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SENT VIA EMAIL

October 23, 2024

Karim Ismaili, Ph.D., President,
Eastern Connecticut State University
83 Windham Street

Willimantic, CT 06226

RE: 2024 Affirmative Action Plan - APPROVED

Dear Dr. Ismaili:

Pursuant to Section 46a-68(d) of the general statutes, the Commission on Human Rights
and Opportunities has reviewed the proposed affirmative action plan submitted by Eastern
Connecticut State University on July 3, 2024. The Commission at its regular meeting on

October 9, 2024, voted that the plan be APPROVED.

The review and analysis of the proposed affirmative action plan was performed in accordance
with Section 46a-68-103 and is transmitted herewith. THE SCHEDULED DATE FOR YOUR
NEXT FILING is July 30, 2025.

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

For technical assistance or if you have any questions you may contact Gary Madison, CHRO
Representative at 860-541-3411.

Sincerely,

Wi

Tanya A. Hughes
Executive Director

Attachment

C: Dr. LaMar Coleman, Vice President for Equity and Diversity
Jianguo Zhu, Director of Institutional Research/HR Administrator

Gary Madison, CHRO Representative

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






1. POLICY STATEMENT AND
SIGNATURE
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EASTERN CONNECTICUT STATE UNIVERSITY
AFFIRMATIVE ACTION PLAN
SECTION 46a-68-78
POLICY STATEMENT

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

Subsection (a

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

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

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

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

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

' impartial manner;

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

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

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

Subsection (b)

The Policy Statement is also signed and dated by the President of Eastern Connecticut State University
and shall evidence her commitment to achieve the goals set forth in the Eastern Connecticut State
University Affirmative Action Plan.
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EASTERN CONNECTICUT STATE UNIVERSITY

33 WINDHAM STREET « WITTIMANTIC, CONNECTIC UT 06226 © 360-465- 5000

AFFIRMATIVE ACTION POLICY STATEMENT

Eastern Connecticut State University is committed to achieving the full and fair participation of women,
people of color, people with disabilities, and all other protected groups found to be underutlized in the
workforce or adversely affected by University policies or practices. Further, we remain vigilant that
individuals are not excluded due to race, colot, teligious creed, national origin, ancestry, sex, including
pregnancy, sexual harassment, transgender status, age, gender identity or exptession, sexual orientation,
marital status, genetic information, physical disability, learning disability, intellectual disability, past ot
present history of mental disability, workplace hazards to reproductive systems, criminal recotds, veteran
status, or any other condition established by law unless there is a bona-fide occupational requirement
which excludes persons in one of the above protected groups. Equal employment opportunity and the
goals of affirmative action under Sections 46a-68-75 through 46a-G8-114 are supported in all our

endeavors.

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

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

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

pool and final candidate pool and supports affirmative action program goals.

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

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

Complaints of discrimination may be filed with the Office of Equity, Diversity & Title IX, Gelsi-Young
Hall, Room 254. Eastern’s internal complaint procedure can be found on the Office of Equity, Diversity
& Title IX’s website at Discrimination and Sexual Harassment - Eastern (easternct.edu)

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

% Elsa Ntfez >
President

Date

Section 46a-68-78 4 o0f 4



2. INTERNAL COMMUNICATION

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

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

no proposals or recommendations.

Subsection (a)

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

2. The Vice President for Equity, Diversity & Title IX 1s a member of the President’s staff. The
Staff is regularly informed on affirmative action recruiting, hiring, and promotional efforts, as
well as recent developments in legal aspects of affirmative action, compliance with the
Americans with Disabilities Act and new developments in sexual harassment law.

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

4. The Vice President for Equity, Diversity & Title IX meets with each University search
committee to discuss recruitment and hiring strategies to ensure that affirmative action goals
are met. He also serves as a resource person for all search commuttees.

Subsection (b)

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

Subsection (c)

1. Diversity and sexual harassment training were provided in both an in-person format as well
as via an online training program. Pursuant to 46a-54(15)(A) of the Connecticut General
Statutes, sexual harassment training was offered m-person on 10/26/2023 and on
3/28/2024. New Employees also had the option of completing the online sexual
harassment training offered by Connecticut’s Commussion on Human Rights &
Opportunities (CHRO). Regardless of modality, training needed to be completed by
3/30/2024. The following employees completed the sexual harassment training:
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7 10 1 3 5 2 0 0 0 2 30

Pursuant to 46a-54(16) of the Connecticut General Statutes, diversity training was offered in-
petson on 11/15/2023 and on 3/20/2024. The following employees completed the

diversity training:
WM |WF |BM |BF HM |HF |AAM |AAF |TM |TEF |TOTAL
8 10 1 3 1 1 0 0 0 1 25

*AA AAIANHNPI

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

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

4. In addition to diversity workshops, employees at Eastern have available diversity awareness
and sexual harassment resoutce matetials including videos for check out and small group use.
Other University programs address these issued through speakers discussing issues of race,
ethnicity, gender, sexual harassment, and through innovative programs planned for the entire
University community in both curticular and co-curricular programs.

Subsection (d)

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

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

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

4. The Vice President for the Office of Equity, Diversity & Title IX met with university’s search
committees for unclassified and classified positions to discuss affirmative action goals,
recruitment strategies, evaluation of candidates, and non-disctiminatory interviewing.
University search procedures were also reviewed with the committees. In addition, the Office
of Equity, Diversity & Title IX answered numerous queties during the search process covering
all aspects of the search.
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The policy statement approved in the 2023 AA Plan was sent to faculty and staff on November 21,
2023.

From: Coleman,LaMar (Equity and Diversity)

Sent: Tuesday, November 21, 2023 6:00 PM

To: Faculty Distribution List <faculty@easternct.edu>; Admin Distribution List <admin@easternct.edu>
Subject: Affirmative Action Plan Approval Notification

Dear Colleagues,

| am pleased to inform the campus community that on October 11, 2023, President Nufiez
appeared before the Connecticut Commission on Human Rights & Opportunities (CHRO) to
present Eastern’s annual Affirmative Action Plan/Report. We were notified on November 9,
2023 that the plan was approved and all sections are noted as being in compliance (see
attached).

In accordance with Section 46a-68-79 of the CHRO regulations, not only are we sharing the
University’s Affirmative Action Policy Statement signed by President Nufiez (see attached), but
we are also providing access to the 2023 Affirmative Action Plan for anyone who desires to
review and/or make comment on it. You can access the 2023 Affirmative Action Plan on the
Equity & Diversity website or by clicking: https://www.easternct.edu/equity-and-
diversity/affirmative-action-plan.html. Any comments about the plan or about Eastern’s non-
discrimination policies can be submitted to the Office of Equity & Diversity by April 1, 2024.

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

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

Best wishes and have a very happy Thanksgiving!,

LalWlar E. (oleman, E4.D.

(he, him, his) why pronouns matier

Vice President for Equity & Diversity

Gelsi-Young Hall - Administration Building, Office Suite 254

Eastemn Connecticut State University

83 Windham Street | Willimantic, CT 06226

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

83 WINDHAM STREET * WILLIMANTIC, CONNECTICUT 06226 * 860-465-5000

AFFIRMATIVE ACTION POLICY STATEMENT

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

As President of Eastern Connecticut State University, 1 pledge my contnued commitment and
support for achieving compliance with the Affirmauve Acdon regulatons of the State of
Connccticut, for promoting equal employment opportunity, for advancing social justice and equity,
and for removing all discriminatory barriers related to hiring, employee retention and promodon.

To this end, Eastern Connecticut State University has established procedures for reviewing
employment policies and practices annually to ensure that barders which may exclude protected
groups are identifies and eliminated. Eastern Connecticut State University continues an established
tecord of promoting cqual employment opportunity in principle and in action. The University
explores altemnative approaches if any policy or practice is found to have a negative impact on
protected groups and establishes procedures for any efforts that may be necessary to achieve
nondiscrimination.

Our policy concermning “Equal Employment Opportunity” provides a system of employment and
promotion practices under which individuals are included in the participation, advancement, and
benefits of the University. The role of affirmadve action in each step of the employment process is
detailed throughout our university procedures and incorporated within our affirmative action plan.
The Office of Equity and Diversity approves all steps of the hiring process: job advertisements,
search committee composition, interview pool and final candidate pool and supports affirmative

action program goals.

The University stdves to administer all terms, conditons and benefits of employment in an equitable
manner. We also recognize the hiring difficuldes experienced by members of protected classes and,
in particular, people with disabilities and many older individuals. We therefore undertake measures
to remove any physical ot attitudinal barriers which may exist to achieve the full and fair utlization
of all persons in the work force.
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Eastern’s policy of non-discrimination is not limited to employment practices but exrends to sexrvices
and programs provided by the University. All executive, administrative and supervisory personnel
of the University are expected to discharge their affirmative action responsibilities in word and decd
consistent with the objective of establishing and implementing affirmative action and equal
employment opportunity.

As Prezident of Eastern Connecticut State University, I pledge to make every good faith effort
realize cur goals within the tmetables set forth in the Affirmative Action Plan and as required by
pertinent state and federal legislation. The person responsible for overseeing affirmative action and
equal employment opporttunity & Dr. LaMar Coleman, Vice President for Equity and Diversity,
Eastern Connecticut State University, 83 Windham Street, Willimantic, CT 06226; telephone (860)
465-0072.

ate Elsa M. Nanez, President
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EASTERN CONNECTICUT STATE UNIVERSITY
Office of Equity & Diversity

November 14, 2023

Dear Eastern Connecticut State University Collsagues;

Eastern Connecticut State University values diversity in hiring and recognizes the
importance of promoting a polley of non-discrimination In employment. Each year, in
acoordance with section 46a-68-79 of the Connecticut General Staiutes and the
Commission on Human Rights and Opportunities (CHRO) regutations, the University
affirmative action policies and affirmative action pian are made avallable for review by
the Eastern Connecticut State University campus community. The 2023 Affirmative
Action Plan for Eastern Connecticut State University was approved by a vote of the
Commission on Octaber 11, 2023 and is now available for review on the Office of Equity
& Diversity website at hitps://\www.easternct.edu/equity-and-diversity/affirmative-action-
plari.htm|

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

in accordance with CHRO regulations, agency employees as well as the community at-
large ¢an provide comments regarding the most recent Affirmative Action Plan.
Comments need to be submitted to the Office of Equity & Diversity by April 1, 2024,

If you have any questions about the 2023 Affirmative Action Plan or about the
University's non-discrimination policies, please contact the Office of Equity & Diversity
at 860-465-5112.

incerely,
Q/(u\«~

~  LaMar Coleman, Ed.D.
Vice President for Equity & Diversity
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Email invitation to new employees to attend mandatory diversity and sexual harassment trainings
sent on October 18, 2023.

From: Coleman,LaMar (Equity and Diversity)

Sent: Wednesday, October 18, 2023 2:19 PM

Cc: Coleman,LaMar (Equity and Diversity) <colemanla@easternct.edu>
Subject: Mandatory Trainings for New Employees

Dear Eastern Employee,

| am pleased to extend to you a warm welcome to Eastern Connecticut State University. The
University is excited to have you as a new member joining us within the last year. We are
confident that the skills and abilities you possess will make a significant contribution to Eastern’s
mission.

I am writing to inform you of two mandated trainings that are required of new employees. First,
Connecticut General Statute 46a-54(15) indicates that all State employees must receive
SEXUAL HARASSMENT PREVENTION TRAINING within the first six months of their
employment with the State of Connecticut. As such, an in-person training has been scheduled
for new Eastern employees on Thursday, October 26, 2023 from 2:00pm to 4:00pm in the
Johnson Room of the Smith Library. Employees receiving this email should make every effort
to attend to remain in compliance.

Second, Connecticut General Statue Section 46a-54(16), states that employees hired within a
State agency must complete a mandatory DIVERSITY TRAINING within six months of their hire
date. Therefore, we have scheduled an in-person diversity, equity and inclusion training for all
employees hired within the last six months that will meet this mandated requirement. The
mandatory diversity training will take place on Wednesday, November 15, 2023 from 2:00pm
to 4:00pm in the President’s Dining Room of Hurley Hall. Again, employees receiving this
email should make every effort to attend to remain in compliance.

As we prepare for these upcoming trainings, we are asking those who are planning to attend to
RSVP by October 25, 2023 by clicking the following link: Mandatory Training RSVP.

Light refreshments will be served at each of the trainings.

If you have any questions about the trainings or State statute compliance, please feel free to let
me know.

Sincerely,
Lallar E. (Coleman, E4.D.
(he, him, his) why pronouns matter

Vice President for Equity & Diversity

Gelsi-Young Hall - Administration Building, Office Suite 254

Eastemn Connecticut State University

83 Windham Street | Willimantic, CT 06226

PHONE: (860)465-0072 | FAX: (860)465-0060 | EMAIL: colemanla@easternct.edu
WEBSITE: https://www.easternct.edu/equity-and-diversity/
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STATEMENT OF POLICY ON DISCRIMINATION AND SEXUAL HARASSMENT
EASTERN CONNECTICUT STATE UNIVERSITY

It is the policy of Eastern Connecticut State University that unlawful discrimination be prohibited in
education, employment and the provision of services by the University. Consequently, it shall be a
violation of University’s policy for any member of the University community to discriminate against
any individual with respect to any terms, conditions, or privileges relating to employment or
attendance at the University because of such individual’s race, color, religious creed, national origin,
ancestry, sex, including pregnancy, sexual harassment, transgender status, age, gender identity or
expression, sexual orientation, marital status, genetic information, physical disability, learning
disability, intellectual disability, past or present history of mental disability, workplace hazards to
teproductive systems, ctiminal records, veteran status or any other condition established by law.
Sexual harassment is a type of discriminatory behavior. It is the policy of Eastern Connecticut State
University that no member of the academic community may sexually harass another.

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

I Definitions

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

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

C. Sexual harassment is defined as unwelcome sexual advances, requests for sexual favors,
and other verbal or physical conduct of a sexual nature when: (i) submission to such
conduct is made either explicitly or implicitly a term or condition of an individual’s
employment or academic performance or advancement; (i) submission to or rejection of
such conduct is used as the basis for employment or academic decisions affecting such
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individual; or (iii) such conduct has the purpose or effect of unreasonably interfering with an
individual’s work or academic performance, or of creating an intimidating, hostile, or
offensive working or academic environment. Gender harassment, defined as discriminatory
behavior towards an individual based on his or her gendet, is a form of sexual harassment.
It may consist of the use of sexist language, illustrations, examples, and gestures that
demonstrate discriminatory behavior.

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

II. Contacts

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

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

C. Claims of discrimination or harassment by students are mvestigated in accordance with the
Guidelines for Student Rights and Responsibilities in the Student Handbook. Contact
Michelle Delaney, Vice President of Student Affairs via email: delaneymi(@easternct.edu,
phone: 860-465-5244 or at her office which 1s located in room 220 Gelsi-Young Hall.

Section 46a-68-79 10 of 20



EASTERN CONNECTICUT STATE UNIVERSITY
OFFICE OF EQUITY & DIVERSITY

INFORMATION ON THE AMERICANS WITH DISABILITIES ACT

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

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

As with Section 504, the ADA is not an affirmative action statue. Instead, it seeks to dispel stereotypes
and assumptions about disabilities and ensure equal opportunity and encourage full participation,
independent living, and economic self-sufficiency for disabled people. Not every disabled person i1s
covered by the ADA. As with Section 504, to be considered disabled under the ADA, a person must
have a condition that impairs a major life activity ot have a history of such a condition or be regarded
as having such a condition. A disabled person must be qualified for the job, program or activity to
which he or she seeks access. To be qualified under the ADA (and Section 504), a disabled person
must be able to perform the essential functions of the job or meet the essential eligibility criteria of

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

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

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

The ADA also amends the Rehabilitation Act to provide that alcoholism is not considered a protected
disability if it interferes with a person’s ability to wotk or poses a threat to the property or safety of
others. For example, action taken against an employee who fails to perform required job
responsibilities would not be a violation of the ADA or Section 504, even if the failure is a result of
an alcohol addiction.

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

HEALTH AND SAFETY CONSIDERATIONS

Even if a disabled person is qualified to petform a job, the ADA permits and employer to refuse to
hire an applicant or dismiss an employee if the employment would pose a threat to the health and
safety of others or to property. The ADA defines direct threat as a “significant risk to the health and
safety of others that cannot be eliminated by reasonable accommodation.”

The direct threat consideration probably receives the most attention regarding contagious diseases. As
with Section 504, the ADA protects people with contagious diseases, such as AIDS or tuberculosis,
unless their condition poses a direct threat to the health and safety of others, or they cannot perform
their jobs. In its Title I regulations, the Equal Employment Opportunity Commission defines direct
threat as a significant risk that cannot be eliminated or reduced through reasonable accommodation.
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EASTERN CONNECTICUT STATE UNIVERSITY
OFFICE OF EQUITY & DIVERSITY

GUIDELINES FOR REASONABLE ACCOMMODATIONS IN EMPLOYMENT

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

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

As part of the University’s compliance with the Americans with Disabilities Act, the University
has designated LaMar Coleman, Vice President for Equity, Diversity & Title IX, as its ADA
Coordinator. An employee with a disability, which requires reasonable accommodation, should first
contact the Office of Human Resonrces, at 860-4654650. A student who is requesting reasonable
ADA accommodations should first contact Brooks Scavone, at the Office of Accessibility Services
via email at: scavonek(@easternct.edn, phone: 8604654661 or at their office which is located in
Wood Support Services, room 201. Both university employees and students should contact Dr.
LaMar Coleman of the Office for Equity, Diversity & Title X, should they feel their request have
not been met by the corresponding office. You may reach Dr. Coleman via email at
Colemania@easternct.edu, phone at 860-465-007 2, or by stopping by his office which is located in
Gelsi-Y oung Hall, room 254.

Explanation of Terms:

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

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

Applicant/ Employee Responsibility:

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

e Applicant or employee must present documentation that identifies that the individual 1) is
unable to perform a major life activity that the average person in the general population can
perform; or ii) is significantly restricted as to the condition, manner ot duration under which
an individual can perform a particular major life activity as compatred to the condition, manner,
or duration under which the average person in the general population can petform that same
major activity. 29 C.F.R. sec. 630.2 (j)

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

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

e Applicant or employee must notify employer that an accommodation is needed for full
participation in the employment process.

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

accommodation.

Employer Responsibilities/Procedutes for Documentation Review:

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

e When a reasonable accommodation 1s requested, the applicant or employee should be able to
discuss the specific job-related limitations imposed by the person’s disability and explain how
the limitatton may be overcome with a reasonable accommodation.
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e In a request for reasonable accommodation, applicants/employees must meet the threshold
determination that the physical or mental impaitment substantially limits one or more of the
major life activities of such individual. That the individual 1s unable to perform a major life
activity that the average person in the general population can perform; oz significantly restricted
as to the condition, manner, or duration under which the average petson in the general
population can perform that same major life activity. 29 C.F.R. sec. 1630.2 (j)

® The University may request that the following documentation be provided when a request for
reasonable accommodation is made:

I. Identification of qualified professional: Provide the name, title, and professional credentials
of the medical evaluator. Include the license ot cettification as well as the area of
specialization. Professionals conducting the assessments and rendering diagnosis must
have training in differential diagnosis and the full range of psychiatric disorders.

II. Current documentation: Provide current documentation related to evaluations completed
since the condition was diagnosed. Include relevant testing and diagnostic reporting as
approptiate.

III. Comprehensive documentation:

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

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

3. Statement of presenting problem: Provide an interpretative summary of the effect of

the ongoing behavior on an ability to petform job responsibilities.
4. Reasonable accommodation: Provide recommendations for  workplace
accommodations that address the impairment as substantiated by the comprehensive

evaluation.

Notation: The University reserves the right to request a medical evalyation by a University designated medical

representative.

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

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

e Consideration is given to the individual’s preference in selecting and implementing the
reasonable accommodation that is most appropriate for the applicant or employee and the

employer.
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The Advisory Committee on People with Disabilities:

The committee assists the University’s administration in addressing and resolving problems related
to employees, students and visitors with disabilities. The committee monitors progress on the ADA
Facilities Plan which addresses the accessibility of the University’s buildings and programs. The
committee 1s composed of senior administrators, faculty and directors of major programs.

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

Michelle Delaney Vice President Student Affairs

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

Christopher Ambrosio Director of Opportunity Programs
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AFFIRMATIVE ACTION PROGRAM EVALUATION
April 1, 2023 — March 31, 2024

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

Name: William Salka

Title: Provost and Vice President for Academic Affairs

1.

How would you assess the affirmative action goal achievements i 2023-2024 for your respective
division? What aided and what challenged goal achievements in your division?

While we did not hire any full-time faculty in the previous year due to budget constraints, we
continue to strive for diversity in Academic Support staff we have hired. We did hire a number
of SUOAF employees and efforts were made to ensure those hired closely reflect the
demographics of our students.

What comments/feedback do you have about the search procedures being used at the university
(46a-68-79)? What works well and would should be improved?

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

What is your assessment of Eastern’s 2023 Affirmative Action Plan? Are the internal and
external communications efficient? Are the programmatic and hiring goals reasonable? Is the
grievance procedure widely known and effective? For reference, you can view a copy of the plan
by clicking: 2023 Affirmative Action Plan

The 2023 plan is excellent with reasonable goals and communication to all stakeholders.
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AFFIRMATIVE ACTION PROGRAM EVALUATION
April 1, 2023 — March 31, 2024

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

Name: __James R Howarth

Title: Vice President for Finance & Administration

1.

[SF}

How would you assess the affirmative action goal achievements in 2023-2024 for your respective
division? What aided and what challenged goal achievements in your division?

We experienced mixed success with filling positions in the current job market with some
posttions having small candidate pools due to a lack of interest in the specific position. We
experienced employees transferring to other state agencies reflecting the large number of open
positions within state service. In general, we have not filled as many positions as expected when
the goal was established due to the job market and university financial conditions.

We continue to make our best efforts with increased advertising and feel confident we were
provided with the best possible diversity in our applicant pool and final candidate selection.

What comments/feedback do you have about the seatch procedures being used at the university
(46a-68-79)? What works well and would should be improved?

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

What is your assessment of Eastern’s 2023 Affirmative Action Plan? Are the internal and
external communications efficient? Are the programmatic and hiring goals reasonable? Is the
grievance procedure widely known and effective? For reference, you can view a copy of the plan
by clicking: 2023 Affirmative Action Plan

[ believe the communication is effective and grievance procedures are widely known and
understood. Our ability to meet hiring goals is dependent on the available pool of candidates and
the number of positions we are seeking to fill. These factors need to be taken into consideration
when evaluating success.
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AFFIRMATIVE ACTION PROGRAM EVALUATION
April 1, 2023 — March 31, 2024

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

Name: Michelle M. Delaney

Title: Vice President of Student Affairs

1. How would you assess the affirmative action goal achievements in 2023-2024 for your respective
division? What aided and what challenged goal achievements in your division?

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

2. What comments/feedback do you have about the search procedures being used at the university
(46a-68-79)? What works well and would should be improved?

Over the past year many of the search procedures have been streamlined and forms updated.
This has aided the search committees with completing their reports more easily. We have also
acquired the JazzHR software which has helped to centralize the employment application
process and has made it easier for search committees to access candidate materials.

Ensuring there is a diverse candidate pool continues to be a struggle.

3. What is your assessment of Eastern’s 2023 Affirmative Action Plan? Are the internal and
external communications efficient? Are the programmatic and hiring goals reasonable? Is the
gtievance procedure widely known and effective? For reference, you can view a copy of the plan
by clicking: 2023 Affirmative Action Plan

The information pertaining to searches, grievances, and hiring goals is readily available to anyone
who is interested. The VP of E&D is also available to answer questions and assist with any
concerns that arise from search committee members.
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AFFIRMATIVE ACTION PROGRAM EVALUATION
April 1, 2023 — March 31, 2024

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

Name: Garrett Bozylinsky

Title: Chief Information Officer

1. How would you assess the affirmative action goal achievements in 2023-2024 for your respective
division? What aided and what challenged goal achievements in your division?

| am impressed with the success of the Office of Equity & Diversity because it sets
high standards of achievement and provides as many tools as possible for
University departments to reach those standards.

2. What comments/feedback do you have about the seatch procedures being used at the university
(46a-68-79)? What works well and would should be improved?

| think the search procedures have improved greatly. Everything is clearer and more
streamiined. Purchasing the JazzHR software was also a very good investment as it
has improved the search process even more.

3. What is your assessment of Eastern’s 2023 Affirmative Action Plan? Are the internal and
external communications efficient? Are the programmatic and hiring goals reasonable? Is the
grievance procedure widely known and effective? For reference, you can view a copy of the plan
by clicking: 2023 \ffirmauve Acton Plan

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

SECTION 462-68-30
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EASTERN CONNECTICUT STATE UNIVERSITY
AFFIRMATIVE ACTION PLAN
SECTION 46a-68-80
EXTERNAL COMMUNICATION AND RECRUITMENT STRATEGIES

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

no proposals or recommandations.

Subsection (a):

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

1.

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

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

recruitment sources.

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, and
insidehighered.com as well as publications which target minority candidates, such as Diverse
Issues in Higher Education, Hispanic Outlook or the Hartford Inquirer. Any other positions for
which hires could be made without using certification lists wete advertised statewide.

Members of all faculty and administrative search committees were asked to make extensive
personal contacts in order to enlarge the pool of female and minority candidates. Some searches

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

Subsection (b).

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

1.

Section 462a-68-80

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

The University notifies all bidders, contractors, subcontractors, and suppliers of its Affirmative
Action Policy. This notice includes a statement that the University will not knowingly do
business with any bidder, contractor, subcontractor, or suppliet of materials debarred from
participation in any federal or state contract program or found to be in violation of any state or
federal anti-discrimination law. The Vice President of Finance and Administration is responsible
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for overseeing the contract compliance requirements covered by Section 42-60 and 4a-60a as
amended by Public Act 83-569 of the Connecticut General Statutes.

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

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

Subsection (c).

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

paper commitment.

1.

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

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

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

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

Contract Compliance:

The following steps were taken in this reporting period to comply with the elements related to

contract compliance:
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Putsuant to Connecticut General Statue 462-68-35 (a) (2)

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

Pursuant to Connecticut General Statue 46a-68-35 (b) (2)

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

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

Pursuant to Connecticut General Statutes 4a2-60 and 32-9f:

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

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

Pursuant to Connecticut General Statute 46a-68-35 (c)

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

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

Pursuant to Connecticut General Statute 462-68-49 (Innovative Programs)

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

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

Eastern advertised bids in atea newspapets to try to increase the number of minority vendors,
particularly those in the construction field.

External Communication Additons

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

cFa (08 (1S

Quarterly reports on contract compliance
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FEMALE AND MINORITY CONTRACT LIST

President Terrence Cheng

Board of Regents for Higher Education
39 Woodland Street

Hartford, CT 06105

860.723.0011

Arleen Cohen, Executive Director
Center for Latino Progress

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

Arleen Cohen(@ctprf.org
860-247-3227

Ms. Tanya Hughes., Executive Director
CHRO

450 Columbia Boulevard

Hartford, CT 06103

860.541.3400

Ms. Letisa Vereen, President

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

Washington, DC 20003

Telephone: 202.547.3967

CT Labor Dept./American Job Center
Tyler Square

1320 Main Street

Willimantic, CT 06226

860.450.7603

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

Norwich, CT 06360

860.215.9001

MJukoski@threerivers.edu

Section 46a-68-80

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

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

New Haven Board of Education
Yesenia Rivera, President

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

Email: Yesenia.rivera@nhboe.net

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

Mr. Kenneth A. Barela, Chief Executive
Officer

Hispanic Health Council
175 Main Street

Hartford, CT 06106
860.527.0856 /
info@HispanicHealthcouncil.org

Dr. William T. Brown, CEO

Gateway Community Technical College
20 Church Street

New Haven, CT 06510

203.285.2000

Ms. Deborah Dorfman, Executive Director
Disability Right Connecticut

846 Wethersfield Avenue

Hartford, CT 06114

860.297.4300
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Ms. Lena Rodriguez, President

Community Renewal Team of Greater Hartford
555 Windsor Street

Hartford, CT 06120-2418
860.280.0100/860.560.5600

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

P.O. Box 1012

Hartford, CT 06143

860.253.2750

Jean Jordan, President

NAACP, New London Branch
P.O. Box 987

New London, CT 0320

Phone: 860-439-1423
http://www.newlondonnaacp.org/

Section 46a-68-80

Ms. Doris Dumas, President
NAACP, Greater New Haven Branch
515 Whalley Avenue

New Haven, CT 06511

203.389.7275

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

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

Mr. Nicholas D’Agostino

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

Hartford, CT 06105

860.723.0727/ ndagostino(@commnet.cdu

Ms. Paula Rice

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

New Haven, CT 06515

203.392.5899/ ricep l@southerncr.edu

Dr. LaMar Coleman

Vice President for Equity & Diversity
Eastern Connecticut State University

83 Windham Street

Willimantic, CT 06226

860.465.0072/ colemanlal@easrerncr.edu

Charlene M. Russell-Tucker

Commissioner

Connecticut State Department of Education
450 Columbus Boulevard

Hartford, CT 06103

860.713.6543/ Charlene.russell-

tucker@ct.gov

Amanda Anduaga-Roberson,

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

robersonltct.oov
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Drt. Michael Russo

VP for Equity

Central Connecticut State University

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

860.832.0178 / michael.russo@ccsu.edu

Mr. Fred Cratty

Interim Chief Diversity Officer
Western Connecticut State University
181 White Street

Danbury, CT 06810

203.837.8277/ crattyf(@wcsu.edu

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

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

Drt. John-Paul Chaisson-Cardenas

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

185 Main Street

New Britain, CT 06051

860.612.7056/ jchaisson-

cardenas(@commnet.edu
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Recruitment Sources:

Newspapers
Chronicle of Higher Education

Hartford Courant

Boston Globe

Manchester Journal Inquirer

Norwich Bulletin

New Haven Register

New London Day

University of Connecticut Daily Campus
Willimantic Chronicle

Art Search

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

Northeast Minority News

Websites
www.highercdiobs.com

www.jobeentral.org/ct

www.careertbuilder.com

www.academickeys.com

www.hotjobs.com

www.ctjobs.com

www.indeed.com

www.monster.com

Www.rice.com

www.craigslist.org

www.easternct.edu/humanresources/jobs.html

www.wihe.com

www.diversejobs.net

www.hispanicprotal.com

www.herc.org

www.h-net.org/jobs/

www.studentaffairs.com
www.oecollaborative.com

WWW.ACPA.01Y

www.theplacementexchange.org

Section 46a-68-80
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Organizations

American Association of Colleges for Teacher Education
Ametican Political Science Association

American Psychological Association Monitor

American Psychological Society

American Sociology Association Employment Bulletin
Association of Black Sociologists

Association of International Education

Black Coaches Association

College Art Assoctation

College Student Personnel

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

National Academic Advisory Association

National Association of Diversity Officers in Higher Education
NCAA News

Nottheastern Educational Research Association

Society of College and University Planners

Society for Historians of American Foreign Relations
Women in Higher Education

Mailing List/Listserv/Certification List
ECSU Jobs Mailing list

State of Connecticut Certification Lists
Minority and Women Doctoral Directory
NACWAA Listserv

ACPA Latino listsetv

CSP Job listserv.

Ecology-L

New England Library Association Listserv

College Library Listserv
BCALANational listserv

NEAalert listserv

SAANews listservCollege Health listserv

Section 46a-68-80
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Employee Recruitment in Higher Education
Including Race/Gender Specific Resources

ABILITY LINKS

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

ACADEMIC CAREERS ONLINE

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

https://academiccareers.com/

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

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

ACADEMIC SEARCH INC.

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

AFRICAN AMERICAN REVIEW

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

hitps://afamreview.org/

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

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

AMERICAN ASSOCIATION OF PEOPLE
WITH DISABILITIES

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

AMERICAN ASSOCIATION OF
UNIVERSITY WOMEN

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

AMERICAN COLLEGE HEALTH
ASSOCIATION

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

AMERICAN COLLEGES AND
UNIVERSITIES ASSOCIATION

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

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

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

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

https://www.aera.net/

AMERICAN INDIAN HIGHER
EDUCATION CONSORTIUM

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

ASSOCIATION OF AMERICAN
UNIVERSITIES

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

https://www.aau.edw

BLACK CAREER WOMEN

A non-profit, tax-exempt organization conceived
by black women for the professional
development of black women.

https://abwhe.ore/

BLACK ENTERPRISE & BLACK
ENTERPRISE MAGAZINE

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

BLACKS IN HIGHER ED

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

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

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

CONGRESIONAL HISPANIC CAUCUS
INITIATIVE

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

https://chei.org/

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

CONNECTICUT ASSOCIATION OF
LATINOS IN HIGHER EDUCATION

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

https://calahe.org/

COUNCIL OF COLLEGES OF ARTS AND
SCIENCES

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

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

http://www.coenet.org

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

Diversity.com

DIVERSITY INC.

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

https://www.diversityinc.com/

EQUALITY MAGAZINES

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

HBCUCONNECT

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

http://www.hbcuconnect.com

HISPANIC ASSOCIATION OF COLLEGES
& UNIVERSITIES

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

http:/www.hacu.net

HISPANICS IN HIGHER ED

A job board committed to increasing qualified
minority candidates for staff, faculty and
management employment opportunities at
colleges and universities.
hitps://www.hispanicsinhighered.conv/search-

jobs/
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IHISPANO

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

https://www.ihispano.com/

IMDIVERSITY INC.

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

INSIGHT INTO DIVERSITY

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

JOURNAL OF BLACKS IN HIGHER
EDUCAITON

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

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

http://www.lpnonline.com

LEAGUE OF UNITED LATIN AMERICAN
CITIZENS

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

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

http://www.nafeonation.org

NATIONAL COALITION OF BLACK
WOMEN (NCBW)

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

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

https://ncore.ou.edu/en

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

http:// www.NCD.gov

NATIONAL INDIAN EDUCATION
ASSOCIATION

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

http:/www.niea.org

NATIONAL MINORITY TECHNOLOGY
COUNCIL

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

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

h[lDSf.-’.- www.nemneL.comu

UNIVERSITY JOB BANK

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

WOMEN IN HIGHER EDUCATION
(WIHE)

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

http://www.wihe.com

WOMEN IN ACADEMIA REPORT

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

WOMEN FOR HIRE

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

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

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

+ Navigation

Job Opportunities

Thank you for your Interest in employment with Eastern Connecticut State University.

Full-time Faculty Positions | Part-time Facuity Positions | Administrative Positions
| University Assistant Positions | Classified Positions

School of Arts and Sciences

V' Assistant Professor - Neuropsychology (Tenure Track)



Eastern CT State University

Assistant to the Director of Financial Aid

Willimantic, CT  Full Time  Mid Level

Position Responsibilithes:

1. Maintains current knawledge of financial sid regulations, policies ard procedures and effactrvely snd afficiently
sarves an assigned graup of sludes aid appécants and thes parents.

2. Adviges students abat inancial aid eligibility, apphcation procedures, aid programs, costs. mcebtedness and
raney managemeant

3. Collacts and anatyzas financial data of siudents and parents to determing aid eligibifty and make swards within
federal. state and insfilutional guidefres.

4, Evalustes speval circomstances documentation or information provided by the shacent ard exercises judgment ib
rraking adjusirmenis 1o cosis, expeded Tamily conlribadion., noed or dependency slatus 3s exceplions,

5. Assists in the preparation and presentation of financial aid ard financkat literacy infarmatior for vanous campus
groups, tigh school stacents and parents, workstops and recruilment seasions.

B. Analyzes Anancial alg system cato such as grades, oredits attempied and camed, cneoiment or award status in
arder Lo verfy cortinyes ellgibiity. compllance with regulations and'or resurn af Tille (V aid.

7. Assists office slaff with components of the dey-to-day impiementallon of financial ald program acbhdties with or
without the support of other staff in order (o corfribute to the efficiant and effactive operation of the Fnancial Aid
Office. These aclivities may include, bat are riod kmited to aid program administration., communications, academic
progress, scholarships, compliance, client services, lunds recordiliasion, Banner precess compledion., oreach
and process imgrovement,

8. Parfarma ofher duties ana regpanzibilibes related to those anumeraled above that do not ater the basie
responsibility of the posilion.

Qualificstions:

Bachelor's E;gree,md cne (o wo years of professional a;&erim in 8 upiversdy or

closely rels sreﬂmi; required; excedent communication skilis and the ability w handle mulliple tasks s necessary, the shility
lo relale effectvely 1o studunts, parants, universdy slull 3nd exemal consBlvencies is mpordant Ahigh enesgy level
arﬂh_natﬂl:tyhmmundummmammmmquuht;?m aints are _

essential, Must inow, or be wiling fo leam, the basics of federal ed analysis, These quatiicalions may be waived

for indwiduals with Joproprake alieratve expesience ander braining.
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Higherkd.!

Job Search
My Account
News & Resources
Employers
Home
Jobs
Institution
Job Listings
Job Detail

/ice President for Finance and Administration (VPFA)

Eastern Connecticut State University

in Willimantic, CT

Type: Full-Time

Posted: 06/06/2024

Application Due: Open Untit Filled

Category: Business and Financial Services; +1

Eastern Connecticut State University is seeking a qualified candidate to fill the Vice
President for Finance and Administration position. Eastern is Connecticut’s Public
Liberal Arts University and is located in Willimantic, Connecticut which is 1.5 hours from
Boston and 2 hours from New York City. Eastern is one of four universities in the
Connecticut State College and University System (CSCU). The position also offers
substantial health and retirement benefits.

Sign Up LogIn

Position Summary:

Eastern seeks a Vice President for Finance & Administration (VPFA) who reports to the
President and serves as Chief Financial Officer for the university. The VPFA advises the
President on general University policies, with responsibilities to fiscal, business, public
safety, and physical facilities matters. The VPFA manages overall operational and
financial aspects of Eastern Connecticut State University and serves as a member of
the President’s cabinet. In executing this responsibility, the VPFA will provide strategic
vision and leadership for the functional departments reporting to the VPFA which
include, Fiscal Affairs (i.e. purchasing, accounts payable/travel, accounting, payroll,
bursar’s office, card services, etc.); Auxiliary Services (i.e. food services and bookstore);
Budgeting; Facilities Management; and Public Safety.

Section 46a-68-80 Page 17 of 44



The Vice President for Finance & Administration:

1. Directly supervises the Associate Vice President for Facilities Management &
Planning, Chief of Police, University Controller, Director of Fiscal Affairs/Acquisitions,
and Director of Financial Planning & Budgets.

2. Indirectly supervises Purchasing/Procurement, Accounts Payable/Travel, Auxiliary
Services, Accounting, Payroll, Bursar's Office, and Card Services.

3. Advises the President on all fiscal matters and financial risks, including
administrative, business and finance matters aimed at meeting institutional needs
across all divisions. Provides transparent administrative and financial guidance to the
President and Campus Community.

4. Assures a fiscal affairs workforce capable of effective performance, by selecting,
training, and developing staff in addition to reviewing and evaluating personnel and
initiating corrective actions for those areas under the VPFA management when needed.

5. Formulates, plans, improves, and implements campus-wide administrative policies
and procedures.

6. Plans, develops, evaluates, and makes recommendations to the President regarding
the University’s administrative programs and services (e.g., financial, facilities,
commercial operations, auxiliaries’ operations, contracts, etc.) so that the campus’
objectives are met, and that compliance is assured with the policies of the Connecticut
State Colleges and Universities (CSCU), federal and state regulations and audit
requirements.

7. Develops annual and biennial budgets and capital plans which promote financial
stability of the university and support prudent, fiduciary utilization of state funds and
student tuition and fees.

8. Provides and maintains financial information systems that are adequate to provide
internal controls and accurate data to support informed decision-making.

9. Manages university-wide compliance; develops corrective action plans and responds
to findings of external and state auditors; and ensures that processes promote
compliance with state and federal laws, internal controls, and ethical conduct.

10. Implements and updates enterprise risk management evaluations and reports items
of significant risk or concerns.

11. Ensures that Eastern’s semi-annual reporting data and other requested reports to
CSCU and the CT Board of Regents are prepared in a timely manner in compliance
with generally accepted accounting principles.

12. Oversees the university’s facilities infrastructure. Directs construction and facilities
operations. Direct the campus’ auxiliary investment activities.
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13. Oversees management of state funding to support the university’s capital needs and
operations.

14. Works as a primary emissary to Department of Administrative Services (DAS) to
promote, guide, and oversee completion and appropriateness of structures which DAS
builds, maintains, or repairs.

15. Represents the President and Eastern on boards of various agencies or quasi-
agencies which are finance related.

16. Serves on various University committees as directed by the President (i.e., Budget
& Resource Allocation Committee, University Budget Committee, Facilities Planning &
Usage Committee, etc.).

17. Maintains ongoing business relationships with the appropriate officials and
employees of federal and state agencies, community organizations, school districts and
other educational institutions, which have financial, administrative, infrastructure or legal
relationships with Eastern.

18. Remains current by reading professional journals and literature, developing
professional contacts with colleagues, attending professional development events, and
attending training and/or courses as appropriate.

QUALIFICATIONS:

MBA or other advanced degree from an accredited institution desired. CPA or
comparable work experience preferred. A minimum of ten years of relevant executive-
level work experience preferred. Demonstrated leadership and strategic planning skills
essential to manage the administrative, financial and facility programs of a major,
complex organization with sound financial and fiscal controls; ability to direct the work of
professional financial and administrative staff; experience with developing and
managing long-range budgets for complex organizations; ability to work within a team-
based and cooperative structure; and familiarity of work in a complex unionized
environment. These qualifications may be waived for individuals with appropriate
alternate experience.

TO APPLY:

Applications should upload a cover letter, current resume and contact information of
three professional references via Vice President for Finance and Administration -
Eastern CT State University - Career Page (applytojob.com) link. Cover letter should be
addressed to Chair, Search Committee for the Vice President for Finance and
Administration, c/o Rebecca Davis, Screening of applications will begin immediately and
continue until an appointment is made. Highest priority will be given to applications
received by July 31, 2024. Anticipated start date is January 2025 following the
completion of the search.

Eastern Connecticut State University does not discriminate on the basis of race, color,
religious creed, age, gender, gender identity or expression, national origin, marital
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status, ancestry, present or past history of mental disorder, learning disability or
physical disability, veteran status, sexual orientation, genetic information or criminal
record. The following person has been designated to handle inquiries regarding the
non-discrimination policies: LaMar Coleman, Vice President for Equity and Diversity,
(860) 465-5112, colemanla@easternct.edu.
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Bil d trator isement
Eastern Connecticut State University is accepting applications for the position of Billing Administrator.

Qualifications: A Bachelor's degree and two years of experience in billing and collection services.
Experience with higher education billing and collection preferred. Demonstrated organizational skills and
ability to establish office systems and procedures. Demonstrated strong oral and written ¢ommunication
skills and the ability to work effectively with students, parents, staff, and the University community in a
team environment. Demonsirated knowledge and ability to utilize enterprise resource planning (ERP)
software along with Microsoft Office Suite computer programs, with proficiency in spreadsheet, database,
publisher and word processing applications. Demonstrated ability to manage multiple tasks and to
analyze problems as well as recommend effective solutions. Credentials and/or experience substantially
comparable to the above may also be considered.

Position Descrip\tivom: Under the supervision of the Associate Director, the Billing Administrator
coordinates the billing and collection activities of the Bursar's Office. The Billing Administrator:
Handles the day-to-day billing activities of the University which include the following: Student billing
through eBill vendor, third-party billing for sponsored student payments, Perkins Loan Collection day-to-
day functions in coordination with contracted billing service. Provides oversight of University collections
functions and application of late fees. Provides assistance in the delivery of Bursar's Office support
services 1o the University community. Assists with the cultivation of Bursar Office relations and
department programs by planning, organizing, coordinating the activities of the various programs and
events pertaining (o the department. Provides financial information to internal and external customers by
phone, email, and web portals, publishung information sheets, booklets and’or web page(s). Coordinates
activities with other campus departments for optimum utilization of resources. Assists the Bursar Office
Administrators in planning and implementation of orientation programs. Develops systems to control
intake, processing and maintenance of records, documents and similar materials. Creates and maintains
databases for monitoring various billing activities and prepares a variety of routine as well as ad hoc
reports as needed. Conducts routine business such as referring customers io appropriate contacts,
responding to customer inquiries, providing explanations as needed and resolving minor problems that
may arise. May represent the University at required meetings and/or functions. Performs other duties and
responsibilitics related to those above which do not alter the basic level of responsibility of the position.

To apply, please submit a cover letter, current resume and contact information for three professional
references to Rebecca Davis at davisr@easternct.edu,

Eastern Connecticur State University does not discriminate on the basis of race, color, religious creed,
age, gender, gender identity or expression, national origin, marital status, ancestry, present or past
history of mental disorder, learning disability or physical disability, veteran status, sexual orientation,
genetic informarion or criminal record. The following person has been designated to handle inquiries
regarding the non-discrimination policies: LaMar Coleman, Vice President for Equity and Diversity,
(860) 465-5112, colemanla@easternct.edu,
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Administrative Positions

« Executive Assistant to the President
Eastern Connecticut State University is seeking a qualified candidate to fill
the Executive Assistant to the President position. Eastern is Connecticut’s
Public Liberal Arts University and is located in Willimantic, Connecticut
which is 1.5 hours from Boston and 2 hours from New York City. Eastern
is one of four universities in the Connecticut State College and University
System (CSCU). The position also offers substantial health and retirement
benefits.

Position Summary:

The Executive Assistant to the President is a Management/Professional 3
position that reports directly to and works under the direction of the
University President, providing him/her with managerial, administrative,
professional, and confidential assistance as required to ensure the
successful operation of the office and the University. Depending upon size,
organizational structure and the stage of development of the University,
the Executive Assistant in the Office of the President may perform any
combination of the functions described below.

The Executive Assistant to the President:

1. May supervise a small staff of clerical employees or
student workers or volunteers depending upon the needs
of the University.

2. Independently performs complex and confidential duties.

3. Assists the University President in a variety of
confidential and complex matters regarding budget and
personnel.

4. Acts as liaison with the Board office, university staff,
students, legislators, other agencies, and the public.

5. Acts as a professional and confidential assistant to the
University President, including transmission of the
University President’s professional and confidential
correspondence, maintenance of confidential files.

6. Screens and analyzes correspondence, initiating
appropriate action such as preparing correspondence and
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reports, responding to inquiries, directing to appropriate

administrators.

Performs personnel functions, as appropriate.

. Prepares and manages the Office of the University

President’s budget.

9. Prepares reports and directs staff engaged in preparation
of materials and reports for the University President.

10. Provides technical assistance to the University
President, including researching special information,
corresponding, recordkeeping, compiling data,
maintaining timetables, and scheduling due dates and
activities.

11. Acts as the University President’s representative by
providing services in sensitive and complex situations and
in maintaining communications and supplying
information.

12. Coordinates meetings, conferences, special events, and
programs.

13. Serves on the University President’s cabinet; and as a
member of the professional staff of the University,
participates in meetings and serves on committees as
appropriate.

14. Manages general operation of the University
President’s office, including supervision of personnel.

15. Performs special assignments, studies, and
administrative functions as directed by the University
President and performs other tasks as related to areas of
competency.

16. The incumbent may be expected to work during
evenings and on weekends on occasion, based on the
needs of the University President’s responsibilities.

® N

Qualifications:

Academic training in business or office administration equivalent to an
Associate’s degree, Bachelor’s degree preferred, or an equivalent
combination of education and experience in administrative or executive
secretarial fields.

Incumbents are required to have demonstrated advanced skills and
abilities in:
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Operation of personal computers using standard word
processing and related office software;

Principles of secretarial practice with emphasis in quality
production of correspondence and reports;

Office administration including materials and records
organization, scheduling and operating efficiency;
Principles and methods of effective and cordial public
contact and service;

Proven history of strict confidentiality;

Methods and techniques of operating in an office
environment requiring organizational dignity.

TO APPLY:

Applications should upload a cover letter, current resume and contact
information of three professional references to Executive Assistant to the
President - Eastern CT State University - Career Page

(applvtojob.com). Cover letter should be addressed to Chair, Search

Committee for the Executive Assistant to the President. Screening of
applications will begin immediately and continue until an appointment is
made. Highest priority will be given to applications received by August 9,

2024.
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? American Thaught Leaders in
Accounting ) -
LecoumkNS  accountmg

(hitps:/iaaahq.org/)

Searzn...

Digital Library (hitp:#aasjournals.org)
Submit Payment (htips:#aaahq.orgiAboutinvoles-Search)
Paople (hitpe:faaahgorg/aboutiDirectories)

€ Retumn to Jobs (hipsi/careercenter aaahg.orgimanage-jobs)

Assistant/Associate/Full Professor of
Accounting

Q@ wmmantic, Cornectcut

(D Active

Views
&1
Applicants
-l

Actions -

Summary (htips:/icareercenter.aaahg.org/manage-jcbs T8Zasummary)
Applicants (htfps:/lcarsercenter.aaahg.org/manage-jebs 7227 applicants)

Statistics (htipsycareercenter a3ahq.org/manage-jobs/7T92%statisties)

Job Title Assistant/dssociateFull Professor of Accounting

Job Status Active
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Date Posted
Location

Job Category
Position Type
Education
Experience
Salary
Description

Section 46a-68-80

September 15, 2022
Willimantic, Connecticut

Faculty Position

Doctorate Degres

Entry Level
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Eastern Connecticut State University, the state’s public liberal arts university
serving over 4,000 students, offers a wide range of undergraduate magors in the
arts and sciences and professional studies, as well as selected graduate
programs. Located in historic Windham County in the heart of eastem
Connecticut, the University is midway between New York City and Boston and
only a short drive from Harfford, the state capital.

We invite applications from candidates who have a strong commiment to teaching
excellence, creative activity and scholarship, student advisement, university, and
community service. ECSU is especially interested in faculty with demonstrated
mnovation and excellence i teaching in a liberal arts curmiculum, and sensitivity to
diverse populations and perspectives.

Department Accounting

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

Position Description: The successful applicant must demonstrate a commitment to
teaching, scholarly and professional activities, and a willingness to be actve in
service to the department, university, and community. Applicants with teaching
and research in all areas of accountancy will be considered. The posiion entails
teaching in both the undergraduate and graduate programs in Accounting. In
addition to the primary teaching responsibiities, the succassiul candidats will be
expected to maintain an active program of resaarch in their area of academic
specialization and contribute to the governance of the institution at the
departmental, school, and university level through service on committees,
professional actvity, and curriculum development.

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

Interested applicants must submit 3 cover letter, their curment cumiculum vitae, and
the names and contact information of three references by emailing
accounting.search@eastemct edu. Questions about the position may be directed
to Dr. Meng Guo, chair of the search committee [guom@eastemct.edu ).

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

Eastemn Connecticut State University does not discriminate on the basis of race,
color, religious creed. age, gender, gender idenfity or exprassion, nabonal ongin,
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marital stafus, ancesfry, present or past history of menfal disorder, leaming
disability or physical disability, veferan siatus, sexual omentation, genebic
information or criminal record. The following person has been designated fo
handle inguiries regarding the non-discimination policies: LalMar Coleman, Vice
Fresident for Equity and Diversity, 860-463-0072, colemaniaeasfemet edu.
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&% NurseRecruiter T

Associate Directar of Health Services: Nurse Practitionsr

4 NP-FNP @ Wilimarge,OT @ Permanent

Eastern Connecricut State Unhvessity

Eastem Connecticut State Lnivwarsity is saeddng a guaified cardidare 1o Al e
Aszociane Droctor of Flacal Afttairs - Acquisitons postion. Eastem S locssed In

E Willmantic Connecticur 1.5 Roars fram Bosoon and 2 hoars from New Yook Cly.
Easnem is one of the universkios n the Coroectic Stace Codege and Unhvarsity
System (CECU) ana as s1aTe university empdoyeas enfoy subsmandal heath ang
retirement benefs.

P intere stnd

Job Details

De=cription Assacinle Director of Maath Seevices: Nurse Practitorer

The Division of Student Affairs at Eastern Commecticut Stala
Urivarsity is seaking a dyramic Adwenced Practice Registered
Murse (APRN) o join our college community. The candidate will
dedvar high gquality heatsecare Lo aur students, This = 2 full-time
10-month pasition.

Aesporsibllibes and duties:

Provide direct patlent care for Exsten students including
weainess carm, cane of acuba illrasses, eatmem of irguries and
chronic healn cond®ions. Independently evaluate and marage
patient care through assessment, disgnoss, disgnostic testing,
spprooriate reatmaeard, and fobow up within the scops of state
licarsurs, Colabaorate with ard refer 1o other healthcuare
professiorals for the care of the patient whan indicated.
Document findings and mairtain corfidentiaiity and privacy of
patients’ protected hesth informstion according Lo FERPA and
HIPAA guidelires. Provide safe, effective, and fiscally
responrsibike care for the patient, department, and the
organization.
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Requirements REQUIRED QUALIFICATIONS:

Cusrent license a5 a ragisiered nurse, RN, in the Stste of
Connacticut

Completion of a Nurse Practitioner program welh a concuntration
in Adudt @=ndjlar Family Practice

Cusrenl rational certification a2 3 Nurse PractiUoner by an
sporeved bosd

Lcensure as an APRN [Murse Practitiones) in the State of
Connacticut

Current advanced CPR cedlification for the hasithcare
professonal

Ablilty to practice ndependent'y

DESIRAELE CRITERLA:

Experience with co'ege sge popuastion andlor experience i a
college sefting.

Biackground in a preventative heatth care and weliness
promaotion

Urderstarding of and exnereros with heath issues lialy 1o
affect a diverse population of urwersity students, ircludicg
wamen's health.

Clinica experienca ir yrger] care, primary care, colege heaflh,
family praclice or acube care.

Experience with admmist-ative ssoects of a hesth care praclice.

Application Process:

Submit a resume and cover letier wih the cortact informaton
fior 3-5 profassiona referarces 1o My, Hedi Passds at

parad sheideaslecledy
Location Wilimantic, Connecbout 06226
Profession MNurse Pracltioner
Specialty Family Medicine
Emplayment Type Parmanent
Employer Eastern Connecticut Stale University
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Tanuary 4, 2024

Mr. Jody Bamr

Executive Director af AFSCME Council 4
444 East Main Street

MNew Britain, CT 06051

Dear Mr. Barm:

The State of Connecticut, through all of its agencies, is engaged in 2 vigorous Afhirmative Action
program which includes notifying unions of the Agency's Affirmative Action commitment.

As an agency of the State, Eastern Connecticut State University is herby communicating 1o all
unions that represent agency cmployees, that we arc an Afficnative Action Employer. You are
welcome to examine our 2022-2023 Affirmative Action Plan at any time at:

hteps: wiww castemct.oduequily-wnd-diversivy allirman ve-actien-plan iml. We will also be
happy to make it available on request, or you can review a copy in the office al Gela & Young
Hall, room 254, 83 Windham Strect, Willimantic, CT 06226, at any time between the office
hours of 8:00 am. to 5:00 p.m. In addition, we solicit any comments you may have on our plan
and/or suggestions you might offer concerning how we might be more successful in achieving
Affirmative Action goals.

We thank vou and vour members for your continued support in helping us to reach our goals of
equity and inclusion with our workforce, '

Sincerely,

L}
‘/LL‘-»\M.«\;- ot

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

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

svsTesm A Unjversicy of che 510 Systern @ An equal apgostunity mtitetion
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January 4, 2024

Dr. Louise Williams, CSU-AAUP President
CCSUHistory Dept.

Ebenezer D, Bassett Hall, 2160100

k615 Stanley Street

New Britatn, CT 06050

Dear D, Louise Williams,

The State of Conmecticut, through all of its agencies, i1s engaged in a vigorous Affirmative Action
program which includes notifying unions of the Agency's Affirmative Action commitment.

As an agency of the Staie, Bastern Connecticul State University 1s herby cormmunicating to all
unions that represent agency cmployces, that we are an Affirmative Action Employer. You are
welcome to examine our 2022.2023 Affirmative Action Plan at any tme ar:

hitps.. v w easternel. edw eg it -asd-dis grsins atfiemaste c-aghion-gian himl, We wil] also be
happy to make it available on request, or you can review a copy tn the office at Gelsi & Young
Hall, room 254, 83 Windham Street, Willimantic, CT (06226, at any time between the office
hours of 8:00 am. to 5:00 p.m. In addition, we solicit any comyments you may have on our plan
andior suggestions you might offer concerming how we might be more saccessful in achieving
Affirmative Action goals.

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

Sincerely,

Ladfar Coleman, Bd.D.
Vice President for Equity and Diversity

Cc: Elsa M. Nufiez, Ed.D., President

I
L u

sy et e M A Uleerrare of the CSU Svseset g A0 enial OPARTTULITY RATIILIIAN
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January 4, 2024

Dr. Kar Swanson, SCSU-AAUP President
SCSUrWomen's and Gender Studics
Engleman Hall B-229

5071 Crescent Street

Mew Haven, CT 06515

Dear Dr. Swansomn:

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

As an agency of the State, Eastem Connecticut State University is herby communicating to ali
unions that represent agency emplovees, that we are an Affirative Action Employer. You are
welcome to examine our 2022-2023 Affirmative Action Plan at any time at:

htips: wiww easiemst.zdueguiny -and-diversity. affirmauye-sction-plan himl. We wilt also be
happy to make it available on request, or you can revicw a copy in the office at Gelsi & Young
Hall, mom 254, 83 Windham Street, Willimantic, CT 06226, at any time between the office
hours of %:00 a.m. to 5:00 p.m. In addition, we solicit any comments you may have on our plan
and/or suggestions you might offer concerning how we might be more successful in achieving
Affirmative Action goals.

We thank you and your members for your continued support in helping us to reach our goals of
equity and inclusion with our workfoece,

Sincerely,

| .( f‘l
e __‘], B g

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

Cc: Elsa M. Nujiez, Ed D_, President

svsTim A Llnivesicg of the (SU Sysrern W Anr equal opporruniy imstitunion
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Dr. Tom Burkholder, CCSU-AAUP President

Chemistry Departmment, Nicolaus Copernicus Hall, Room 44002
1613 Stanley Street

New Brtain, CT 06050

Dear Dr. Burkholder:

The State of Connecticut, through all of its agencies, is engaged in 8 vigorous Affirmative Action
program which includes notifying unions of the Agency’s Affimyative Action commitment.

As an agency of the State, Fastern Connecticut State Untversity 1s herby communicating to all
unions that represent agency employees, that we are an A firmative Action Employer. You are
welcome to examine our 2022.2023 Affirmative Action Plan at any time at;

hitps: www.easternctedu equity -and-diversity ‘alfirmmative-action-plan.html. We will also be
happy to malce it available on request, ot you can review a capy in the office at Gelst & Young
Hail, room 254, 83 Windham Street, Willimantic, CT (6226, at any time hetween the affice
bours of 8:00 am. to 5:00 p.m. In addition, we solicit any comments vou may have on our plan
and/or suggestions yvou might affer concerming how we might be more successfirl in achieving
Affirmative Action goals.

We thank you and your members for your continued support it helping us to reach our goals of
equity and inclusion with our workforee.

Sincerely,

;ffk% Uu R

LaMar Coleman, Ed.J2.
Vice President for Equity and Diversity

Ce: Elsa M. Nufiez, E4.D., President
|0
svstew A Lnrener af die 25U Sysien @ An squal oppocanice estizaonn
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January 4, 2024

Dr, Rotua Lumbatobing, WCSU-AALUF President
Economics Department

181 White Street

Danbury, CT (6810

Dear Dr. Lumbatobing;

The State of Connecticut, through ail of its agencies, is engaged in a vigorous Affirmative Action
program which includes notfying umions of the Agency's Affirmative Action commtiment.

As an agency of the State, Eastern Connecticut State University is herby communicating to all
upions that represent agency employees, that we are an Affirmative Action Employer. You are
welcome to cxamine our 2022-2023 Affirmative Action Plan at any time at:

hatpss oo castemmel, sdi eguky-and-ds ’-‘.ﬁ-‘z’!LLL&ﬂle‘ native-action-plan himl. We will also be
happy to make it available on request, or you can review a copy in the office at Gelsi & Young
Hall, room 254, 83 Windhum Street, Willimantie, CT 06226, at any time between the office
hours of 8:00 a.m. to 5:00 p.m. In addition, we solicit any comments you may have on our plan
andfor suggestions you might offer conceming how we might be mote successful in achieving
Affirmative Action goals.

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

Sincerely,

-( (i
(e

LaMar Coléeman, E4.D.
Vice President for Equity and [hversity

Cc: Elsa M. Nuncz, Ed.D_, President

syxrEw A Universios of the {31 Systen 8 A0 equal opparuniny insturien
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Jamuary 4, 2024

Dr. Lindsey Lanagan-[.eitzel
ECSU/Webb Hall, Room 142
83 Wmdham Sweet
Willimantie, CT 06226

Dear Dr. Lanagan-Leitzzl,

The State of Connecticut, through all of its agencies, is engaged in & vigorous Affirmative Action
prograrn which ineludes notifying unions of the Agency's Affirmative Action commitment.

As an agency of the State, Eastern Connecticut State University is herby communicating to afl
unions that represent agency employees, that we are an Affirmative Action Emplover. You are
weloome to examine our 2022-2023 Affirtnative Action Plan at any time at:

hitps;. o v, casternet.gdi cquity-and-diversity affirmany e-acti go-plan. himl, We will also be
happy to malke it available on request, or you can review a copy in the office at Gelsi & Young
Hall, room 254, 83 Windham Street, Willimantic, CT (6226, at any time between the office
hours of 8:00 a.m. to 5:00 pm. In addition, we solicit any comments you may have on our plan
andfor suggestions you might offer concerning how we might be more successful in achieving
Afhrmative Action goals,

We thank you and your members for your continued suppost in helping us to reach our goals of
equity and inclusion with our workforce.

LaMar Coleman, E4d.D.
Vice President for Equity and Diversity

Cc: Elsa M. Nufiez, E4.D}., President

([

sveTem A Universicy of the C5U Systemn @ An equal apporumny insitution
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January 4, 2024

Ms. Jan Hochadel, President

Administrative & Residual Employees Union
803 Brook Strect

Rocky Hill, CT 06067

Dear Ms, Hochadel:

The State of Comnecticut, through all of its apencies, is engaged in a vigorous Affirmative Action
program which includes notifying umions of the Agency’s Affirmative Action commitment.

As an agency of the State, Fastern Connecticut State University is herby communicating to all
unions that represent agency employees, that we are an Affirmative Action Employer. You are
welcome o examine our 2022-2023 Affirmative Action Plan at any time at:

higpa: ‘www castemncledw squiiy-and-dyversite allimmativc-action-plan himi. We will also be
happy to make it available on request, or you can review a copy in the office at Gelsi & Young
Halk, room 254, 83 Windhamn Street, Willimantic, CT 062286, at any time between the office
hours of §:00 a.m. to 5:00 p.m. In addition, we salicit any comments you may have ¢n our plan
and'er sugpestons you might oifer concerning how we might be more successful in achicving
Affimmative Action goals.

We thank vou and your members for your continued supportt in helping us to reach our goals of
equity and inclusion with our workforce.

Sincerely,

A (i

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

Ce: Elsa M. Nujiez, Ed.D., President

[ K
|‘J LY L

svsTewn & Universioy of the T30 Syster @ A sguad opportunity insmarion
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January 4, 2024

Mr. Dave Glidden, Executive Director
Connecticut State Employees Association
T60 Capital Avenue

Hartford, CT 06106

Dear Mr. Ghidden:

The State of Connecticut, through &ll of its agencies, is engaged in a vigorous Affirmative Action
program which includes notifymng unions of the Agency’s Affirmative Action commitment.

As an agency of the State, Eastern Connecticut State University i3 herby commumicating to afl
unions that represent ageocy employees, that we are an Affirmative Action Employer. You arc
welcorne o exarmine our 2022-2023 Affirmative Action Plan at any time at:

hitps: . www casternct.edu equity -and-diversity alfirmative-action-plan.hunl. We will aiso be
happy to make it available on request, or vou can review a copy in the office at Gelsi & Young
Hall, room 254, 83 Windham Street, Willmantic, CT 06226, at any time between the office
hours of B:00 p.m. to 5:00 p.m. In addition, we solicit any comments you may have on our plan
andlor suggestions you might offer concerning how we might be more successful in achiaving
Affirmative Action poals,

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

~ Sipeerely, ~
A

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

Cc: Elsa M. Nutez, EA.D ., President

ol
l'-.,) .\ L

svsren A Unreraoy af the 250 Syseern @ An squal opporrunicy snmnon
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January 4, 2024

Ms. Lisa Bigelow, President SUOAF-AFSCME
Institutional Advancement

Central Connecticut State University

1615 Stanley Street

New Bntain, CT 06050

Dear Ms. Bigelow:

The State of Connecticut, through al] of ity agencies, 15 engaged in a vigorous Affirmative Action
program which inchudes notifving wnions of the Agency's Affimmative Action commitment,

As an agency of the State, Eastern Connecticur State University 12 herby communicating to all
unions that represent agency employees, that we are en Affirmative Action Employer. You are
welcome to examine our 2022-2023 Affiirmative Action Plan at any time at;

happy to make it available on request, or you can review a copy in the office at Gelsi & Young
Hall, room 254, 83 Windham Street, Willimantic, CT 06226, at any time between the office
hours of 8:00 a.m. to 53:00 p.m. In addition, we solicit any comments you may have on our plan
amd'or suiprestions vou might offer concerning how we might be more successful in achieving
Affirmative Action goaly.

We thank you amd your members for your continued support in helping us to reach our goals of
equity and mctusion with cur workforce.

Sjnceteiy.
%ﬂ C:{’&“V' i
LaMar Coleman, Ed.D.

Vice President for Equity and Diversity

Cc; Elsa M, Nunez, Ed.[}., President

ire T EM A Univerary of the CSU System @ An .:a:‘ual CEDOTAMITY SBLILLGN
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Janary 4, 2024

Leigh Balducci, President
SUOAF-AFSCME

Eastern Connecticut State University
83 Windham Street

Willimantie, CT 06226

Dear Ms. Baldueci:

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 commitiment.

As an agency of the State, Eastern Connecticut State University is herby communicating to all
unions that represent agency employecs, that we arc an Affirmative Action Employer. You are
weloome to examine our 20222023 Affimmative Action Plan at any time at:

happy to make it available on request, or you can review a copy in the office at Gelsi & Young
IHall, room 254, 83 Windham Street, Willimantic, CT 06226, at any time between the office
hours of 8:00 am. to 5:00 p.m. In addition, we solicit any comments you may have ort our plan
and/or suggestions you might offer concerning how we might be more successful in achieving
Affirmative Action goals,

We thank you and your members for your continued support in helping us to reach our poals of
cquity and inglusion with our workforce.

Sincerely,
A

f'
W T

LaMar Coleman, E4.[>.
Vice President for Equity and Diversity

Cc: Elsa M. Nudiez, EQ.D., President

svarem A Uniwersine of che C3U Sustern @ An equal soporunicy matitution
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January 4, 2024

Mr. Kevin Saunders
Connecticur Police and Fire Union
%0 Colurnbus Boulevard, 3™ Floor
Hartford, CT 06106

Dear Mr. Saunders

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

As a0 agency of the State, Eastern Connecticut State University is herby communicanng to all
unions that represent agency cmployces, that we are an A ffinmative Action Employer, You are
welcome to examine our 2022-2023 Affamative Action Plan at any time at:

hetpss www gastemet.edu cquity-and-diversity affimmau ve-acticn-plan.hunl. We will also be
happy to make it available on request, or you can review a copy in the office at Gelsi & Young
Hall, room 254, 83 Windham Strect, Willimantic, CT 06226, at any time between the office
hours of 8:00 am. to 5:00 p.m, In addition, we solicit any comments you may have on our plan
and/or suggestions you might offer concerning how we might be more successful in achieving
Affirmative Action goals.

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

§4nc::re13.

A (o

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

Ce: Elsa M, Nufiez, Ed.D., President

38

svstes A Leiverssios of che (85U Sysrem B An equal spporruniny institution
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Japuary 4, 2024

Mr. Carl Chiscm, President

Connecticut Emaployees Union "Independent™
P.O. Box 1268

Middlectown, CT (06457

Dear Mr. Chisern:

The State of Connecticut, through all of its agencies, is engaged in a vigorous Affimative Action
program which inchudes notifying unions of the Agency's Affirmative Action commitment.

As an agency of the State, Bastern Connecticut State University is herby communicating to all
unions that represent agency employees, that we are an A flirmative Action Employer. You are
welcome o examine our 2022-2023 Affirmative Action Plan at any time at:

hutps: waww casternel eduwequity -and-diversity alfirmabve-acion-plan.html. We will also be
happy to make it available on request, or you can review a copy in the office at Gelsi & Young
Hall, room 254, 83 Windham Street, Willimantic, CT 06226, at any time between the office
hours of 8:00 am. to 5:00 p.m. In addition, we solicit any comments you may have on our plan
and/or suggestions you might offer concerning how we might be more successful in achieving
Affirmative Action goals.

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

Sincerely,

{ :i
£l A NAB [L'L(‘h.-ﬂ_.._____._’—

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

Cc: Elsa M. Nufiez, Ed.D., President
EI
JIu
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DEPARTMENT OF ADMBNISTRATIVE SERVICES FISCAL YEAR

SUPPLIER DIVERSITY PROGRAM
SMALL! MINORITY BUSINESS ENTERPRISE QUARTERLY REFORT
Fiscal Yemr Quarter | @WQTR T Flscal Year Fariod:
QTR
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by 1 __‘l i Address:
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DEFARTMENT OF ADMINMISTRATIVE SERYICES FISCAL YEAR 2024

SUPPUER DIVERSITY PROGRAM  flack-Up Sheers requie Tosals fior each MBE Carepuey
SMALLI MINORITY BUSINESS ENTERPRISE QUARTERLY REPORT
Fiscel Year Guarter ~ Tiiﬂﬂ'_lf_:_ Fiscal Year Pariad; F O

ENTER THIS QTR-

AQRICY (¢ ociam Connecticun Stale University ! Agancy _ 7806

Name: oy . bmee : Numbar: e =7 4 PR
ﬂremmﬂ?mmr O'Ngi i E-mail ) T

b oo sl i) Addrass: ~ SOSDGSMNSTOLEN

i el e ——— —

T, |860-4655206

[1) TOTAL FUNDE AVAILABLE (ALL SOURCES] FROM YOUR ADGBTED BUBGET
Page 1 (Summary Page) From The Annual Goals Calculations Regort § 125,699,501.00
2) Amount f\m" ﬁaa'!EHe or mLaumnnmy BusINESs Program 3 273030000

after DAS APPROVED DEDUCTIONS/EXEMPTIONS
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DEPARTMENT OF ADMINISTRATIVE SERVICES FIBCAL YEAR 24

SUPPLIER DIVERSITY PROGRAM Back.-Lip Sheees ure Towale : Cqu
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EASTERN CONNECTICUT STATE UNIVERSITY
AFFIRMATIVE ACTION PLAN
SECTION 46a-68-81
ASSIGNMENT OF RESPONSIBILITY AND MONITORING

Subsection (a):

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

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

Subsection (b):

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

The Vice President met with all the search committees and advised them on how to conduct
Affirmative Action Searches. The President also met with vatrious search committees to
emphasize her commitment to affirmative action in Eastern’s hiring practice and to discuss
strategies to meet the University’s affirmation action goals. During 2023-24, the President
continued to support the Faculty JEDI (Justice, Equity, Diversity, & Inclusion) Group to explore
the concept of cluster hiring, and continued Eastetn Connecticut State University’s involvement
as a founding institution in NEBHE’s (New England Board of Higher Education) Notrth Star
Faculty Collective to support faculty from underrepresented backgrounds. Eastern also remains
involved with the Racial Equity & Justice Institute (REJI) as well as the Executive Leadership
Institute (ELI). Both institutes assist Eastern with reaching its equity goals.

The President also discussed the Affirmative Acton Plan with her senior staff in Fall 2023 to
develop strategies to meet the goals set in the Affirmative Action Plan.

The Vice President for Equity & Diversity also distributed goal achievement updates during
meeting with the President, VPs, Deans, and Directors. (Copies of goal achievement updates
were included in the good faith efforts section as well as the goal analysis section). A campus
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wide letter was sent electronically to employee to inform them about the approval and availability
of the 2023 Affirmative Action Plan. (Attached in the Internal Communication section).

Subsection (c):

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

complaints and mitigates any discriminatory conduct.

Subsection (d):

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

Subsection (e):

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

committees that address related issues.
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Diversity and Social Justice Council

Name Race/Sex Title % of Time
Petet Bachiochi WM Professor of Psychology 1%
LaMar Coleman (Ex/Officio) BM VP for Equity & Diversity 10%
Brian Day WM Asst. Prof. of Performing Atts 1%
Reginald Flood (Chair) BM Professor of English 5%
Trudy Hyatt WF Info. Tech. Specialist 1%
Christina Irizarry HF Asst. Director of Opportunity Programs 1%
Nahyun Oh AAF Asst. Prof. of Business Administration 1%
William Salka (Ex/Officio) WM Provost 1%
Michael Smith WM Student Development Specialist 1%

SUOATF - Minority Recruitment and Mentoring Committee (MRMC)

Name Race/Sex Title % of Time
Cliff Marrett (Chair) BM Director Of Career Success 2%
Damali Abbensetts BF Assoc. Dir. Acad. Success Ctr. 1%
Dwayne Cameron BM Director of Student Conduct 1%
Jenfrey Florentino HM Asst. Dir. Of Student Activities 1%
Jalah Oates BF Residence Hall Director 1%
Joshua Sumrell BM Coord. Intercultural Ctr. 1%

AAUP - Minority Recruitment and Retention Committee (MRRC)

Name Race/Sex Title % of Time
Sukeshini Grandhi (Chair) AAF Prof. of Business Admin 1%
Anthony Aidoo BM Prof. of Math 1%
Olugbenga Ayeni BM Prof. of Communication 1%
Lus Cordon HM Prof. of Psychology 1%
Victoria DeVeau WF Staff Counselor 1%

AA: AATANHNPI
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Committee for People with Disabilities

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

Subsection (f):

The Univetsity evaluates and monitots the affirmative action performance of all employees assigned
affirmative action responsibilities and such petformance is considered in promotion and merit increase
decisions. All managetial and supetvisoty personnel of Eastern have responsibility for affirmative
action; these efforts are considered in decisions telated to promotions and salary increases.

Subsection (g):

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

Subsection (h):

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

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

Name Title Percent of Time Devoted
LaMar Coleman VP for Equity & Diversity 100%
Jianguo Zhu University HR Administrator 25%

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

The university continues to audit, monitor and evaluate programs essential for a successful affirmative
action plan. Steps taken to satisfy the requirements of this section in this reporting petiod include:

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

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

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

The Vice President’s repott to the President 1s attached below:
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EASTERN CONNECTICUT STATE UNIVERSITY
Office of Equity & Diversizy

May 30, 2024

Elsa M. Nunez, President

Eastern Coanecticut State University
83 Windham Sixeet

Willimantic, CT. 06226

Deear D, Nalfiez,

Pursuant to applicable provisions of Connecucut General Statutes 462-68, enclosed you will find the
proposed 2024 Affirmative Action Plan for Eastern Connecticut State University.

In your role as President of Eastern Connecticut State University, we acknowledge that the
implementation and enforcement of the Affirmative Action Plan is nltimately your respoansibility (as
agency head). However, you have used your appomnting authority to appoint me as the University
employee responsible for assisting you with the development, implementation, and monitoring of
the plan. As such, in addition to the plan itself, [ have included a summary report of our activities
and progress within the plan for the reporting period of April 1, 2023 through March 31, 2024.

If the enclosed plan meets your approval, please proceed with signing the concluding statement
within Section 46a-68-94.

Ag always, if you have any questions, comments, or concerns, please do not hesttate to contact me.

Sigeerely,

LaMar Colerman, E4.D.
Vice President for Equity & Diversity

/eaclosures
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EASTERN CONNECTICUT STATE UNIVERSITY
AFFIRMATIVE ACTION PLAN

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

Repotting Period: April 1, 2023 — March 31, 2024

Overall Status of the Affirmative Action/Equal Employment Opportunity Progtam

Eastern Connecticut State University remains committed to a policy of affirmative action, equal
employment opportunity, diversity, inclusion, and equity in the workplace. The Affirmative Action
Plan covers the reporting period April 1, 2023 through March 31, 2024 and details our efforts, goals,
responsibilities and establishes our new hiring, promotional and programmatic goals for 2024-2025.

Copies of the Affirmative Action Plan are available in the Office of Equity & Diversity.
Additionally, the plan is posted on the Eastern Connecticut State University website to allow for
easy access. As a public document, the Plan is available for review by employees, and the genetal
public throughout the entire reporting period that runs from Apil 1, 2023 through March 31, 2024.
The respective unions were encouraged to review the last AA Plan and direct any comments, in
writing, to me (the Vice President for Equity & Diversity). During the past reporting petiod, no
comments were received.

This past reporting year saw similar patterns in employee hiring when compared to last year (despite
a slight decrease in the number of hired positions. Eastern continued to have a significant numbet of
retirements and resignations. Those who resigned took positions at other State agencies or in other
industries where compensation may have been more lucrative than the higher education
environment. The candidate pools for many searches were remained relatively low and lacked the
diversity we would otherwise desire and insist upon. Additionally, the hiring goals that wete set for
this year appeared narrower in scope where most occupational categoties were seeking candidates in
the AATANHNPI demographic and the two or more demographic. In both instances, we find that
candidates who may otherwise identify with these demographics often select “White” and only
mention their other identities at a later time.

As 1t pertains to hiring and promotional goals, during the past reporting period, there were fifty
(50) hires that met seventeen (17) goals, or 34% goal achievement. By compatison, there were sixty-
two (62) hires during the last reporting period and seventeen (17) goals were met ot 27.4% goal
achievement. This year there were eighteen (18) promotions that met eleven (11) goals or 61%. By
comparison, last year there were fourteen (14) promotions that met seven (7) goals or 50%. Thus,
we increased this year with our percentage of new hires goal achievement compated to last year, and
we also increased our percentage of promotional goal achievement this year compated to last.
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From an affirmative action program goal perspective, we were successful in achieving all three (3)
stated goals for 2023-2024.

(a) With the assistance of our Purchasing/Acquisition Office, we successfully procured and

contracted the JazzHR software and have undetgone various training sessions related to
maximizing the use of its functions. The software provides a centralized method for
applicants applying for unclassified positions to submit their applications, cover letters,
resumes, and references and also makes it easier for them to respond to affirmative action
demographic data questionnaires. The use of the software has significantly reduced the
number of non-tesponses to demographic data collection which would subsequently have to
be listed in our Affirmative Action Plan as “unknown”. The softwate also assist search
committees with the safe storage of application materials, but allows them to access such
materials directly through the software. Additionally, the software has several automated
reply features that have reduced the manpower needed to reply manually to all applicants at

various stages of the search process.

(b) This past reporting year, we began exploring the implementation of Employee Resource

Groups (ERCs). These groups will provide employees with safe spaces to learn, network,
and socialize with othetr employees who share various identity characteristics as themselves.
Employees have expressed interest in implementing BIPOC, International, and LGBTQ+
Employee Resource Groups. The groups were established during this reporting year and will
be fully functional in the upcoming year. Additionally, the AAUP Union continues to
facilitate its Minority Recruitment & Retention Committee for minority faculty members and
the SUOAF Union continues to run its Minorty Recruitment & Mentoring Committee
(MRMC) for minority staff members. These also setve as ERCs for those respective
populations. Lastly, Eastern remains being a founding member institution of the NEBHE
North Star Faculty Fellowship Initiative which helps minority faculty members through the
tenure and promotion process. We are also a member institution of the Executive
Leadership Institute which helps minority staff members with their professional
development and networking as they seek to advance to higher level positions.

The Diversity and Social Justice Council has made tremendous progress on addressing
campus climate 1ssues identified in the most recent DEI Campus Climate Report. The
biggest initiative undertaken by the council was the development and implementation of the
campuswide Bias-Incident Reporting Form which is an online form for any member of the
campus community to report any incident of bias, discritination, bigotry, or hate. Incidents
can be reported anonymously, but those who choose to identify themselves as complainants
in the reports will be followed up with by the staff in the Office of Equity & Diversity. This
new initiative opens communication and provides a centralized reporting mechanism for the
campus community to share campus climate concerns with the administration.
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Some of our ongoing practices within the search/affirmative action process include:

1.

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

The Office of Equity & Divetsity consulted with search chairs and/or department chairs
throughout the search process to discuss effective search procedures and necessary data
collection for the submission of the seatch plan and search report.

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

The University has purchased the JazzHR software to streamline and centralize the
employee recruitment and search process. The software assist with advertising available
positions on via a wider variety of publications, the collection of applications/resumes, the
collection of affirmative action demographic data, communication with candidates,
warehousing application materials, and scoting/rating submitted applications.

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

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

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

our rates of success.

During this reporting period, the Office of Equity & Diversity underwent several staffing
transitions. We were pleased to gain an additional position after the Assistant Dean of Equity &

Diversity was transferred to the Division of Student Affairs during the last reporting year. We were

pleased to develop and assign a Director of Diversity & Inclusion Affairs who joined our office in

February 2024. The new position will play a major role in training, education, and awareness
programming for the University. He will also assist with investigating bias-related incident reports
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that are submitted. Additionally, we have upgtaded our Title IX Coordinator to the position of
Direction of Institutional Equity/Title Cootdinator. In this role she not only oversees our entire
Title IX process, but she also assists with all compliance-related matters and investigations. We were
also pleased to have a new University Assistant to join our staff in December. The UA helps with
special projects and a lot of the publications and communications that come from our office. We are
hopeful that this UA will be with us for a longer period of time than previous UAs as retaining UAs
has proven to be challenging due to the part-time natute of the position which does not allow them
to receive the fringe benefits that fullime employees receive. I am optimistic that the current team
of five (VP, Director of Institutional Equity, Ditector of Diversity & Inclusion Affairs,
Administrative Assistant, and Univetsity Assistant) ate committed to reaching the equity goals and
objectives set for the University.

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

1. Neatly 60% (30 of 50) of all new employees completed the online Sexual Harassment
Prevention Training that was sponsored in-person on October 26, 2023 and March 28,
20242nd online by the Commission on Human Rights & Opportunities (CHRO). Follow-up
will be done with the remaining employees to encourage them to complete their required
training.

2. 50% (25 of 50) of all new employees completed an in-person Diversity Training that was
held on November 15, 2023 and on March 20, 2024. Follow-up will be done with the

temaining employees to encourage them to complete their required training.

3. The VP for Equity & Divetsity continues to meet, individually, with all new employees
within their first 30 days of employment. The purpose of the meetings was to welcome the
employee to Eastern, provide them with information and resources regarding discrimination
policies and reporting procedures, obtain feedback regarding their transition, and to provide
them with a welcome note and gift from the President. 38 new employees participated in the

welcome meetings.

4. Eastern remains affiliated with several professional organizations to include National
Association of Diversity Officers in Higher Education (NADOHE), the American
Association for Access, Equity, and Diversity (AAAED), Connecticut Association of
Diversity & Equity Professionals (CADEP), and Association of Title IX Administrators
(ATIXA).

5. As new employees are hired, the Office of Equity & Diversity continuously updates our
online Directory of Minotity Faculty and Staff that is posted on Eastern’s website. The
putpose of the directory is to showcase the diversity of our faculty and staff to colleagues,
potential employees, cutrent and prospective students, and visitors.
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6. Eastern continues to be a member of the Racial Equity & Justice Institute (REJI) housed at
Bridgewater State University. The institute helps colleges and univetsities to plan/develop
goals to minimize racial inequities on their campuses and then provides support and
professional development as they strive to reach their equity goals. A working group of 15
faculty and staff participated in the work of the institute throughout the yeat.

7. Eastern remains being a member of the Executive Leadership Institute (ELI) and sponsoted
two administrative-faculty employees to participate in this yeat’s cohott. The institute is
geatred toward underrepresented employees who aspire to advance to higher administrative
positions within higher education. The cohorts are provided professional development,
mentorship, and career development support over a year as they ptepare to advance in their

career.

8. [Eastern continued its participation as a founding institution for the Notth Star Collective
Faculty Fellowship sponsored by the New England Board of Higher Education NEBHE).
The initiative helps to support and guide faculty of color in theit initial years of employment
to prepare them for the publication, promotion, and tenure process.

9. In collaboration with a faculty interest group, developed and implemented JEDI (Justice,
Equity, Diversity, and Inclusion) Mini-Grants to fund initiatives and projects proposed by
faculty and staff that support or promote JEDI awateness ot concepts on campus. Faculty
and staff could be granted up to $500 per project. During the 2023-24 academic year,
approximately $3,250 was provided for various JEDI projects throughout the campus.

10. During this reporting year, Eastern initiated the Equity & Justice Awards where awards were

given to campus community members who excelled in demonstrating racial justice rights,

women’s rights, and human rights.

Respectfully submitted,

LaMar Coleman, Ed.D. Date
Vice President for Equity & Diversity
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10.

1.

12.

13.

14.

15.

16.

EASTERN CONNECTICUT STATE UNIVERSITY
Office of Equity & Diversity

Search Charge Meeting Agenda

Welcome and Introductions

Role of search committee members

Explanation of search checklist

Review job description, position announcement, and closing date
Instructions for developing search rubric/application tracker

Instructions for development of interview questions

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

Instructions for recommending applicants to be interviewed

Instructions for scheduling and conducting interviews

Discussion of final evaluation of the applicants and documentation process
Instructions for search report and final recommendations to hiring manager

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

Questions and Answers
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EASTERN CONNECTICUT STATE UNIVERSITY
Office of Equity & Diversity

Search Committee Guidelines

Search Commiltees play a key role in recruiting, evaluating, and recommending the
mast qualified candidates for employment with Eastem Connecticut State University.
Our =search committee mambers are the first paopia that the candidates meet. Each
search commitiee member Is representing Eastermn as a diverse and walcoming place to
work while carrying out their responsibilities of evaluating applicantz and recommending
candidates.

LaMar Coleman, Vice President for the Cffica of Diversity and Equity, is available for
consultation throughout the antire search process to answer and discuss spacific
situations, offer recommendations, and provide additional training. Piease contact him
with any guesticns you may have through the process.

Search Commitiee Composition

The hirlng manger is responsible for appointing the search committee chair and the
search committee members. The structure of the saarch committee will vary by
department, but we want %o strive for a broad, inclugive, and fair search process for all
applicants. The search committee members will include individuals from differernt
backgrounds, perspectives, and expertise who should be somewhat knowledgeable of
the department conducting the search. They should aiso be able to effectively avaluate
candidatas' qualifications in an unbiased, fair, and equitable mannar. Search
committees represent a diverse cross-section of Eastem’s population which indudes
possessing a commitment to diversity.

Search Committee Ethical Considerations

A search committee member cannot sarve on a search committee when ha/she Is also
an applicant for the position. Additionally, in the event that a search cormmittee member
s well acquainted with or has a conflict of interast ragarding an applicant, the member
must, (1) notify the search chair and the committee of the nature of the refationshig, (2)
recuse him/harself from the entire committee if unable to perform an objective and
equitable review of all candidates. Depending on the circumstance and in some
instances, the search committee mamber may be granted permission to unly recuse
him/herself from the avaluation and interview of oniy the known applicant; with the
agreement of the chair and committee and permission from the Vice President for

Equity & Diversity.

Search Committae Membaers Responsibilities

The search commitiee is responsible for (1) the evaluation of all applicants consistently
and fairty; (2) participating in the interview process, and (3) recommending the finalists
to the hiring manager. Search commiltee members should be available to participate
fully and consistently in tha entire process and perform duties assigned by the search
chair.
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Confidentlahlty

All search committee members need 1o maintain a strict level of confidentiality
throughout the search process to protect the privacy of the candidates and to preserve
the integrity of the entire process. It is each committee member's responsihility not to
discuss any detalls of tha search with non-committee members.

Written and electronic documentation pertaining to any glven search may be subject to
pubfic record request (Freedom of Information Act - FOIA) by candidatas or other
individuals. Requests may encompass committee members’ notes and emalls. It is
important to be mindful of the potential of FOIA requests during the search process.

Recrultment

Search committaas are responsible for fulfiling Eastern Connacticut State University's
requirement to demonstrate “good-faith afforts” to diversity the applicant pool by
proactively and aggressively recruiting for ail open positions. All search committee
membareg should be actively engaged in executing the recruitmant plan, including
utilizing professional contacts, angaging in formal and informal networking, utilizing non-
raditional advertising such as listservs and online publications, discussing the position
among members of relevant professional organizations, and attending confarences,

Evaluation of Applicants

Committae maembars may only use the publizshed minimum and prefarred qualifications
for the positions in evaluating appiications matesial. The reason for this is because the
position announcement/advertisement is considarad a contract made with the public
and the requirameants cannot be changed to something different than what was included
in the advertisement. The search committae members will discuss this informaticn and
come to an agreement using the position announcament criteria. These criteria will be
used to evaluate and screen each applicant consistently, fairly and objectively.

Each gearch comenittee should develop a search rubric thal includes all the minimum
and prefarmed qualiflcations. The se@arch rubric is a useful tool for all mambers of the
search commitiee 1o objectively assess each applicant's qualifications. Rubrics can be
as simple or complex as a search committee members deam necessary to effectively
evaluate each applicant who applied for the position.

Thare I8 no rule about how many candidates a gearch committee must interview,

ideally, the candidatas that meet or exceed all of the positions minimum qualificabions
should be interviewed. Howevaer, for larger pools, the preferred requirements are used
to further evaluate the applicant pool that met or axceeded all of the minimum
qualifications. In some Instances, assessing candidates’ experience with tems in the job
description can also be uzad to narmow down the candidate pool to determine who
should be Invited to an interview. The scoring rubric will be helplul In this endeavor,

The evaluation of all applicants should be oblactive and equilable, based on the
qualification in the job description/advertisement and the quality of the application
materigls. Research conducted in this area has demonstrated that every person brings
a lifetime of experience and cultural history that shapes thesr perspectives as related to
candidate selection.
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Interview Questions

It is best practice to have the search committee develop interview questions before the
evaluation of the applicants has been completed. The questions should be developed
by the team and focus on all areas of the position requirements. The core set of
interview questions for all applicants will elicit sufficient information to make an
evaluation of the candidate’s qualifications and allow an equitable comparison of the
candidates. To ensure equity, the interview experience should be consistent, providing
the same opportunities to each candidate.

Search committee members should be aware of questions that are unlawful and should
not be asked during the interview. Everyone participating in the interview process
should be aware of inappropriate topics and questions. Also, please bear in mind that
the same questions that are inappropriate or unlawful during a formal interview are also
inappropnate and uniawful in a social or less formal session like lunch meeting or
meeting someone at the airport to drive them to the interview.

The search chair will coordinate with the search committee members to develop the
interview questions and will forward to Dr. LaMar Coleman at the Office of Equity and
Diversity for approval.

Interviews

Before inviting candidates for an interview, all of the appropnate documentation
regarding the initial candidate rankings must be submitted to the Vice President for
Equity and Diversity for approval. This is a critical part of the review of the applicants
and the documentation will be used to justify the hifing or promotional activity in
Eastem’s Affirmative Action Plan (which must follow the Commission on Human Rights
and Opportunities (CHRO) Affirmative Action Regulations). Once the documentation
has been approved the search commitiee can begin to schedule the interviews.

The interviews must be done consistently for all candidates. For example, if the first
round of interviews are conducted by telephone or virtual, conduct all of the interviews
via telephone or virtual regardless of the geography of any given candidates even if one
of your candidates is local. The next round would then be in person interviews or the
interviews can begin this way (if only one round of interviews is being conducted).

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

consistent evaluation of interviewed candidates. If search committee members cannot
make some of the scheduled interviews, it is important to let the search chair know as
soon as possible so arrangements can be made to ensure consistency of the process.

The search committee shoukd feel comfortable with any finalist they are recommending
to hiring manager because they will be able to setect any of the recommended finalist.

Also, the selected candidate could decline the opportunity and another candidate could
be offered the position.
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Recommendation of FInal Candidates

Once the interviews are completed, the seanch committee should mest to identify the
candidate(s) to ba recammended to the hiring manager. These recommeandations will
be included in the final search report. The recommendations must include and
explanation of the candidates’ strengths and weaknesses as related to the qualifications
of the positian,

Documantation Raquired

All applicants who apply to Eastern positions must be evaluated fairly, consistently and
according to the position's qualification requirements. Decumentation must be provided
for all applicants salected for an interview or not selected. The justification must be
specific, concreta, objective and detalled. No subjective documentation that ncludes
any feelings, opinions, emotions, or broad general statements will be appmved. Do not
Inchude any second-hand knowledge because the gaarch committea is only evaluating
the applicants based on tha application paperwork that they submitted. No
discriminatory language or language referencing any undermepresented groups or &
protected class member, would be approved either. The search chailr will gather all of
the documentation from the evaluation of all applicants from each search committee
member and return the matenal, documentation and all other related search information
to the Vice President for Equity and Diversity.

Understanding and Managing inharentimplicit Bias

The evaluation of tha candidates should be equitable, consistent and objective snd based
solaly on the qualifications advertised in the job announcement/advertisement and the
quality of the submitied resume and application paperwork that includes all the required
alements.

Bias i3 an inclination or prejudice for or aganst one parsen or group. Unconscious bias are
feelings we have towards othar paople or groups of people that we may be unaware of.
Feelings about gender and sterealypes we've all developed throughout our lves can
unintentionally creep into a search process. How we were brought up; where we were
braught up:; how we've been socialized; our experiences; our exposure to other soctal
identities and social groups; who our friends are; and medla influences all affect how we
think and feel aboul certain types of people or feslings towards men and women.

it is important to note that mest bias sterectypas, do not come from a place of bad intent. it
is derived from deep seated, unconsdaious sterectypes that have been formed in our brains
through years of different influences we often have no control over.

Biases ¢an affect our decision-making process in differant ways lke parcaplion - how we
see people and perceive reality; how we react 1o certain peopla: and how comfortable we
are with certain pecpla.

lmplicit biases can include:

» Stereotypical beliefs and attitudes about social groups such as
Men and Women/cartain jobs are for one of these groups
White and Black and other people of color
Old and young employees and work expenencas
Even peopla's dress and hairstyle can be impacted by bias.
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These beliefs and atlittdes can affect one’s perception, behavior and judgmant about
people in those groups. We need (o ba aware of the nuances of cultural issues,
language barriers, and disabilifies. It is natural to show a preference for people that
share similarities and reject people with charactenstics that we are unfamiliar with_ So,
the first thing 1o do is to get familiar with unknown experiences, cuttures, and people.

Research in this area indicates that every parson brings a lifetime of experience and
cuttural hislory that shapes their parspactives as related io candidate selections.

We want to attract diverse apglicants for all our positions and want to maintain them.

Gond practices to countertalance the effects of inherant bias includea:

Learning about rasearch on bias and assumptions and striving to minimize their
Influences on the avaluation of candidates.

Developing criteria basad on position qualification directly from the job
announcemant for evaluating candidates and applying them consistently ta all
applicants.

Spending sufficient time evaluating each resume/application package thoroughly.
Evaluating each candidale’s entire application package and not depending too
haavily on only one elemant, such as the prestige of the degree-granting
institution or post-doctoral program or the letter of racammendation.

Explaining the decision for rejecting or retaining a candidate based on avidence
in the candidate's submitted paperwork as it relates to the position qualifications.
Be able to defend every decision or eliminating or advancing a candidate.
Periodicaily evaluating the search committea's decision to consider whether
avaluation bias and agsumptions are irfluencing any decisions throughout the
search process.

All search commitiae mambaers should discuss the objective{s} of the interview,
tha main topics or areas to be covered during the interview, Ihe arrangements,
and the interview appoirtment time for each candidate. Please allow ampie time
to conduct the interview and tma batween interviews.

All search committee members should develop a cora sat of questions for all
applicants that will produce sufficlent informatlion to make an evaluation of the
candidate's quallfications and allow equitable compariscn of the candidates’
axpeartise and skills in the line of work or discipline.,

Interview questions must be related to the job and essential job functicns lo
determine the candidate's qualifications, knowledge, skilks and abilities for the
position.

All search committee members gshould participate in all interviews to ansure fair
and consistent evaluation of each applicant salectad for interviews.

Tha interview experience should be consistent and must provide tha same
opportunities as the other candidales.
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¢ Everyone participating in the intarview process must stay away from making
comments or any statements that could be interpreted as less formal,
Inapproprate or unlawful. Keeping the interview process formalized and
conslstant is the best practice to avold anything that could be considerad
uncomfortable, illegal or inappropriate. Trying to maka the candidate relaxed and
at ease is always the best way to begin the interview process because it can be
an intimidating experience for them. Starting by introducing the search committee
members, explanation of the department that the positian is n and the core job
responsibilities can start the process positively.

* Document the information provided by the candidate being interviewed and not
your opinions, fealings or statements about the person,

« Make sure all notes ko evaluate applicants or their interview are objective and not
subdactive; and are maintained and given to the Search Chair to keep in the
search folder.

Thanks for serving on our Search Committea!

Page & of 6

Section 46a-68-81 19 of 40



H

EASTERN CONNECTICUT STATE UNIVERSITY
Office of Equity & Diversity

UNCLASSIFIED SEARCH PROCEDURES CHECKLIST
Used for Faculty (AAUP), Administrative Facuity (SUOAF), and Management Searches

| ~ PHASE 1: INITIATING THE SEARCH PROCESS

CHECK TASK

Dean/Director {hiring manager) and divigional vice president determine a nead to fll a
position.

"[*) Dean/Director completes Position Action Request Form (with necessary
approvalsisignatures) and submits to the Office of Human Resources. POSITION
ACTION FORM CAN BE FOUND AT: Position Action Ferm

In consultation with divigional vice prasident, the Dean/Director (hiring manager) identifies d
a search committee chair and assembles a search committee of divarse (gender, racial,
axpertise, ete. ) compasition.

(**) Dean/Director and search commitiee chair develop job posting announcement (based
on position descriplion). PDiannouncement should include a statement that application
matefials received by a specified date will receive highest consideration.

SAMPLE ADVERTISEMENT CAN BE FOUND AT:

Sample Job Posting Advertisement 1
(**) Dean/Director and saarch cormmittee chair must determine where position will be
advertised with at least one diverse recrultmant site used (locatlons of advertisement
must be indicated on search plan).DIVERSITY RECRUITMENT RESOURCES CAN BE
FOUND AT: Diversity Recruitment Resources
(") DearvDirector and search commiitee chair mmpleles search plan form and attaches
necessary documentation (search committee list, PD/announcement, advertising
locations, search timeline, copy of PAR Form, etc.).

SEARCH PLAN CAN BE FOUND AT: Search Plan Form Template
Search plan goes through signature approval process and gets submitted to the Office of
Equity & Diversity.

DeanvDirector and search committee chair ara notified of the search plan approval (or
denial) and wlll receive a copy from the Office of Equity 8 Diversity.

Offica of Equity & Diversity will submil approved search plan to Human Resources for job
posting (many positions are initially posted internally for 10 days via unions) and Office of
E&D will create Sharepoint and provide Affimative Action data collection link.

Search committee members will be sent logn information and the access link to JazzHR
{which Is the softwara whera submitted applications will be stored). JazzHR automatically
collects Affirmative Action Demoagraphic Information and send each applicant and
acknawledgement email.
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PHASE 2: PRELI RY WORK OF SEARCH COMMITTEE

CHECK

TASK

VP for Equity & Diversity should be invited to the first meeting of the search committea 10

provide instructions, anti-blas training, and answer questions.

Search committes should be provided with position description and announcemant as
wedl as the access link to JazzHR: JazzHR Access Link

(") Search committee should collaborata on the developmeant of a rubrc to have an
equitabie method to evaluate application materials (to include an agreed upon rating
scale). SAMPLE RUBRIC CAN BE FOUND AT: Sample Rubric Template

Search Chair should submit the evaluation rubric to the Offica of Equity & Divarsity for
review and approval.

Upon approval of the rubric, search commitiea members can begin, individually,
avaluating application materials that have been posted to JazzHR.,

Search committea will reconvene to share individual candidate scoras and detarmine the
average score (or sum-total score) for each candidate, Scores will be used to determine
the top-scoring candidates for nterview invites.

If committes decides to have mare than one round of intarviews, first round of interviews
(which are typically virtual} can be scheduled and conducted without prior E&D approval.

The search committes determines the number of rounds of interviews for the search and
should coltaborate on the development of scripted Interview questions for both first and
second round of Interviews (if two rounds are being held).

Onee the search committee feets a sufficient candidate poal has been compiled, the
search chair should request that HR remove the job pcstmg from tha varnious wabsites
and that Equity & Diversity close the search posting in JazzHR..

PHASE 3: FINAL ROUND INTERVIEW OF CANDIDATES

| CHECK

TASK

{™) The list of scripted interviaw questions should be submitted 1o the Office of Equity &
Diversity for approval. SAMPLE QUESTIONS CAN BE FOUND AT: Sample Interview

List of candidates being invited for a final intarview along with a bref statement of
raticnale for each candidate should be submitted to tha Office of Equity & Divarsity.

Upon gaining approval of candidatas and interview questions, search chair {or degignea)
comacts candidates and schedules their in-parson intecview accordingly.

For intarviews (regardiess of virtually or in-person), search chair delarmines schedule of
meetings candidates will follow (sach candidate schedule must ba consistent/idantical —
i.&, opportunity 10 mest with the same peapla).

After all interviews are concluded, search committee members should individually put
candidates in rank order based on interview parformance.

Interview rank scores should be averaged (between all committea mambers) and
committes members should agree upon who will be recommended as hirable.
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ke _ PHASE4:FINALSTEPS i
CHECK TASKS
(") In consultation with hiring manager, search committae should collaborate andfor
agree on questions that will be asked of references. SAMPLE REFERENCE
 QUESTIONS CAN BE FOUND AT: Sample Reference Questions
| Search chair and hiring manager should detarmine who will conduct referance checks

and conduct them for the candidates recommended as hirable (notes should be taken for
‘ sach referanca). _
The saarch ¢hair should request candidate demographic information from administrative
assistant in tha Office of Equity & Diversity 50 that the search report can be completed in
its entirety.
{*) Search chair compilas search report and submils to hiring manager for signature and
processing. Search report must include candidate demographic breakdown and
disposition list (with rationale) of candidates not recommended ag hirable.
SEARCH REPORT CAN BE FOUND AT: Segrch Report Tempiate Form
(") Once search report is fully approved, raspective VP must submit a "Request to
Hire/Salary Analysis” form (along with salected candidate resume or application) o
Human Resources. REQUEST TO HIRE FORM CAN BE FOUND AT:

Reguest to Hire/Salary Analysis Formm

Once “Request to Hire” Is approved, VP wikl authorize hirlng manager o Dean to proceed
with making tentative offer {which is contingent on successful background chack) to
candldate and collaboratively determine a potential start date.
(") Once tentative offer is accepted, background checks, proposaed start data, and other
personnel logistics should be coordinated with the Office of Human Resources.
BACKGROUND CONSENT FORM CAN BE FOUND AT: Background Check
Authonzation Form
(™) The search committee chair (or designaa) should sand an emall or malled
crrespondence o candidates who were not selected informing them of their non-
seloction. SAMPLE CORRESPOMNDENCES CAN BE FOUNMD: Sample
Correspandences to Candidates
' The Office of Human Resources will advise the Office of Equity & Diversity related 1o the
hired candidate, their pending start date, and annual salary.

NOTE

» lemns marked with a (%) have a form template 1hat can be used for information submission and approvals,
s llems marked with {(**) have a resource guide or sampile that can be refered to.
The hyparlinks in the document are actlve for aasy accass to the documents that will be neadad.
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'\I

EASTERN COMMECTTRIUIT STATE UNIVERETY

CLASSIFIED SEARCH PROCEDURES CHECKLIST

_ Used for Maintemance (NP-2), Clerical {NP-3), and Protective Services (NP-3) Searches

|

CHECK

TASK

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

{*) Dean/Director compietes Position Action Request Form and submits to the Office of
Human Resources. POSITION ACTION FORM CAN BE FOUND AT: Position Acton
Farm

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

I consultation with divisional vice president Dean/Director assembdas g szarch
committee of diverse {gender, racial, expertiza, etc.} compos#tion.

DeanTirector works with Human Resourcas to determine the type of DAS job postirg
{i.e. BCR-agency only, CT/State employee only, or external) as well as any preferred
knowdedge, skills, and abilties to be noted mn advertisernent.

(*) Dean/Director and s=arch committee chair completes search plan form and
includestattaches necessary documendation (search committee list, PDYannouncement,
advertising locations, search timedine, copy of EHR-Z, etc.). SEARCH FLAN CAN BE
FOUND AT: Search Plan Form Templste

Search plan goes through signature approval process and getfs submitted te the Office of
Equity & Diversity.

Dean/Diractor and search committes chair are notified of the seasch plan approval (or
denial) and will receive a copy from the COffice of Equity & Diversity.

Dffice of Equity & Diversity will submit approved search plan to HR Adminisirator for job
pesting 1o the Eastern and DAS websites.

PHASE 2: PR