departments.

During this reporting period, four (4) classified employees received tuition reimbursement
for courses they took toward degree credits. One (1) White female, and three (3) Black
females from the Administrative Clerical Union received tuition reimbursement and or
tuition waiver benefits.

3. Classification Requests

Employees promoted this period due to reclassification and promotion within category and
to different category.



Professional Non Faculty
2 WF and 1 BF Professional 3 To Manager 1

Secretarial/Clerical
There were no promotions into this category during this reporting period.

Secretary 2
There were no promotions into this category during this reporting period.

Office Assistant

There were no promotions into this category during this reporting period.

Technical/ParaProfessional

There were no promotions into this category during this reporting period.
Skilled Craft

There were no promotions into this category during this reporting period.

Service Maintenance, Varied
¢ 1BM Custodian to Lead Custodian

Protective Services
e 1 BF and 1 HM Police Officer to Police Sergeant

4. Goals and Timetables
There are no Upward Mobility goals to be filled by 4/30/21.

The Office of Diversity and Equity Programs will continue to work with Human Resources
Office to encourage Vice Presidents, directors and managers to identify individuals who
are eligible to participate in a career mobility program for the next plan period.
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GOOD FAITH EFFORTS
Sec. 46a-68-92

Southern Connecticut State University has demonstrated good faith efforts by engaging
in the initiatives articulated in subsections (a) to (d), inclusive of this section.

a) The University had promoted equal opportunity to achieve a workplace that is
free of discrimination.

b) The University has developed recruitment strategies that ensure opportunities for
all qualified applicants, including underutilized groups.

c) The University has ensured a fair and nondiscriminatory selection process.

d) The University has provided career development opportunities to all interested
and qualified employee, with emphasis on those groups found to be underutilized
in the workforce.

e) Nothing in this section shall be construed to absolve the University of its
Obligations under sections 46a-68-78, 462-68-79, 46a-68-80, 46a-68-81, 46a-68-
85, 46a-68-80, 46a-68-87, 46a-68-89, 462-68-90, 462-68-92 of the Regulations
of Connecticut State Agencies.

All University efforts, initiatives, and programs are articulated throughout the Plan.
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SECTION 46a-68-93
INNOVATIVE PROGRAMS

Section 46a-68-93 of the Southern Connecticut State University’s Affirmative Action
Plan describes the development and implementation of programs to create
opportunities to achieve the full and fair participation of all protected group members.
The university’s efforts focus on educational, recruitment and employment programs.
(Limited participation in programs due to covid. Most activities and services were
offered virtually).

Administrative Clerical Tuition Waiver Program

The Connecticut State Colleges and University System has an agreement with
AFSCME Council 4 to provide a tuition waiver program to clerical employees of the
Connecticut State Colleges and University System. Members of the Administrative
Clerical bargaining unit, who are permanent and work at least twenty (20) hours weekly,
may take up to two (2) courses per semester at any of the four (4) state universities,
tuition free. During the fall and spring semesters, two (2) SCSU employees benefitted
from the tuition waiver program: One White female and Three (3) Black females.

University Access Programs

The Educational Opportunity Programs at Southern Connecticut State University is an
undergraduate support program designed to provide special academic support in a
personalized way. The primary purpose of EOP is to enhance the efforts of the
university in recruiting, counseling, and educating academically promising students who
have the desire, motivation, and willingness to assume responsibility for achieving their
academic potential. EOP provides comprehensive academic advisement, personal
counseling, tutorial assistance, and referrals in career-oriented, work-study, and
learning skills development. EOP also maintains a liaison with each of the university's
academic schools and many individual academic departments.

The Connecticut College Access and Success Program (ConnCAS) is a joint effort

between the Department of Higher Education and Southern Connecticut State
University to serve Students who otherwise may not have access to a higher education.
The target population is geographically, ethnically, and socioeconomically diverse, but
the common denominator is that students chosen for this program show promise for
success in college.

GEAR UP stands for Gaining Early Awareness and Readiness for Undergraduate
Programs. In collaboration with New Haven Public Schools, it is a new national initiative
to encourage 325 young people to have high expectations, stay in school, study hard
and take the right courses to prepare them for college.

Student Worker Program

Each year hundreds of students work on-campus. Southern's on-campus jobs offer
students extra cash and the opportunity to develop the skills and work habits necessary
to be successful after graduation. The University Student Worker Program is open to all
matriculated students and is available throughout campus. Each fall and spring, the
Center for Career Services hosts a Career Fair that brings national and regional
employers representing all fields to the Southern campus. The fairs foster student and



employer interaction while offering the opportunity to explore career fields, learn about
organizations and industries, and investigate cooperative education and full or part-time
job opportunities.

The Office of Faculty Development

The Office of Faculty Development (OFD) provides faculty with resources and
experiences that enhance teaching and learning. The OFD is committed to promoting a
spirit of innovation, collaboration, and love of learning, as well as enhancing a sense of
collegiality among faculty as they expand their intellectual, teaching, and scholarly
horizons. In pursuing these goals, the OFD works to enhance the intellectual climate
and promote open and ongoing dialogue among all members of the university
community. It serves as an advocate for academic initiatives and enterprises that relate
to teaching and learning through a variety of programs, activities, and resources in
achieving the university's mission. The vision of the OFD is to create an environment at
Southern that facilitates and promotes effective teaching, professional development,
research, university service, and integration of new instructional technologies.

SAGE Center

The purpose of the SAGE Center is to transform the university into a safe haven that
provides a positive academic, cultural and social environment for all people of sexual
diversity including students, faculty, staff, alumni/ae, and university guests.

To achieve that goal, the center seeks to provide a safe communal space, personal
support, resource information, relevant programming, and positive acknowledgment of
the lesbian, gay, bisexual, transgender, intersex, queer, questioning, asexual and ally
(LGBTIQQAA) community. Ultimately, the SAGE Center wants to create a campus
atmosphere of tolerance and understanding that is open and accepting of all human
differences and free from the oppressive forces of homophobia, heterosexism, gender
bias, and all other forms of discrimination that hurt and hinder humanity.

Minority Recruitment & Retention

The AAUP (teaching faculty) Minority Recruitment and Retention Committee (MRRC)
have held numerous programs to assist in the recruitment and retention of faculty.
The MRRC met throughout the academic year to plan a wide range of recruitment and
retention initiatives. Grant money totaling approximately $25,000 has been distributed
to minority faculty for professional development this past year. The Committee
continues to develop its mentoring program with newly hired minority faculty to assist
them with renewal, promotion and tenure files. The MRRC engages in personal
recruitment at state and national conferences and meets minority candidates.

The SUOAF (administrative faculty) Minority Recruitment and Mentoring Committee
(MRMC) have met regularly this year. The committee continues to meet and develop
new minority recruitment and mentoring strategies. Members of SUOAF and the
Multicultural Center coordinated annual multicultural and international reception. Out of
State travel to conferences were also expended to assist minority staff for professional
development. Grant money totaling approximately $7,000 has been distributed to
minority staff members for professional development this past year To continue to
enhance the recruitment program, the Office of Diversity & Equity and Human
Resources work with the SUOAF/AFSCME Minority Recruitment and Mentoring
Committee (MRMC) and AAUP Minority Recruitment and Retention Committee (MRRC)



to develop strategies to attract a diversified pool of applicants to fill vacant positions at
the university.

Office of Diversity and Equity Programs

The Office of Diversity and Equity Programs (ODE) continues to advocate for the
achievement of hiring goals for the inclusion of women and minorities in the interview
and selection process as well as for the promotion of members of these protected
groups. The Office of Diversity and Equity programs meets with all search committee
chairs and other supervisors to discuss effective recruiting and hiring strategies at the
initiation of all searches. Members of the office also collaborated on programs with the
Multicultural Center, Women’s Center, Student Program Council, Women’s Studies
Department, Multicultural Student Organizations including University chapter of NAACP,
Black Student union, OLAS.

Office of Human Resources

The Human Resources Office provides services for employees to ensure that
recruitment, conditions of employment, promotional opportunities, professional
development and retention are conducted uniformly for all employees.

The Human Resources Office continues to sponsor one-on-one training in labor
relations’ issues for supervisors in discipline, grievance handling, counseling and
equality in treatment and performance evaluations. The HR Office offers training in the
area of supervisory training. The Office also conducted information sessions for all
employees with information on health insurance options, retirement plans, family
medical leave, personnel and work place policies, employee assistance plan and other
relevant topics. The HR Office also coordinates the Student Worker Program with the
Center for Career Services.

Violence Prevention, Victim Advocacy and Support Center

Southern Connecticut State University's Women's Center and Men's Initiative offer a
variety of programs and events. The center aims to empower and educate the campus
and local community on gender issues through our outreach efforts. Program topics
offered include sexual violence, domestic violence, healthy relationships, perceptions of
masculinity, and bystander intervention.

Child Care Reimbursement Program

Southern Connecticut State University values all students and realizes the many
sacrifices one makes while obtaining an education. Southern is also aware of the
special challenges that student parents encounter, one being the cost of child care
services, so that they may attend classes in pursuit of their degree. The Division of
Student and University Affairs has developed a child care reimbursement program for a
limited number of both undergraduate and graduate student parents. The program
offers a modest reimbursement up to $500 per family per semester to help student
parents cover child care expenses, whether the services are provided through a
licensed daycare center or through babysitting services. The reimbursements are
awarded to those students who meet all of the eligibility: requirements that are listed on
the application form, with priority based upon financial need.



The Racial and Intersectional Justice Group (RIJG)

The RIJG currently includes faculty and staff dedicated to racial justice-focused change
across the university. The group emerged out of a core group of approximately 18
faculty and staff who participated in Undoing Racism trainings and came together to
process their impact. Members of the group have led faculty development workshops,
grant development, and faculty reading groups on issues related to social justice
pedagogy.



17. Concluding Statement
Section 46a-68-94



As President of Southern Connecticut State University and appointing authority, |
acknowledge that | have ultimate responsibility for promoting and enforcing
affirmative action and | will account for the success or failure of the plan.

| pledge that the University and | have made and will continue to make every good
faith effort to achieve the objectives and goals set forth in the plan.

| further confirm that Paula Rice, Director of Diversity and Equity Programs/Title IX
Coordinator, is the designated Affirmative Action Officer for the University and
reports directly to me.

£-Jo- 2|

Jo E)h Bertaline—"
resident

\ Date
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