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EXTERNAL COMMUNICATION AND RECRUITMENT STRATEGIES 
(Section 46a-68-80) 

September 2020 
 
This section was found to be in compliance in the previous filing and there were no 
proposals/recommendations. 
 
Subsection (a) 
 
UConn Health has developed means of recruiting goal candidates for current positions. 
  
During this Plan year, UConn Health continued to evaluate and modify its recruitment 
and hiring procedures.  This was done in recognition that many of its affirmative action 
goals can only be realized if the selection procedure successfully supports the 
institution’s efforts to hire and promote affirmatively.  The employment application 
process and the required forms are identified on the Human Resources (HR) website. 
Exhibit #1 

 
HR staff work with hiring managers to ensure the best strategies for recruitment are 
utilized to achieve a more diverse workforce.  All efforts to recruit qualified goal 
applicants are documented by HR in the iGreentree system and are reviewed prior to any 
offer of employment to ensure that good faith efforts have been made in the recruitment 
process. 

 
All job openings are posted on the UConn Health’s website; printed copies are posted on 
various bulletin boards and e-mailed to the collective bargaining units by HR.  Walk-in 
applicants can use a computer in the HR reception area to access the website to view and 
apply for open positions.  Both the online and printed postings have a description of the 
vacancy, minimum education and experience requirements and the beginning salary 
level. Exhibit #2. 
 
HR receives numerous phone calls daily regarding employment in all areas of UConn  
Health.  All HR staff has the knowledge and ability to provide information to callers 
regarding how to apply for positions at UConn Health as well as other state agencies. 

 
All Faculty and Director and above positions are required to have formal search           
committees and to develop detailed strategies for the recruitment of qualified goal       
applicants.  Some of these strategies included identifying networking activities             
such as national meetings and contacting colleagues at other institutions to                   
identify candidates interested in UConn Health positions.  A resource web page is       
located on the OIE website to provide search committees with information about         
search committee responsibilities for recruitment, evaluation, candidate                       
recommendation, affirmative action and equal employment opportunity                       
requirements.  Exhibit #3 

 
 

https://health.uconn.edu/human-resources/services/employment-services/employment-application-process/
https://jobs.uchc.edu/CSS_External/CSSPage_Welcome.asp
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Subsection (b) 
 
UConn Health has put itself on public record as an Affirmative Action and Equal 
Employment Opportunity Employer.  Consistent with that posture: 
 

1) Written expression of UConn Health’s commitment to affirmative action and 
notice of job availability are sent regularly to recruiting sources and organizations, 
which are capable of referring qualified applicants for employment.  All job 
postings and advertisements include a statement that UConn Health is an Equal 
Employment Opportunity/Affirmative Action Employer. The statement is also 
included on job postings on the website where applicants apply for current 
positions.  Exhibit #4 
 

2) Notice that UConn Health is an affirmative action and equal employment 
opportunity employer was sent to all unions that represent agency employees for 
collective bargaining purposes. This notice, sent to the contacts at the bargaining 
units represented at UConn Health, contained an invitation to review and 
comment upon UConn Health’s Affirmative Action Plan and copies of all 
affirmative action/equal employment related policies.  A sample along with the 
list of unions is included in Exhibit #5. 

 
Subsection (c) 
 
UConn Health initiates and undertakes vigorous, positive relationship-building activities 
to ensure that affirmative action is more than a paper commitment.  UConn Health has 
worked to secure ongoing relationships and develop additional recruiting sources while 
cultivating outreach recruitment programs and maintaining contact with protected class 
members and resource agencies. Consistent with that effort: 
 

1) UConn Health’s recruitment activities included posting ads at conferences, 
utilizing member-directed networks and affinity groups, occupational related 
magazines, professional journals, publications and web pages of associations.  
Exhibit #6 includes a list of recruitment sources that were utilized.  

 
2) UConn Health actively encouraged search committees to engage in proactive and 

non-traditional recruiting to target goal applicants.  Specifically, search 
committees are encouraged to recruit amongst existing professional networks as 
well as research new recruiting sources they may not have traditionally 
considered. A high emphasis is placed on direct professional networking and 
recruiting of promising applicants, particularly those from goal applicant 
populations.  Hiring managers are asked about their contacts, membership with 
professional organizations, organizations addressing women’s issues, minority 
group issues, or any other related organizations in an effort to broaden UConn 
Health’s recruitment sources. 
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3) UConn Health’s Office of Health Career Opportunity Programs’ top priority for 
the Schools of Medicine and Dental Medicine is to recruit and retain students 
from diverse groups who are underrepresented in American health care 
professions.  The Office actively recruits underrepresented medical and dental 
students and supports those who are enrolled throughout the academic year.  This 
program continues to be a source of applicants for vacancies at UConn Health.  
For information concerning the program, please see Exhibit #7. 

During the Affirmative Action Plan reporting period, UConn Health successfully 
achieved a number of its goals in many of the categories/classifications, thereby 
upholding its commitment toward achieving parity in the workforce.  UConn Health 
supports affirmative action and diversity in the workplace, actively seeks applicants from 
all sectors of the population and takes seriously the commitment to develop a workforce 
that reflects the diversity of the client population it serves. 
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Job Seekers Faculty Student/Temporary Employees Contacts Forms 

Talent Acquisition 

• 

CAREERS NURSING

Thank you for your interest in employment at UConn Health. The Talent Acquisition Unit is 

readily available to assist existing and prospective employees with general inquiries regarding 

recruitment, hiring, employment, new employee orientation, employee relations, retention, 

classification/compensation, separation, immigration and naturalization. 

UConn Health comprises the nationally recognized Schools of Medicine and Dental Medicine, 

UConn John Dempsey Hospital, UConn Medical Group, and University Dentists. 

Services 

Career Counseling Services 

Careers e

Employment Application Process 

International Office 

Nursing Careers 

Student/Temporary Employment 

Search this site ... 

Now 
HIRING 

Fmd a Great career 

� 

Nurses, Join Us as We 

Grow 
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Working at UConn Health 

With a diverse workforce of over 5,000 employees, we are Connecticut's 16th-largest employer 

and an important contributor to the local and regional economy. UConn Health attracts leading 

faculty and staff from around the world. As a uconn Health employee you enjoy: 

Working at one of the nation's top public health care institutions, with a mission of providing 

outstanding health care education in an environment of exemplary patient care, research 

and public service. 

A Wide range of career and employment opportunities in multiple locations throughout the 

state. 

A vibrant academic environment where diversity and civility are valued. 

An extensive benefits package: medical and dental plan options, short-·term disability, long­

te1111 disability, fixed and optional retirement plans, flexible spending accounts for health 

and child care expenses. 

• Tuition benefits for yourself and possibly your dependent children.

• A variety of professional development opportunities in leadership, supervision, technical

and interpersonal skills, career enrichment and service improvement.

• Dedication to employees' work-life balance with programs to promote ai healthy workplace

as well as a healthy lifestyle.

Information for Completing Your Search/Application 
Process 

• You must have an email address to continue with the application process.

• You will be asked to create a username and password. Remember your username and

password for future reference.

• Please fill out the application completely. If you are attaching a resume. be certain to

answer each question on the application in addition to attaching the resume. Please do not

state "see resume" in place of information completed on the application.

Opportunities for 

experienced OR nurses 

in new operating rooms 

to open in the John 

Dempsey Hospital and 

ambulatory surgery. Be 

ready for a bright 

future! Learn more > � 
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• • 

UCONN 
HEALTH 

AN ENDOWED CHAIR IN 

THE DEPARTMENT OF 

NEUROSCIENCE 

An Endowed professorship (Janice and 
Rodney Reynolds Chair In Neurobiology) 
has been estabHshed in the Department 
ol Neuroscience at the Universily 
of Connecticut School of Medicine 
(UCann Heallh) to support a senior 
invesllgator with an outstanding record 
of accompllshmenls. We Invite highly 
successful neuroscientists to apply at the 
Assoclate Professor or Full Professor rank 
in the tenure track. Exceptional scientists 
having established independent research 
programs In basic and/or translallonal 
neuroscience research, especially In the 
area of neurodegeneraUve diseases, 
neurolnflammation, vascular demenlla, 
stroke, or pain, are partlcularly encouraged 
lo apply. 

UConn Health has established areas of 
research excellence In Aging, Immunology, 
Psychialry, Vascular Blology, and Stroke, 
We are part of an Interactive, coHaboralive 
neuroscience community that Includes 
faculty in Neurology and Psychiatry 
as well as researchers on the Storrs 
campus. The University of Conneclicul 
Is expanding Its brain research programs 
and will engage researchers from mulliple 
areas far collabaralive work. Researchers 
at the Jackson Laboratory for Genomic 
Medicine, which Is located on UConn 
Health's campus, are easily accessible for 
collaboration. The applicanl wm gain access 
to growing translational research programs 
al lhe many outslanding on-campus care 
facilities. Connecticut Bioscience Initiative 
Is another source of support for developing 
translational projects. 

Minimum qualifications include a PhD and/ 
or MO and demonstrated accomplishments 
in academic performance. AppHcants 
should currently lead excellent research 
programs wflh a hlslory of sustained 
extramural funding, excellent publications 
and a record of successful mentorship 
of graduate sludents and posl·doctoral 
fellows. The successful applicant wHI be 
expected lo aclively participate In teaching 
and mentoring trainees Including medical 
and graduate students at UConn Health, 

Interested candidates should apply at 
https://jobs.uchc.edu, search no. 2019· 
758 and upload lhe!r CV, cover letter and 
a concise statement or their research and 
teaching interests, Applicants should also 
arrange to have at least three fellers of 
reference (on letterhead wilh signature) 
submitted to neurosclenceJob@uchc.edu. 

UConn Health Is an Affirmative Acllon/Equal 
Opportunity Employer M!FNIPwD 

Nature Magazine 

Size: 

Issue: 
Deadline: 
Price: 

1/3 page (2.25" x 1025"). 
April 18th 
May 2nd 
$5,430.00.,Jncludes web posting 

Online only: 

Na1ure - $699.00 for 60 days 

Society for Neuroscience (Neurojobs)- $345.00 for 30 days 
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4/2/2019 Lead Radiologic Technologist - Mammography, Employment | ASRT

1/2

Home Jobs Your Profile Resources Your Account 

 Help

Employers? Post Jobs and More

 Job Seeker Sign In

SAVE 

 Back to Search

Lead Radiologic Technologist - Mammography
UConn Health

Lead Radiologic Technologist - Mammography

Apply Online: For more details, please visit the UConn Health's Employment Services
website at https://jobs.uchc.edu, Search Code Number 2019-182 in the Allied Health
category. 

Excellence, Teamwork, Leadership and Innovation. These are the values that define UConn Health,
and we are looking for team members that share these same values. Our top rated organization is
looking to add a Lead Radiologic Technologist-Mammography to our growing team. If you have
a background in this field, we want to hear from you. 

At UConn Health, this class is accountable for acting as a working lead for a diagnostic or
specialty unit within the Division of Radiology, as well as performing a full range of complex
mammography radiology procedures. 

COMPREHENSIVE BENEFITS OFFERED:

Industry-leading health insurance options and affordability
Generous vacation and sick-time plans
Multi-channel retirement options (pension and match options)
Tuition waiver and reimbursement for employees and qualified family members
Quick commute access from I-84, Route 9 and surrounding areas
State of the art facility and campus environments
Progressive leadership and educational development programs available

EDUCATION AND TRAINING: 
GENERAL EXPERIENCE:
Graduation from an ARRT approved two (2) year certificate program or Associates Degree
program in Radiology Technology, and three (3) years of experience as a diagnostic/specialty
radiologic technologist in mammography 

SPECIAL REQUIREMENT:

Incumbents must meet the requirements for registry by the American Registry of Radiological
Technologists (ARRT) (M)
Incumbents must possess and maintain a current license to practice radiography in the State
of Connecticut

PREFERRED REQUIREMENT:

Ultrasound Technologist with Mammography certification
Experience with Mammography QA, MQSA inspections, and ACR accreditation applications
BLS certification

SCHEDULE: 40 hour work week, Monday through Friday, 7:30 a.m. – 4:00 p.m., 30 minute unpaid meal 
break. 

Why UConn Health
UConn Health is a vibrant, integrated academic medical center that is entering an era of unprecedented 
growth in all three areas of its mission: academics, research, and clinical care. A commitment to human 
health and well-being has been of utmost importance to UConn Health since the founding of the University 
of Connecticut schools of Medicine and Dental Medicine in 1961. Based on a strong foundation of 
groundbreaking research, first-rate education, and quality clinical care, we have expanded our medical 
missions over the decades. In just over 50 years, UConn Health has evolved to encompass more research 
endeavors, to provide more ways to access our superior care, and to innovate both practical medicine and 
our methods of educating the practitioners of tomorrow. 

UConn Health is an affirmative action employer, in addition to an EEO and M/F/V/PWD/PV

  Search   Browse   Explore   Your Job Alerts   Your Saved Jobs



Application
APPLY NOW

By using this feature you agree to our
Terms and Conditions and Privacy Policy.

Details
Posted:
March 29, 2019

Location:
Farmington, Connecticut

Salary:

Type:
Full Time - Experienced

Discipline:
Allied Health
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4/2/2019 Lead Radiologic Technologist - Mammography, Employment | ASRT

hy 2/2

Customer Service - Email: asrtjobs@naylor.com Phone: 1-888-491-8833 Ext. 2701

Powered By 

employer. 

All employees are subject to adherence to the State Code of Ethics which may be found at
www.ethics.state.ct.us. 

Apply Here 

PI108827218

Internal Number: 26278237

 Create a Job Alert for Similar Jobs
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HOPA 

Why UConn Health 

UConn Health is a vibrant, integrated academic medical center that is 

entering an era of unprecedented growth in all three areas of its mission: 

academics, research, and clinical care. A commitment to human health 

and well-being has been of utmost importance to UConn Health since the 

founding of the University of Connecticut schools of Medicine and Dental 

Medicine in 1961. Based on a strong foundation of groundbreaking 

research, first-rate education, and quality clinical care, we have 

expanded our medical missions over the decades. In just over 50 years, 

UConn Health has evolved to encompass more research endeavors, to 

provide more ways to access our superior care, and to innovate both 

practical medicine and our methods of educating the practitioners of 

tomorrow. 

UConn Health is an affirmative action employer, in addition to an EEO 

and M/F/V /PWD/PV employer. 

All employees are subject to adherence to the State Code of Ethics 

which may be found at www.ethics.state.ct.us 

Jobs You May Like 

Oncology Pharmacy 

Manager 

Sierra Staffing 
Stamford, CT, United 

States 

htt ps ://careers.ho pa rx. o rg/j o b/pri nt/4 76 7 4 9 3 6 / 

Research Pharmacist 

II 

Dana-Farber 

Cancer Institute 

Boston, MA, United 

States 

BMT /Oncology 

Pharmacist 

Brigham and 

Women's Hospital 

Boston, MA, United 

States 

4/4/19, 12:21 PM 

Clinical Pharmacist -

Oncology 

Ambulatory - Days 

Vanderbilt 

University 

Medical ... 
Nashville, TN, 

United States 

Page 4 of 5 
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Guidelines for Search Committees  

Search committees play a vital role in recruiting, evaluating, and recommending the most 
qualified candidates for employment by UConn Health.  Search committee members are often 
the first University employees that a candidate will meet.  Each member has an opportunity to 
represent the University as a diverse and welcoming community while carrying out the search 
in accordance with University policies and procedures.   

At any point in the process, the Office of Institutional Equity (OIE) is available for consultation, 
to answer questions and discuss specific situations, offer recommendations and search 
committee training.  Please contact OIE staff at 860-679-3563, for assistance.   

Composition of the Search Committee 

The hiring manager may appoint either the search committee chair who is charged with 
selecting the committee members, or both the chair and the remaining members of the 
committee.  The structure of search committees will vary among departments, offices, schools 
and colleges, depending upon the position to be filled.  The composition of a search committee 
is key to a broad and inclusive search and the committee should: 

 Include individuals with different backgrounds, perspectives, and expertise.  
 Include individuals with knowledge of the substantive area and the technical 

expertise to effectively evaluate candidates’ qualifications. 
 Represent a diverse cross section of the University population, including 

members with a demonstrated commitment to diversity. 
 Include appropriate stakeholders such as peers of the new hire, supervisors, and 

those with similar positions. 

Committee Membership 

A search committee member cannot serve on a search committee when he/she is also an 
applicant for the position.  In the event that a search committee member is well acquainted 
with or has a conflict of interest regarding an applicant, the member must: 
 

 Notify the search chair and the committee of the nature of the relationship; and  
 Recuse him/herself from the entire committee if unable to perform an objective 

and equitable review of all candidates; or 
 Recuse him/herself from the evaluation and interview of only the known 

applicant, with the agreement of the chair and committee 
 
Any questions regarding specific conflict situations should be directed to OIE for further 
guidance. 
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Committee Responsibilities 
 

A search committee is responsible for writing the job description and qualifications, recruiting 
for the position, evaluating applicants, participating in the interview process, and 
recommending finalists.  Members should be available to participate fully and consistently in 
the entire process and to perform duties as assigned by the search chair.  
 
Confidentiality 
 
Members of a search committee need to maintain a strict level of confidentiality to protect the 
privacy of the candidates and to preserve the integrity of the search process.  It is each 
committee member’s responsibility not to discuss any details of the search with non-committee 
members.  All public comments should be made exclusively by the search chair, in consultation 
with University Communications.   
 
Written and electronic documentation pertaining to any given search may be subject to public 
record requests (Freedom of Information Act - FOIA) by candidates or other individuals.  
Requests may encompass committee member notes and e-mails.  It is important to be mindful 
of the possibility of FOIA requests during the search process.  The Public Records website offers 
more details about FOIA and contact information for inquiries related to FOIA by candidates or 
committee members.  
 
Recruitment 

 
Search committees are responsible for fulfilling UConn Health’s requirement to demonstrate 
“good faith efforts” to diversify the applicant pool by proactively and aggressively recruiting for 
all open positions.  A recruitment plan should include strategies for attracting a diverse and 
qualified pool of applicants.  All search committee members should be actively engaged in 
executing the recruitment plan, including utilizing professional contacts, engaging in formal and 
informal networking, utilizing non-traditional advertising such as listservs and on-line 
publications, discussing the position among members of relevant membership in professional 
organizations, and attending conferences.   
 
Search committee members also should be aware of recruitment goals for the position in order 
to determine recruitment strategies and sources to attract applicants from these under-
represented race and gender groups.  Please bear in mind that the goals are for recruitment of 
a diverse applicant pool but play no role in candidate selection.   
 
All recruitment efforts need to be documented and provided to the search administrator. 
 
Applicant Evaluation 
 
Committee members may only use the published minimum and preferred qualifications for the 
position in evaluating application materials.  Members should discuss and agree on the criteria 
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to be used in evaluating each qualification prior to reviewing application materials.  All 
applicants must be objectively screened against the same criteria.   
 
While there is no standard screening method, a search matrix can be a useful tool in objectively 
assessing applicants’ qualifications.  Matrices can be as simple or complex as the committee 
members deem necessary to effectively evaluate the applicants.  
 
There is no rule regarding the number of candidates a search committee must interview.  Only 
candidates meeting or exceeding minimum qualifications should be ranked “Interview”.  
Interview candidates must be selected without regard to race or gender – again recruitment 
goals are in reference to the diversity of the candidate pool but play no role in candidate 
selection.   

 
Unconscious Bias and Assumptions in Candidate Evaluation1 
 
The evaluation of applicants should be objective and equitable, based solely on the 
qualifications in the job description/advertisement and the quality of the application materials.  
Research in this area has demonstrated that every person brings a lifetime of experience and 
cultural history that shapes their perspectives as related to candidate selection.     
 
Good practices to counterbalance the effects of inherent bias include: 

 Learning about research on biases and assumptions and striving to minimize their 
influence on the evaluation of candidates.   

 Developing criteria for evaluating candidates and applying them consistently to all 
applicants 

 Spending sufficient time evaluating each applicant 
 Evaluating each candidate’s entire application and not depending too heavily on 

only one element, such as the prestige of the degree-granting institution or post-
doctoral program or the letters of recommendation.   

 Explaining the decision for rejecting or retaining a candidate based on evidence in 
the candidate’s file as related to the qualifications 

 Periodically evaluating the committee’s decisions to consider whether qualified 
women and underrepresented groups are included and whether evaluation biases 
and assumptions are influencing decisions. 

 
For additional information, please refer to the links below. 
https://wiseli.wisc.edu/research/reports-publications/ 
 
 
 
 

1 Based on Searching for Excellence & Diversity:  A Guide for Search Committee Chairs, a guide developed by the 
Women in Science & Engineering Leadership Institute (WISELI) at the University of Wisconsin Madison. 
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Interviews 
 

Before inviting candidates for interview, all appropriate documentation regarding initial 
candidate rankings must be completed.  The committee may go through as many rounds of 
interviews as necessary to identify the selected candidate.  It is important, however, to be 
consistent during the interview rounds.  For example, if your first round of interviews is 
conducted via telephone or Skype, conduct all interviews via telephone or Skype regardless of 
the geography of any given candidate, (yes, even if one of your candidates is in state or on 
campus).  After the first round, if you move to on-campus interviews, interview every candidate 
on campus.   
 
All members of the committee should participate in all interviews to ensure fair and consistent 
evaluation of each applicant.  Prior to conducting any interview, all search committee members 
should discuss the objective(s) of the interview, the main topics or areas to be covered during 
the interview, and the itinerary and arrangements for each candidate.  Interview questions 
must be related to the job and essential to determining the candidate’s qualifications for the 
position.   
 
Committees should develop a core set of questions for all applicants that will elicit sufficient 
information to make an evaluation of the candidates’ 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.   
 
In addition, committee members should review the Guidelines for Interview Questions to be 
aware of questions that are unlawful and should not be asked during the interview.  Everyone 
participating in the interview process should be made 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 inappropriate and unlawful in a social or less formal 
interview session with an applicant.   
 
Recommendation of Final Candidates 

 
Once the interviewing stage has been completed, the committee should identify the 
candidate(s) to be recommended to the hiring manager for hire.  Depending on the charge 
given to the committee, the recommendation may be a ranked or unranked list with an 
explanation of the candidates’ strengths and weaknesses as related to the qualifications of the 
position.   
 
Candidates that are unsuccessful should be notified of their non-selection as soon as a firm 
decision has been made about their status, even if the search process is still underway.  
Finalists not chosen should be notified as soon as possible after an offer has been officially 
accepted by a higher-ranked finalist.  Please click for sample decline letters. 
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The Office of Institutional Equity, in conjunction with the Office of Diversity and Inclusion, has 
recently updated search committee training. Training workshops now include AA/EEO 
compliance information, search process steps, and overcoming implicit bias in the search and 
hire process.  Please see OIE’s website for registration instructions. 
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Sample Evaluation Matrix

Minimum Minimum Minimum Minimum Minimum Minimum Preferred Preferred Preferred Preferred Rank

Applicant

Ph.D in GHI or 
a related area 
by the time of 
appointment.  
Equivalent 
foreign 
degrees 
acceptable

Research 
specialization 
in the areas of 
X, Y, or Z

Demonstrated 
excellence in 
teaching

Potential for 
excellence in 
research and 
obtaining 
research 
funding

Excellent 
written and oral 
communication 
skills

Excellent 
interpersonal 
skills and 
demonstrated 
collegiality and 
interdisciplinary 
collaboration

Demonstrated 
abiltiy to teach 
graduate 
courses and 
advise 
graduate 
students. 

Demonstrated 
abiltiy to teach 
undergraduate 
courses and 
advise 
undergraduate 
students

Demonstrated 
record of 
published 
productivity in 
the field of X, 
Y, or Z.

Record of 
research 
complementing 
and enhancing 
exisitng 
departmental 
strengths in X, 
Y, or Z

Demonstrated 
ability to 
contribute 
through 
research, 
teaching 
and/or public 
engagement to 
the diveristy 
and excellence 
of the learning 
experience

1      Q
2        U
3           A
4       Q
5  U
6 U
7       Q
8          A
9         A
10    U

Minimum Minimum Minimum Minimum Minimum Minimum Preferred Preferred Preferred Preferred Preferred Total Rank

Applicant

Ph.D in GHI or 
a related area 
by the time of 
appointment.  
Equivalent 
foreign 
degrees 
acceptable

Research 
specialization 
in the areas of 
X, Y, or Z    
(weighted 
factor x3)

Demonstrated 
excellence in 
teaching

Potential for 
excellence in 
research and 
obtaining 
research 
funding

Excellent 
written and oral 
communication 
skills

Excellent 
interpersonal 
skills and 
demonstrated 
collegiality and 
interdisciplinary 
collaboration

Demonstrated 
abiltiy to teach 
graduate 
courses and 
advise 
graduate 
students. 

Demonstrated 
abiltiy to teach 
undergraduate 
courses and 
advise 
undergraduate 
students

Demonstrated 
record of 
published 
productivity in 
the field of X, 
Y, or Z.

Record of 
research 
complementing 
and enhancing 
exisitng 
departmental 
strengths in X, 
Y, or Z
(weighted 
factor x2)

Demonstrated 
ability to 
contribute 
through 
research, 
teaching 
and/or public 
engagement to 
the diveristy 
and excellence 
of the learning 
experience

1 8 6 5 4 5 6 6 3 4 3 50 U
2 2 6 1 1 2 2 2 2 2 1 21 U
3 9 24 7 7 8 8 8 9 18 7 105 A
4 9 21 8 8 9 7 7 7 16 8 100 A
5 10 15 6 9 7 6 6 8 10 3 80 Q
6 10 3 8 2 8 8 8 2 2 6 57 U
7 7 30 4 9 7 2 4 9 20 8 100 A
8 2 3 2 4 6 2 2 3 4 2 30 U
9 5 15 5 5 5 5 5 5 10 5 65 Q
10 10 30 8 10 10 8 8 9 20 9 122 A

Key
10 points maximum per qualification
Qualifications #2 and 10 weighted higher

Score: 130-100 A
99-60 Q
Below 59 U
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Guidelines for Interview Questions 

Area of Inquiry Allowed Not Permitted
Address/Duration at 

Address

• Place and length of current and previous 

address

• Names and relationships of persons with 

whom the applicant resides

• Inquiries about foreign addresses

• Home ownership

Affiliations • Professional or trade groups/associations 

membership

• Social, ethnic, religious organization/group 

membership

• Positions held in professional organizations

Age • Proof of age (after hire only) • Age or age group

• Birth certificate (prior to hire)

• Birthdate

• Graduation dates

Citizenship • Eligibility to work in the U.S. • Citizenship, U.S or other country

• If asked, must be asked of all applicants • If native born or naturalized

• If parent or spouse is native born or 

naturalized

• Date of citizenship

• Proof of citizenship prior to hire

Credit Rating • No questions can be asked • Credit ratings or scores

• Financial/economic status and history

Criminal Record • Convictions or imprisonment for crimes 

that are related to job duties

• Arrests (without convictions)

Disability • Whether a candidate could perform 

essential job functions

• Medical conditions including mental 

health, current and previous

• Prescription drugs

• History of rehab or addiction

• Worker's compensation claims

• Weight and height

• Need for an accommodation prior to 

making a job offer

Gender • No questions can be asked • Gender/gender identity of applicant

• Physical requirements for position

Marital and Family 

Status • Availability for anticipated work schedules
• Marital status, maiden name, and name of 

spouse/partner

• Offer information on University/community 

resources

• Number and age of children or childcare 

arrangements

• If asked, must be asked of all applicants • Pregnancy and future plans to have 

children

• Living arrangements

Military Service • Service in the U.S. military • Military records

• Branch of service and rank • Military service in other countries

• Type of discharge
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Guidelines for Interview Questions 

Area of Inquiry Allowed Not Permitted
National Origin •Languages candidate reads or writes • Place of birth or citizenship

• Parental heritage

• Ethnic club/organization affiliation

• Native language/how language was 

acquired

Race • No questions can be asked • Questions related to race or color of skin, 

eyes or hair

Religion • Anticipated work schedules of all 

employees

• Religious denomination, affiliations, or 

organizations/societies

• If asked, must be asked of all applicants • Religious beliefs, practices, celebrations, 

holidays or customs

• Church/place of worship attendance

• Requirements for working on religious 

holidays

Sexual Orientation • No questions can be asked • Spouse/partner, heterosexual or 

homosexual

• Gender identity
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Title VII of the Civil Rights Act of 1964, Connecticut law (including the Connecticut Fair 
Employment Practices Act), and University policy prohibit discrimination against employment 
applicants on the basis of their protected characteristics.  In particular, applicants may not be 
excluded from employment on the basis of race, color, ethnicity, religious creed, age, sexual 
orientation, gender identity, marital status, mental or physical disabilities, national origin or 
ancestry.  This guidance provides rules designed to avoid inquiries that could be construed as 
discriminatory.    

Address/Duration at Address:  
You may not ask questions about a foreign address that may reveal a candidate’s national 
origin, as well as questions regarding home ownership or the names and relationships of 
persons that reside with the applicant. 

You may ask the applicant about his/her current address and how long (s)he has lived there.  

Affiliations:  
Questions about an applicant’s membership in organizations that would reveal his or her race, 
color, ethnicity, religious creed, age, sexual orientation, gender identity, marital status, mental 
or physical disabilities, national origin or ancestry cannot be asked.  Such questions can be 
regarded as discriminatory and may violate federal and state laws and University policy.   

Inquiries about membership in job related professional organizations are acceptable.  

Age:  
The Age Discrimination in Employment Act of 1967 (ADEA) protects individuals who are forty 
years or older from age-based discrimination.  To avoid claims of age discrimination, avoid 
questions designed to uncover a candidate’s age or that would tend to identify candidates who 
are 40 and older, including graduation dates.   

Proof of age, such as a birth certificate, can be requested after an offer of employment to verify 
employment information for payroll purposes.   

Citizenship:  
Questions regarding citizenship are prohibited before making an offer of employment. 
Consideration of an applicant’s citizenship may constitute discrimination on the basis of 
national origin.   

Asking a candidate the question “Are you eligible for employment in the United States?” is 
allowed.  If asked, this question should be asked of all applicants.   
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Employment eligibility verification should be conducted after the offer has been made and can 
be a condition of employment.  

Credit Rating:   
The Equal Employment Opportunity Commission (EEOC) prohibits inquiries into an applicant's 
current or past assets, liabilities, or credit rating, including questions regarding bankruptcy or 
garnishment, car ownership, rental or ownership of a house, charge accounts, or bank 
accounts.   Such inquiries may discriminate against minorities and women.   

Criminal Record:  
Considering an applicant’s conviction or arrest records can violate Title VII of the Civil Rights Act 
of 1964 .  The EEOC has provided that questions about arrests and convictions can 
disproportionately impact members of ethnic minorities because statistics demonstrate that 
such persons are arrested and convicted at rates higher than non-minorities. An employer’s 
reliance on arrest records can disproportionately exclude members of a protected class and an 
arrest record does not establish the alleged conduct occurred and is not proof of criminal 
conduct.  Similarly, EEOC guidance provides that questions about an applicant’s convictions are 
improper unless the employer can show that the conviction is related to the position at issue.   

The Connecticut General Statutes §46a-80 prohibits the disqualification of a person for 
employment by a state agency solely because of a prior conviction of a crime and the use of 
arrest records not followed by a conviction.  If a conviction is related to the responsibilities of 
the position at issue, you may ask if the candidate has been convicted of a crime that is related 
to the job duties. 

Disability: 
The University’s People with Disabilities Policy Statement provides that qualified persons with 
disabilities cannot be excluded from or subject to discrimination with regard to any University 
program or activity, including employment, and ensures that a person with a disability is given 
the same access to programs, opportunities, and activities as other members of the University 
community.  The University must provide reasonable accommodations for applicants with 
disabilities to ensure that they are able to fully participate in the application and interview 
process.   The Connecticut General Statutes §46a-60 prohibit discrimination based on present 
or past history of mental disability, mental retardation, learning disability or physical disability, 
including, but not limited to, blindness. 

The Americans with Disabilities Act (ADA) prohibits employers from asking disability related 
questions to employment applicants.   An employer may not ask a job applicant if he or she has 
a disability (or about the nature or severity of an obvious disability) or whether the applicant 
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will need a reasonable accommodation to perform the job.  An employer also may not ask a job 
applicant to answer medical questions or take a medical exam before making a job offer.  
Questions about health problems, worker’s compensations history, prescription drug use or 
previous medical conditions are not allowed.  Unless job-related, inquiries about height and 
weight should also be avoided.   

An employer may ask a job applicant whether he/she can perform the essential functions of the 
job and how they would perform the duties associated with the position.   If asked, this 
question must be asked of all applicants. 

Employers may condition a job offer on the applicant answering certain medical questions or 
successfully passing a medical exam, but only if all new employees in the same job have to 
answer the same questions or pass a medical exam. 

Gender:  
Questions that express or imply limitations or special treatment because of an applicant’s 
gender are prohibited.  Gender is not a Bona Fide Occupational Qualification (BFOQ) because a 
job involves physical labor such as heavy lifting.  Candidates’ gender cannot be used as a factor 
for determining whether an applicant will be “satisfied” in a particular job.   

You may not ask particular questions of one gender and not of the other. 

Marital and Family Status:  
Questions regarding marital status (e.g., spouse/partner’s name or employment status, 
whether the candidate is single, married, divorced, separated, engaged or widowed); number 
and/or ages of children or future child bearing plans or pregnancy, and child care arrangements 
are prohibited. Such questions may discriminate against women. 

You may inquire if the applicant has any commitments that would preclude him or her from 
satisfying anticipated job schedules.  This question, if asked, must be asked of all genders.   

Military Service: 
Questions regarding the type or condition of military discharge and military experience in other 
countries are not advised as such questions could be regarded as discriminatory or could be in 
violation of The Americans with Disabilities Act (ADA) which prohibits employers from asking 
disability related questions to employment applicants.  In addition, preferring applicants with 
honorable discharge rather than dishonorable discharge may be seen as race discrimination by 
the Equal Employment Opportunity Commission (EEOC) under the disparate or adverse impact 
theory. 
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The Uniformed Services Employment and Reemployment Rights Act (USERRA) protects against 
discrimination on the basis of military service. 

Applicants can be invited to voluntarily self-identify as a disabled or Vietnam era veteran in 
connection with an affirmative action effort.  

You may ask questions about the branch of service and an applicant’s rank and service in the 
U.S. military as it relates to the position. 

National Origin:  
Questions regarding an applicant’s birthplace, ancestry and/or culture, or similar questions 
about the parents, grandparents, and spouse/partner of the candidate are not allowed.    

You may ask candidates whether they are fluent in languages other than English.  You may not 
ask a candidate’s about his or her native language or how a foreign language was acquired.   

Race:  
Questions about an applicant's race or questions that would cause an applicant to disclose 
his/her race are not allowed.  Title VII of the Civil Rights Act of 1964 forbids employment 
decisions based on stereotypes and assumptions about abilities, traits, or the performance of 
individuals of certain racial groups.   

For Affirmative Action reporting purposes, applicants are asked to voluntarily self-identify their 
race and ethnicity (§41 CFR 60-1.12(c)) as part of the application process.   

Religion:  
Questions regarding an applicant’s religious denomination, affiliations, beliefs, and practices, 
church/place of worship or membership in religious organizations are not allowed.  Title VII of 
the Civil Rights Act of 1964 requires employers to reasonably accommodate the religious 
practice of an employee or prospective employee, unless doing so creates an undue hardship 
for the employer. 

You may not ask about a candidate’s willingness to work on a particular religious holiday but 
may ask about his or her ability to work a required work schedule. 

Sexual Orientation: 
Questions regarding an applicant’s sexual orientation are not allowed.  Both the Connecticut 
General Statutes §46a-81c (1) and the University of Connecticut’s Affirmative Action & Equal 
Employment Opportunity Policy Statement prohibit discrimination on the basis of sexual 
orientation in the employment process.  
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Bona Fide Occupational Qualification (BFOQ) 
Certain job requirements relating to religion, sex, national origin, or age may discriminate 
against members of a protected class but can still be permissible because the requirement is 
reasonably necessary to the operation of a business.  To constitute a BFOQ, three factors are 
considered: (1) is the discriminatory requirement the only feasible method of revealing those 
unable to perform a certain job; (2) is the desired characteristic essential for the business to run 
successfully; and (3) does a reasonable, less discriminatory alternative exist? 

BFOQs are a narrow exception to non-discrimination laws and can only be used to justify 
requirements based on religion, sex, national origin, or age.  Race is never a BFOQ. 
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Interviewing – Best Practices 

It is important to create a welcoming and inclusive environment for applicants during the interview 

process.  While the search committee’s purpose is to evaluate the applicant for the position, the 

applicant also is assessing UConn Health and determining if this opportunity is right for him/her.  

Positive interactions with the search committee and the interviewers may be the deciding factor for 

the best candidate to accept an offer.   

The goals of an interview are to further evaluate candidates ranked as “Interview” based on their 

application materials; collect additional information on the candidate’s job-related knowledge, skills, 

and abilities; and identify the most qualified candidate for the position.  Collecting information 

accurately and consistently from each of the applicants gives the search committee the necessary 

information to objectively and equitably evaluate the candidates.  Therefore, it is important to provide 

each applicant with substantially similar interview experiences. 

Interviews via Phone/Skype: 

Phone or Skype interviews are an inexpensive way to assess the qualifications of a larger group of 

“Interview” candidates and can be used as a first round to narrow the list of candidates to bring to 

campus.  By using these “screening” interviews, the search committee has a larger interview list to refer 

back to if the first choice candidates are not selected or decline the interview or offer.   

If the search committee decides to conduct phone/Skype interviews for the first round, all candidates 

must be interviewed using the same or comparable method.  Except where unusual circumstances are 

present as described in the next paragraph, it is not permissible as a first round, to interview some 

candidates via phone or Skype and some face-to-face during the same round.  For example, if a 

Skype/phone interview used to determine which candidates will be brought campus, local candidates 

must also be interviewed via Skype/phone, and not in person. 

If a candidate requests an interview via phone/Skype due to geographical or other circumstances after 

an invitation for an in-person interview, the search committee may change interviewing methods for 

that candidate. 

The same best practices listed below apply to a phone/Skype interview.  

Preparing for an interview: 

 Notify each applicant about the interview and logistics.  Send a letter or e-mail confirming the

interview.  Sample confirmation letters are included in Recruiting Solutions and on the Office of

Institutional Equity website.

 At the same time, send a decline letter or e-mail to applicants who were ranked as “Unqualified”

and will not be invited for interview.  Decline letters to “Qualified” applicants also may be sent
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at this time for those candidates that will not be moved into the “Interview” group regardless of 

the outcome of the interviews.   

 Provide all applicants with an interview itinerary, including names and titles of the search

committee and any other individuals that the candidate will be meeting or interviewing with.

Ensure that applicants are provided with parking and building locations and accurate directions

to both.

 Make sure that all candidates are provided with comparable travel, transport and/or hotel

arrangements.  Arrange for hosts or escorts to and from campus where appropriate.

 When developing an itinerary, allow sufficient time for each candidate’s interview and time to

travel to different campus locations if needed.  Arrange a representative from the department

or committee to accompany the candidate to other locations.

 If scheduling multiple interviews for one day, allow time between each interview for the search

committee to review their notes and have an initial discussion about the candidate, and for the

candidate to take a break.

 Give all candidates equal opportunity to meet with the entire search committee, department

members, and other stakeholders.  E.g.: If candidates coming to campus will have time meet

with the department head, faculty in the department and/or the Dean, make sure that each

candidate is given that same opportunity to meet with the same or substantially-positioned

people.

 If the candidate will be expected to provide a job talk or presentation, ensure in advance that all

technical needs are discussed at the time of scheduling and can be accommodated.

 If a candidate requires an accommodation for a disability, contact OIE for further assistance.

 Offer the candidate the opportunity to meet with a Recruitment Ambassador during the campus

visit.

Developing interview questions: 

 Review OIE's interview guidelines to ensure that all questions are non-discriminatory and

legally permissible.

 Devise a core group of questions based on job related criteria to evaluate candidates’

qualifications.  Ask questions that are related that are related to the candidate’s qualifications.

Develop questions that address all the qualifications for the position.

 Craft open-ended and behavioral questions that prompt the candidate to offer information

about his/her skills and “do the talking”, as these will provide the best insight in to a candidate’s

qualifications for the position.  Avoid questions that merely require a “yes” or “no”.

 Develop questions that will allow the committee to make an objective assessment of each

candidate and minimize bias.

 Ask the same core group of questions of each candidate.  This will allow for a comparative

evaluation and ensure that the interview process is consistent for all candidates.  Follow-up

questions can be asked to clarify answers or address a candidate’s individual experience or skills.

 Determine how questions will be posed by the committee and assign questions to members,

where appropriate.
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 Consider developing a standardized form with qualification-related criteria for non-committee

members to use (e.g. department members, students or those attending a job talk) for

consistent candidate evaluation.

 Contact OIE for further guidance or for troubleshooting.

The Interview: 

 Plan for someone to greet the candidates upon arrival.  Prepare a designated area where

candidates can wait for the interview to begin and where the candidate will not encounter other

candidates if multiple interviews are scheduled in one day.

 Introduce search committee members to the candidate prior to beginning the interview.

 Describe the format of the interview and the interview process as a whole.

 Share pertinent background information about the job, department, and University.

 Remember that the candidate should do the majority of the talking during an interview.

 Keep your reactions to a candidate’s answers to yourself.  Try not to influence other search

committee members as they are evaluating the applicant.

 Keep the interview moving and on time.

 Leave time for candidate questions.

 At the end of the interview, inform the candidate that you will be checking references and ask if

you can pursue references not provided by the candidate.

 Describe the remainder of the search process, how candidates will be notified of the University’s

decision, and the anticipated timetable.

Ensure that every University employee involved in the interview process has reviewed OIE's guidelines

and is aware of inappropriate topics.  It is very important to remember that all time spent with the 

candidate, whether in a formal interview or in an informal social setting, spent with the candidate is 

considered part of the interview process.  Questions that are inappropriate or illegal in an interview 

context must also be avoided in a social setting (i.e.: coffee, meals, car rides, one-on-one meetings). 

Post-Interview 

Shortly after all interviews have been completed, the search committee should meet to discuss the 

candidates’ qualifications based on the interviews.  Evaluations of the candidates must be qualification 

related and based on the candidate’s performance in the interview and/or presentation combined with 

the strength of their written application materials. 

Depending on the charge given by the hiring manager, search committees either recommend a 

candidate for hire or provide a ranked/unranked list of the top number of candidates specified.  

Each candidate, especially those that were interviewed, has made an investment of time and resources 

to the search process and it is important that the candidates are treated in a manner that acknowledges 

that effort.  Candidates that will not be considered for employment should be contacted as soon as the 

hiring decision is made.  A decline letter should be sent from the search chair or hiring manager.  

Applicants in the “Qualified” group (who were not notified earlier) also should be sent a decline letter at 
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this time.  If a decision is delayed, all candidates should be notified about the change the search’s 

timetable. By the end of the search, each applicant should have received a communication from the 

search committee or hiring manager regarding his/her status. 

Following the selection decisions, the members of the search committee should discuss and evaluate 

the search process.  Evaluating the process and results and noting successes and failures will be helpful 

for future searches and search committees.   
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Unions Representing 
UConn Health’s Employees 

Administrative and Residual Employees Union 
805 Brook Street 
Rocky Hill, CT 06067 

Connecticut Police & Fire Union 
Local 74/Local S-15 
50 Columbus Boulevard, Third Floor 
Hartford, CT 06106 

Engineering, Scientific and Technical 
SEIU Local 2001 
760 Capitol Avenue 
Hartford, CT 06106 

Maintenance 
Connecticut Employees Union Independent 
110 Randolph Road 
Middletown, CT 06457 

Paraprofessional Healthcare 
New England Healthcare Employees Union - District 1199 
77 Huyshope Avenue 
Hartford, CT 06106 

AFSCME Local 196 
1 Hartford Square, Suite 242, Box 17 
New Britain, CT 06052 

The University of Connecticut Health  
American Association of University Professors 
270 Farmington Avenue, Suite 364 
Farmington, CT 06032 

University Health Professionals Local 3837 
270 Farmington Avenue 
The Exchange, Suite 174 
Farmington, CT 06032-1909 
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University of Connecticut

UConn Health Lifeline Friday, May 29, 2020

P O L I C Y  A N D  C O M P L I A N C E  I N F O R M A T I O N

Affirmative Action Plan Update & Policy Statements

TO: All UConn Health Faculty, Staff, and Union Representatives

FROM: Elizabeth A. Conklin, Associate Vice President Office of Institutional Equity

DATE: May 29, 2020

SUBJECT: Affirmative Action Plan Update and Distribution of Policy Statements

UConn Health’s 2019 Affirmative Action Plan (Plan) was approved by the Commission on Human
Rights and Opportunities on December 11, 2019. The Plan reports UConn Health’s good faith efforts
relative to diversifying the workforce, attaining goals, and achieving equal employment opportunity.

All employees are invited to review and comment on the 2019 Plan until September 18, 2020.

A copy of the Plan is available for review and comments (when in-person operations resume):

     The Office of Institutional Equity (OIE)

      16 Munson Road, 4th Floor

      Farmington, CT 06030

An electronic (PDF) version is also available on OIE’s website.

All comments or questions are welcome and may be sent to:

     Elizabeth A. Conklin, Associate Vice President

     Office of Institutional Equity

     UConn Health

     263 Farmington Avenue

     Farmington, CT 06030-5310

     860-679-3563

OIE Annual Policy Distribution

The following policies and procedures have been included in the Plan, distributed to every employee
through UConn Health’s Office of Institutional Equity’s (OIE) webpage and posted on bulletin boards
throughout UConn Health.

     • Affirmative Action and Equal Employment Opportunity

     • Policy Against Discrimination, Harassment and Related Interpersonal Violence

     • Policy Statement: People with Disabilities

External Communication and Recruitment Strategies 
Exhibit # 5 
Page 2 of 3

http://dailydigest.uconn.edu/
mailto:equity@uconn.edu
https://equity.uconn.edu/aaeeoatuconn/1983-2/
mailto:elizabeth.conklin@uconn.edu
mailto:elizabeth.conklin@uconn.edu
https://health.uconn.edu/policies/policies-specific-areas/office-of-institutional-equity/
https://health.uconn.edu/policies/wp-content/uploads/sites/28/2015/07/policy_2002_44.pdf
https://policy.uconn.edu/2015/12/29/policy-against-discrimination-harassment-and-related-interpersonal-violence/
https://health.uconn.edu/policies/wp-content/uploads/sites/28/2015/07/policy_2002_46.pdf


• University of Connecticut Discrimination Complaint Procedures

Additional information about reporting discrimination and OIE’s complaint procedures, as well
as OIE’s Discrimination and Discriminatory Harassment Complaint form, can be found online at
https://equity.uconn.edu/.  If you have a specific question or need further assistance, please do not
hesitate to contact a member of OIE at (860) 679-3563 or by email at equity@uconn.edu.

Policy Posting Obligation

As in previous years, the Office of Institutional Equity (OIE) will satisfy the statutory requirement of
policy distribution to employees via this notification and mail distribution as necessary. Additionally,
policies are placed in prominent locations throughout UConn Health. Vice Presidents, Deans, Directors,
and other supervisory employees are asked to ensure that the policies are displayed in their respective
units in locations highly visible to employees, students, and the public. 

Sexual Harassment Prevention and Diversity Awareness Training Update:

UConn Health’s Sexual Harassment Prevention and Diversity Awareness Trainings are important
components of the University’s commitment to maintaining a safe, inclusive, and non-discriminatory
learning and working environment for all members of our community, both remotely and in person. Due
to Covid-19, both in-person trainings are suspended temporarily.

In the 2019 legislative session, the Connecticut General Assembly passed and the Governor signed
Public Acts 19-16 and 19-63, which together constitute the Time’s Up Act.

The Time’s Up Act establishes new requirements regarding sexual harassment prevention training and
education. Under these new provisions, UConn Health is required to provide two hours of sexual
harassment training and education to all employees who initially received sexual harassment training
prior to October 1, 2018. These employees will be required to complete another two hours of sexual
harassment prevention training by September 30, 2020; more information regarding the second of two
online sexual harassment prevention trainings will be forthcoming shortly.  Employees hired on or after
October 1, 2018 will not need to receive training again.  All Adjunct faculty members and Special
Payroll employees, regardless of hire date, will also be required to complete this training. 

For more information, contact: Office of Institutional Equity at 860-679-3563

Other stories from the UConn Health Lifeline for Friday, May 29, 2020 >>
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https://equity.uconn.edu/wp-content/uploads/sites/2036/2019/05/OIE-Investigation-Procedures-August-1-2018-1.pdf
https://equity.uconn.edu/wp-content/uploads/sites/2036/2019/07/2019.07.12-Discrimination-and-Discriminatory-Harassment-Complaint-Form.pdf
https://equity.uconn.edu/
http://dailydigest.uconn.edu/publicEmailView.php?cid=75&id=4639


Recruitment Sources - 2020 Affirmative Action Plan

External Communication and Recruitment Strategies - Exhibit 6
Page 1 of 2

American Academy of Neurology
American Academy of Orthopedic Manual Physical Therapists
American Association Immunologists
American Association of Clinical Endocrinologists
American Association of Medical Colleges
American Association of Nurse Anesthetist
American College of Chest Physicians
American College of Clinical Pharmacy
American College of Physicians Internist Career Connection 
American Society for Cell Biology Newsletter
American Society for Clinical Pathology
American Society for Microbiology Career Center
American Society of Radiologic Technologist Job Bank
Association of PeriOperative Registered Nurses
Careerpharm
Chronicle of Higher Education
College of American Pathologists
Connecticut Association of Nurse Anesthetist
Connecticut Physical Therapy Association
Critical Care Medicine
Diversity Nursing
EndoCareers
Endocrine Practice
Health E. Careers website
Hematology/Oncology Pharmacy Association
Higheredjobs.org
Immunity
Indeed.com
Journal of Bone and Mineral Research
Journal of Clinical Endocrinology & Metabolism
Journal of Clinical Oncology
LinkedIn
Local Eye Site
MDSearch.com
Medical Group Management Association
Myhealthtalent.com
Nature Immunology
Naturejobs.com
Neurojobs - NHCN
New England Journal of Medicine
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New England Society of Clinical Engineers
News-line.com
Polytechnic Positions website 
Radiology Business Management Association
recruitmilitary.com
Science Magazine
Society for NeuroOncology
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SMALL AND MINORITY BUSINESS 

UTILIZATION REPORTS 

UConn Health
Purchasing and Construction Projects 

FISCAL YEAR 2020

Submitted by, Veronica F. Cook, Executive Program Director 

UConn Supplier Diversity Program (USDP) 



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

SMALL/ MINORITY BUSINESS ENTERPRISE QUARTERLY REPORT 

Fiscal Year Quarter    Fiscal Year Period

ENTER THIS QTR-  1ST

Agency 
Name:

Agency          
Number:

Prepared 
by:

E-mail          
Address:

Tel. # - 

Number Number

TOTALS ($) Contracts TOTALS ($) Contracts

Combined TOTALS OF SBE AND MBE EXPENDITURES 

from Minority Business Enterprises (MBE) only. 
PLEASE CATEGORIZE:

A)  American Indian (N) -$                                  0
B)  Asian (A)  -$                                  0
C)  Black (B)    $878.00 3 878.00$                            3
D)  Disabled Individual (D) -$                                  0
E)  Hispanic (H) -$                                  0
F)  Iberian Peninsula (I) -$                                  0
G) Disabled American Indian (DN) -$                                  0
H)  Disabled Asian American (DA) -$                                  0
I)   Disabled Black American (DB) -$                                  0
J)  Disabled Hispanic American (DH) -$                                  0
K)  Disabled Iberian Peninsula American (DI) -$                                  0
L)  Woman (W) $263,097.65 303 263,097.65$                     303
M) Woman American Indian (NW) -$                                  0
N)  Woman Asian (AW) -$                                  0
O)  Woman Black (BW) $588.20 3 588.20$                            3
P)  Woman Disabled (DW) -$                                  0
Q)  Woman Hispanic (HW) -$                                  0
R)  Woman Iberian Peninsula (IW) $726.75 1 726.75$                            1
S)  Disabled American Indian Woman (DNW) -$                                  0
T)  Disabled Asian American Woman (DAW) -$                                  0
U)  Disabled Black  American Woman (DBW) -$                                  0
V)  Disabled Hispanic American Woman (DHW) -$                                  0
W)  Disabled Iberian Peninsula American Woman (DIW) -$                                  0
                     DisBE TOTAL  (Lines D, G, H, I, J, K, P, S,T,U, V, & W) -$                                        0 -$                                  0
                     WBE TOTAL  [Lines L - W] $264,412.60 307 $264,412.60 307
                     MBE TOTAL  {Lines A - W} 265,290.60$                           310 265,290.60$                     310

 

UConn Supplier Diversity Program veronica.cook@uconn.edu

9/30/2019 2020

UConn Health 7302

860-486-0990

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

3) 25% of line # 2 Total - Set Aside - Small/Minority Business Enterprises (Combined) 3,789,925.00$                     
4) 25% of line # 3 Total-  Set Aside - Minority Business Enterprises only 947,481.00$                     

1,132,985,943.00$           

Please Submit a copy of this form  and Back-Up Sheets via InterOffice Mail to CHRO @ 25 SIGOURNEY ST, Hartford CT 06106

15,159,702.00$                  after DAS APPROVED DEDUCTIONS/EXEMPTIONS

Page 1 (Summary Page) From The Annual Goals Calculations Report
2) Amount Available for Small/Minority Business Program 

    from Small and Minority Contractors.

QUARTER YEAR TO DATE

5) Total Agency FY Expenditures for Purchases and Contracts  $3,021,824.54 3,021,824.54$                  

7) Total Agency FY Expenditures for Purchases and Contracts 

8,266 8,266

6) Total Agency FY Expenditures for Purchases and Contracts 
$1,037,632.50 1,037,632.50$                  1,775 1,775

mailto:veronica.cook@uconn.edu
mailto:veronica.cook@uconn.edu
mailto:veronica.cook@uconn.edu


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

SMALL/ MINORITY BUSINESS ENTERPRISE QUARTERLY REPORT 

Fiscal Year Quarter    Fiscal Year Period

ENTER THIS QTR-  2nd

Agency 
Name:

Agency          
Number:

Prepared 
by:

E-mail          
Address:

Tel. # - 

Number Number

TOTALS ($) Contracts TOTALS ($) Contracts

Combined TOTALS OF SBE AND MBE EXPENDITURES 

from Minority Business Enterprises (MBE) only. 
PLEASE CATEGORIZE:

A)  American Indian (N) -$                                  0
B)  Asian (A)  -$                                  0
C)  Black (B)    $323.00 3 1,201.00$                         6
D)  Disabled Individual (D) $861.00 2 861.00$                            2
E)  Hispanic (H) -$                                  0
F)  Iberian Peninsula (I) -$                                  0
G) Disabled American Indian (DN) -$                                  0
H)  Disabled Asian American (DA) -$                                  0
I)   Disabled Black American (DB) -$                                  0
J)  Disabled Hispanic American (DH) -$                                  0
K)  Disabled Iberian Peninsula American (DI) -$                                  0
L)  Woman (W) $260,804.52 322 523,902.17$                     625
M) Woman American Indian (NW) -$                                  0
N)  Woman Asian (AW) -$                                  0
O)  Woman Black (BW) 588.20$                            3
P)  Woman Disabled (DW) -$                                  0
Q)  Woman Hispanic (HW) -$                                  0
R)  Woman Iberian Peninsula (IW) 726.75$                            1
S)  Disabled American Indian Woman (DNW) -$                                  0
T)  Disabled Asian American Woman (DAW) -$                                  0
U)  Disabled Black  American Woman (DBW) -$                                  0
V)  Disabled Hispanic American Woman (DHW) -$                                  0
W)  Disabled Iberian Peninsula American Woman (DIW) -$                                  0
                     DisBE TOTAL  (Lines D, G, H, I, J, K, P, S,T,U, V, & W) 861.00$                                  2 861.00$                            2
                     WBE TOTAL  [Lines L - W] $260,804.52 322 525,217.12$                     629
                     MBE TOTAL  {Lines A - W} 261,988.52$                           327 527,279.12$                     637

1,480 3,255

7) Total Agency FY Expenditures for Purchases and Contracts 

9,905 18,171

6) Total Agency FY Expenditures for Purchases and Contracts 
$1,731,295.92 $2,768,928.42    from Small and Minority Contractors.

QUARTER YEAR TO DATE

5) Total Agency FY Expenditures for Purchases and Contracts  $13,393,617.71 $16,415,442.25

2) Amount Available for Small/Minority Business Program 

860-486-0990

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

3) 25% of line # 2 Total - Set Aside - Small/Minority Business Enterprises (Combined) 3,789,925.00$                     
4) 25% of line # 3 Total-  Set Aside - Minority Business Enterprises only 947,481.00$                     

1,132,985,943.00$           

Please Submit a copy of this form  and Back-Up Sheets via InterOffice Mail to CHRO @ 25 SIGOURNEY ST, Hartford CT 06106

15,159,702.00$                  after DAS APPROVED DEDUCTIONS/EXEMPTIONS

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

 

UConn Supplier Diversity Program veronica.cook@uconn.edu

12/31/2019 2020

UConn Health 7302

mailto:veronica.cook@uconn.edu
mailto:veronica.cook@uconn.edu
mailto:veronica.cook@uconn.edu


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

SMALL/ MINORITY BUSINESS ENTERPRISE QUARTERLY REPORT 

Fiscal Year Quarter    Fiscal Year Period

ENTER THIS QTR-  3rd

Agency 
Name:

Agency          
Number:

Prepared 
by:

E-mail          
Address:

Tel. # - 

Number Number

TOTALS ($) Contracts TOTALS ($) Contracts

Combined TOTALS OF SBE AND MBE EXPENDITURES 

from Minority Business Enterprises (MBE) only. 
PLEASE CATEGORIZE:

A)  American Indian (N) $0.00 0 $0.00 0
B)  Asian (A)  $672.50 2 $672.50 2
C)  Black (B)    $236.00 4 $1,437.00 10
D)  Disabled Individual (D) $168.00 1 $1,029.00 3
E)  Hispanic (H) $0.00 0 $0.00 0
F)  Iberian Peninsula (I) $0.00 0 $0.00 0
G) Disabled American Indian (DN) $0.00 0 $0.00 0
H)  Disabled Asian American (DA) $0.00 0 $0.00 0
I)   Disabled Black American (DB) $0.00 0 $0.00 0
J)  Disabled Hispanic American (DH) $0.00 0 $0.00 0
K)  Disabled Iberian Peninsula American (DI) $0.00 0 $0.00 0
L)  Woman (W) $136,443.06 417 $660,345.23 1,042
M) Woman American Indian (NW) $0.00 0 $0.00 0
N)  Woman Asian (AW) $0.00 0 $0.00 0
O)  Woman Black (BW) $866.16 3 $1,454.36 6
P)  Woman Disabled (DW) $0.00 0 $0.00 0
Q)  Woman Hispanic (HW) $0.00 0 $0.00 0
R)  Woman Iberian Peninsula (IW) $842.03 3 $1,568.78 4
S)  Disabled American Indian Woman (DNW) $0.00 0 $0.00 0
T)  Disabled Asian American Woman (DAW) $0.00 0 $0.00 0
U)  Disabled Black  American Woman (DBW) $0.00 0 $0.00 0
V)  Disabled Hispanic American Woman (DHW) $0.00 0 $0.00 0
W)  Disabled Iberian Peninsula American Woman (DIW) $0.00 0 $0.00 0
                     DisBE TOTAL  (Lines D, G, H, I, J, K, P, S,T,U, V, & W) $168.00 1 $1,029.00 3
                     WBE TOTAL  [Lines L - W] $138,151.25 423 $663,368.37 1,052
                     MBE TOTAL  {Lines A - W} $139,227.75 430 $667,506.87 1,067

 

UConn Supplier Diversity Program veronica.cook@uconn.edu

3/31/2020 2020

UConn Health 7302

860-486-0990

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

3) 25% of line # 2 Total - Set Aside - Small/Minority Business Enterprises (Combined) $3,789,925.00
4) 25% of line # 3 Total-  Set Aside - Minority Business Enterprises only $947,481.00

$1,132,985,943.00

Please Submit a copy of this form  and Back-Up Sheets via InterOffice Mail to CHRO @ 25 SIGOURNEY ST, Hartford CT 06106

15,159,702.00$                  after DAS APPROVED DEDUCTIONS/EXEMPTIONS

Page 1 (Summary Page) From The Annual Goals Calculations Report
2) Amount Available for Small/Minority Business Program 

    from Small and Minority Contractors.

QUARTER YEAR TO DATE

5) Total Agency FY Expenditures for Purchases and Contracts  $12,972,282.51 $29,387,724.76

7) Total Agency FY Expenditures for Purchases and Contracts 

10,269 28,440

6) Total Agency FY Expenditures for Purchases and Contracts 
$1,831,724.19 $4,600,652.611,480 4,735

mailto:veronica.cook@uconn.edu
mailto:veronica.cook@uconn.edu
mailto:veronica.cook@uconn.edu


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

SMALL/ MINORITY BUSINESS ENTERPRISE QUARTERLY REPORT 

Fiscal Year Quarter    Fiscal Year Period

ENTER THIS QTR-  4th

Agency 
Name:

Agency          
Number:

Prepared 
by:

E-mail          
Address:

Tel. # - 

Number Number

TOTALS ($) Contracts TOTALS ($) Contracts

Combined TOTALS OF SBE AND MBE EXPENDITURES 

from Minority Business Enterprises (MBE) only. 
PLEASE CATEGORIZE:

A)  American Indian (N) $0.00 0
B)  Asian (A)  $0.00 0 $672.50 2
C)  Black (B)    $0.00 0 $1,437.00 10
D)  Disabled Individual (D) $0.00 0 $1,029.00 3
E)  Hispanic (H) $0.00 0
F)  Iberian Peninsula (I) $0.00 0
G) Disabled American Indian (DN) $0.00 0
H)  Disabled Asian American (DA) $0.00 0
I)   Disabled Black American (DB) $0.00 0
J)  Disabled Hispanic American (DH) $0.00 0
K)  Disabled Iberian Peninsula American (DI) $0.00 0
L)  Woman (W) $237,731.78 226 $898,077.11 1,268
M) Woman American Indian (NW) $0.00 0
N)  Woman Asian (AW) $0.00 0
O)  Woman Black (BW) $4,730.23 23 $6,184.59 29
P)  Woman Disabled (DW) $0.00 0
Q)  Woman Hispanic (HW) $0.00 0
R)  Woman Iberian Peninsula (IW) $0.00 0 $1,568.78 4
S)  Disabled American Indian Woman (DNW) $0.00 0
T)  Disabled Asian American Woman (DAW) $0.00 0
U)  Disabled Black  American Woman (DBW) $0.00 0
V)  Disabled Hispanic American Woman (DHW) $0.00 0
W)  Disabled Iberian Peninsula American Woman (DIW) $0.00 0
                     DisBE TOTAL  (Lines D, G, H, I, J, K, P, S,T,U, V, & W) $0.00 0 $1,029.00 3
                     WBE TOTAL  [Lines L - W] $242,462.01 249 $906,906.51 1,301
                     MBE TOTAL  {Lines A - W} $242,462.01 249 $909,320.51 1,314

 

UConn Supplier Diversity Program veronica.cook@uconn.edu

6/30/2020 2020

UConn Health 7302

860-486-0990

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

3) 25% of line # 2 Total - Set Aside - Small/Minority Business Enterprises (Combined) $3,789,925.00
4) 25% of line # 3 Total-  Set Aside - Minority Business Enterprises only $947,481.00

$1,132,985,943.00

Please Submit a copy of this form  and Back-Up Sheets via InterOffice Mail to CHRO @ 25 SIGOURNEY ST, Hartford CT 06106

15,159,702.00$                  after DAS APPROVED DEDUCTIONS/EXEMPTIONS

Page 1 (Summary Page) From The Annual Goals Calculations Report
2) Amount Available for Small/Minority Business Program 

    from Small and Minority Contractors.

QUARTER YEAR TO DATE

5) Total Agency FY Expenditures for Purchases and Contracts  $9,245,343.33 $38,633,068.09

7) Total Agency FY Expenditures for Purchases and Contracts 

6,242 34,682

6) Total Agency FY Expenditures for Purchases and Contracts 
$1,142,076.73 $4,742,729.341,249 5,984

mailto:veronica.cook@uconn.edu
mailto:veronica.cook@uconn.edu
mailto:veronica.cook@uconn.edu
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