
EXTERNAL COMMUNICATION and RECRUITMENT STRATEGIES 

Section 46a-68-80 

Central Connecticut State University has put itself on public record that it is an Affirmative Action/Equal 
Employment Opportunity employer.  Throughout the reporting period and prior to recruiting for 
position vacancies, the University initiates and undertakes aggressive positive relationship-building to 
ensure that affirmative action is more than a paper commitment.  Consistent with this effort: 

The University has developed a means of recruiting goal candidates for current positions.  Recruitment 
strategies designed to ensure opportunities for all qualified applicants begin at the basic level of the 
employment process.  The University’s recruitment plan is designed to secure ongoing relationships and 
develop additional recruiting sources while cultivating recruitment programs as required by Subsection 
(c).   

The Chief Diversity Officer (CDO), with support from other University officials, maintains on a 
continuing basis, a list of individuals, publications, groups, and organizations, and a list of regular 
recruiting services representing protected groups.  Written expression of the University's 
commitment to affirmative action and equal employment opportunity and notices of job 
availability are sent regularly to these recruitment resources which are capable of referring 
qualified applicants for employment.  All advertisements and position announcements contain a 
statement of the University’s commitment to affirmative action and equal employment 
opportunity. 

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

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

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

The Chief Diversity Officer and ODE staff directly oversees all Search committees.  The Office of Diversity 
and Equity (ODE) reviews all notices of position vacancies, applications and the candidate pools to 
ensure that qualified goal applicants are included and selected for interview.  When the candidate pool 
is void of qualified goal candidates, the ODE has sufficient time to request that the search be extended 
in order to engage in additional recruitment efforts.   

The University’s recruitment strategies include placement goals for all job openings.  Vacancy notices 
are posted in their respective occupational category on the University’s web page.  The ODE posts 
employment opportunity announcements from the University, other CSU universities, State agencies, 
local municipalities, and private sector employers on bulletin boards adjacent to its office.  

The ODE reviewed resumes and applications of candidates, including goal candidates, to further ensure 
that the interview pools are diverse, as part of the University’s recruitment plan.  Where the staff found 
that the interview pools did not include goal applicants and were not diverse, the CDO or Associate 
reviewed other candidates for consideration.   
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Notices dated April 4, 2017 stating that the University is an Affirmative Action/Equal Employment 
Opportunity employer was sent to all unions that represent the University's employees for collective 
bargaining purposes.  Such notice contains an invitation to review and comment on CCSU’s Affirmative 
Action Plan. 

The Chief Financial Officer and the Chief Administrative Officer are responsible for overseeing contract 
compliance requirements covered by Conn. Gen. Stat. Sections 4a-60 and 4a-60a. 

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

The University engages in concerted agenda with the Department of Administrative Services, Permanent 
Commission on the Status of Women, Department of Labor (Job Service), Department of Economic 
Development or any other pertinent agency to coordinate and unify the implementation of the above 
activities, and to eliminate unnecessary duplication of effort and expense. 

In accordance with the State of Connecticut Records Retention guidelines, the University maintains the 
name and address of each organization, recruiting source, bidder, contractor, subcontractor, supplier of 
materials, publisher and union receiving notice of the agency policy, date of notice, and copies of all 
communication, statements, advertising and contract provisions with the above groups or individuals. 
Where the cooperation of another agency is essential to the implementation of activity undertaken 
pursuant to this section, the University shall keep record of each instance of contact with the agency 
whose cooperation is requested and the outcome thereof. 
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CONTRACT COMPLIANCE/SMALL BUSINESS SET-ASIDE ACTIVITIES 

The Chief Diversity Officer worked with the Chief Finance and Chief Administrative Officers to ensure 
compliance with the Connecticut General Statute Section 46a-60, Contract Compliance. 

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

Central Connecticut State University submitted its Small and Minority Business Set-Aside goals for fiscal 
year 2016-2017 to Department of Administrative Services (DAS) Business CONNections and the 
Commission on Human Rights and Opportunities (CHRO).  The University received a notice September 
15, 2016, which outlined its requests, the approved DAS goals, and an explanation of the course of 
action taken to establish the goals approved by DAS. 

The University’s Small Business Enterprise (SBE) and Minority Business Enterprise (MBE) allocated funds 
for fiscal year 2016-2017 were $1,422,240.  The goals for Small/Minority Business Enterprise was 
$355,560 and Minority Business Enterprise was $88,890.   At the close of the fourth quarter of the fiscal 
year, the SBE expenditures totaled $8,728,540.26 (approximately 613.72% of the established SBE set 
aside allocation) and the SBE expenditures and the MBE expenditures totaled $1,975,720.32 
(approximately 555.66% of the established S/MBE set aside goal) both of which exceed the goals set for 
the fiscal year 2016-2017.   

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

All bidders, contractors, subcontractors and suppliers of goods and services to the University were 
notified of the University's policy that it would not do business with anyone who discriminates against 
protected class members. The following statement was included in all bids and on all purchase orders –  

Nondiscrimination Statement 

Central Connecticut State University is an affirmative action equal opportunity institution. The 
University will not knowingly do business with any bidder, contractor, subcontractor or supplier 
of materials found to be in violation of any state or federal antidiscrimination law. 

All bidders, contractors, and suppliers of materials have been made aware of the University's affirmative 
action policy. Every formal bid contains contract compliance regulations and bidder contract compliance 
report forms. A requirement to comply with C.G S. Section 4a-60 is provided to every recipient a 
Request for Proposal (RFP). In addition the content of C.G.S. Section 4a-60 is printed on the reverse of 
every purchase order, as well as any other agreement entered into between CCSU and another party in 
which review and approval of the Attorney General Office is conducted. The University will not 
knowingly do business with any bidder, contractor, subcontractor, or supplier of materials who 
discriminates against members of any class protected under Sections 4a-60 and 4a-61a of the 
Connecticut General Statutes.  

For every RFP and RFQ issued, the University sent invitation to bid notices to the DAS Business 
CONNections, which electronically distributes said bid notices to all minority businesses who are 
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registered with Business CONNections. During this reporting period, invitations to bid notices were 
placed in the DAS Business CONNections and the CCSU Purchasing websites. 

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



EXTERNAL COMMUNICATION, Section 46a-68-80                         5 

 

GOOD FAITH EFFORTS 

As required in Section 46a-68-92, the University has engaged in the initiatives articulated in 
subsection (a) to (d), inclusive, of this section:  

RECRUITMENT ACTIVITIES DURING THIS REPORTING PERIOD 

The University developed recruitment strategies that ensure opportunities for all qualified applicants, 
including underutilized groups as required under Subsection (B). Throughout the reporting period and 
prior to recruiting for position vacancies, the University initiated and engaged in aggressive positive 
relationship-building activities.  

The University utilized search committees to fill all unclassified vacancies.  Each search committee was 
required to develop a search plan designed to reach a broad and diverse pool of potential applicants.  
Further, the search committee was instructed by the chief diversity officer to make every effort to 
recruit underutilized and underrepresented applicants.  Those efforts included aggressive advertising, 
sending letters with the position description to appropriate institutions, including those that have 
significant populations of minorities, recruiting potential minority applicants through professional 
organizations and at professional meetings, and networking with individuals who are likely to have 
contact with underutilized members.   

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

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

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

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

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

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

To continue to enhance the recruitment program, the Office of Diversity & Equity and Human Resources 
work with the SUOAF/AFSCME Minority Recruitment and Mentoring Committee (MRMC) and AAUP 

http://www.ccsu.edu./HumanResources/jobs.html
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Minority Recruitment and Retention Committee (MRRC) to develop strategies to attract a diversified 
pool of applicants for employment.   

The AAUP (Faculty) MRRC is charged with the responsibility of assisting search committees to recruit 
members of minorities and other protected groups; to assist the University in retaining such members; 
and to engage in such other actions as will effectuate the above purposes.  Last year the University 
awarded $39, 867.00 to eight (8) male and seven (7) female minority faculty in the following disciplines:  
Engineering, Modern Languages, History, Chemistry, Counselor Education & Family Therapy, Computer 
Electronics and Graphics Technology, Marketing, Geography, Psychology, Teacher Education, 
Manufacturing & Construction Management, and Sociology. 

The SUOAF/AFSCME MRMC (Professional Non-Faculty) is charged with the responsibility for identifying 
and recommending qualified minority candidates to search committees after the promotional process 
has been followed.  The committee ensures that mentoring arrangements are available for newly 
appointed minority employees.  The mentors are charged with responsibility for enhancing the 
professional development of minority employees during the first 1-6 years of their appointments and 
during the first three years in a new position or reassignment.  The program eligibility was changed from 
three to six years and it also now includes employees who are promoted to a higher level position.   

During the reporting period, 14 members attended a number of presentations 1) Financial planning in 
today's economy, 2) a MRMC Mentoring Luncheon, and 3) presentation to new members on the 
MRMC/union resources.  In addition, four members of color were funded to participate in professional 
development activities. The committee also contributed to several recruitment subscriptions. 

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

• Title IX Refresher Trainings (multiple dates) 
• Conduct Hearing or Courtroom? Hearing Models that Ensure Fair, Impartial & Compliant Tile IX 

Conduct Hearings on your Campus (webinar) (8/31/2016) 
• Justice Innovation in Times of Change Conference (9/30/2016) 
• Latino Progresso Fund Forum (10/5/2016) 
• New Themes in ADA Compliance for Colleges and Universities (10/7/2016) 
• CCCESV Meeting (10/20/2016) 
• Ethics Training (04/18/2017) 
• YWCA End Racism Conference (4/26/2017) 
• CSCU Campus Resource Training (6/2/2017) 

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

The following publications and organizations are representative of those used for the publication of 
classified advertisements, notices posted on web pages, and distribution of employment opportunity 
announcements.  The difference from last year to this year in terms of numbers of posting locations is 
based on last year’s plan covering two recruitment cycles as a result of the date change in the filing 
submission.  The numbers in this plan are reflective of an annual recruitment period.  
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1. AACN Website 
2. Academy of Business Research 
3. ACHA 
4. ACUI 
5. ACPA 
6. AHEAD 
7. AIA-CT Chapter 
8. American Accounting Association 
9. American Association of Higher Education, 

Inc. (AAHHE) 
10. American Counseling Association 
11. American Society of Hispanic Economists 

ListServ 
12. APA 
13. Assoc. of Writing Programs Job Line 
14. Black Issues in Higher Education 
15. CADEP 
16. Campus Safety Health and Enviornmental 

Management Assoc 
17. CareerBuilder 
18. CCSU Website 
19. CESNET (Kent State University) 
20. Chronicle for Higher Education 
21. College Music Society 
22. Communications of the ACM 
23. Connecticut Association of Financial Aid 

Administrators 
24. Connecticut Counseling Association 
25. Connecticut Healthy Campuses Initiatve 

ListServ 
26. Connecticut Suicide Advisory Board ListServ 
27. CSCU Human Resources 
28. CSWE 
29. CT Association of Diversity & Equity 

Professionals 
30. CT Mental Health Counseling Association 
31. CTAHEAD 
32. DAS 
33. Department of Administrative Services 
34. Department of Energy and Environmental 

Protection 
35. Department of Labor job bank  
36. Department of Transportation 
37. Department or Administrative Services job 

listing 

38. Diversejobs.net 
39. Eims.ams.org/jobs 
40. E-Learning Guild 
41. Email to nursing graduate programs 
42. Financial Management Assoc Web Site 
43. Global Hospitality Educators ListServ 
44. Hartford Chapter of Women in Construction 
45. Hartford Courant 
46. Hazwaste Forum 
47. HigherEdJobs 
48. Hispanic Outlook 
49. Indeed 
50. IPMA-HR CT Chapter website 
51. IWLCA 
52. Job Openings for Economists 

(http://www.aeaweb.org/joe/) 
53. Jobs in Geography/Association of American 

Geographers 
54. LaxPower 
55. LinkedIn 
56. Local architectual and engineering firms 
57. Management Association, hazwaste forum 
58. Mathjobs.org 
59. Militarymedical.com 
60. MLA Job Information List 
61. NASPA 
62. National Economic Asociation ListServ 
63. NCAA 
64. NEACHUO List serve 
65. New England Association for Graduate 

Admissions Professionals 
66. Permanent Comm. On the Status of Women 
67. Physics Today (http://jobs.physicstoday.org/) 
68. Publishers Weekly Job Zone 
69. School of Engineering and Technology 

alumni/students/employers 
70. Science (journal) 
71. SIGCSE 
72. SIGUCCS 
73. Standard Human Resources 

(websites/listserves) 
74. StudentAffairs.com 
75. UCONN Career Center 
76. USTFCCCA 
77. Women in Higher Education 
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