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HUMAN RESOURCES DEPARTMENT 
Affirmative Action Report

FA 2005                                       

Our mission is to process all employment issues, from recruitment to retirement, in a manner that is timely, efficient, courteous, and helpful.
This report provides information for the hiring period July 1, 2005 through December 31, 2005.  Future summaries will be provided in mid-July and mid-January for the previous six (6) month periods.

Although no faculty positions are shown on the next page, it is noted that 5 full-time faculty positions were filled with a hire date of the fall semester, 2005.  The positions were recruited for and filled prior to 7/1/05.  Of the 5 positions, 3 females and 2 males comprised the hirings, of which 2 were minorities.

For the 24 positions available, 377 applications were received and 29 (7.6%) were identified as minority candidates.  Of those hired, 3 were minorities, 7 were female and 1 successful candidate was a black male placed in a traditional female position.  This represents a 45.8% hiring rate for females and minorities for completed searches.

While this is impressive, there is always room for improvement.  Completed and planned activities include: 

- On March 10th the Human Resources Department will be offering a workshop on interviewing.  As an AA representative, I would like to offer each of you the first opportunity to attend.  The session will run from 9 am to 12 noon and will be held at the 150 Brick location.  If interested in attending, please call Lillian Morrocco at ext. 2936 by February 28th.  The class is limited to 17.  This class will be offered again for any other staff that is interested in becoming an AA representative.  If you cannot make the March 10th session, let Lillian know if you would be interested in the next offering.  At this time, the date has not been set for the additional meeting, but it will be during May. 

-  A second workshop will be offered on April 7th entitled, Diversity.   If interested, please contact Lillian.

- Another tool to assist the hiring committees will be the publication of the Human Resources Interviewing Guide.  This will be finalized sometime in March.  It will include the explanation of how positions are filled at OCC and the latest information on interviewing skills, types of questions to ask for successful interviews, and help with what are legal and illegal questions to ask.  I look forward to your input before the guide is available for management staff.

- The 2005 IPEDS (Integrated Postsecondary Education Data System) report, which includes EEOC data, was completed and submitted with the help of Chengbo Yin in Research and Lee Manning, one of our Datatel specialists in the Payroll Department.  

- Several initiatives have been undertaken by the HR Department during the last few months.  You may have noticed that job opportunities clearly identify requirements as either “required” or “preferred”.  The purpose of this is to make it clear what skill, experience and education is necessary to successfully do the job.  It also helps the interviewing committees to easily evaluate an applicant’s qualifications.

- The affirmative action forms have been updated to include the EEOC definitions.  The statistics are now reported in 2 areas – all those that applied and all those who were interviewed.  The distinction will make the completion of this semi annual report easier to summarize.  EEOC has just come out with new definitions in February 2006 and the forms will be updated again for compliance.

- The Personnel Requisition form is being simplified to include only the information necessary to fill a position. This form will be included in the HR Interviewing Guide.

- At the January 2006 Board of Trustees meeting, Policy #3000 and Policy #3001 were both approved to update the hiring process.  Please access the college’s web site if you have not reviewed these items.

- Some forms will no longer be required.  The “grading sheets” (Confidential Evaluation Forms) have been discontinued and are not required to be submitted with the hiring packet.  Committees may still use grading sheets if they so desire, but the new summary sheet provides all the required information in a user-friendly format.

- To increase minority recruiting for professional positions, OCC has entered into a contract with the Star Ledger. An analysis will be done to evaluate the effectiveness of this recruiting source.

- An e-mail list of associations, churches, organizations, agencies, schools, community groups, etc.  that can be notified of all OCC openings to increase minority recruitment is being improved.  If you know of any group, please ask them to send an email to the HR Department with the name, email address, phone number and location of their group and a contact person.  All requests should be sent to lmorrocco@ocean.edu.  All position vacancies will be emailed rather than mailed.

In summary, a breakdown of recruitment by category is listed below for your  review.  If you have any questions, do not hesitate to call me, email a message or visit the HR Department.

Administrator Jobs:
3 searches completed

Managerial/
6 searches completed




38 applications received
Tech Jobs:
92 applicants




1 identified minority applicant


3 identified minority applicants

0 minority hired



0 minority hired




1 female hired




2 females hired




2 white males hired



4 white males hired

Physical Plant Jobs:
7 searches completed

Clerical Jobs:
4 searches completed




115 applications received

            134 applications received



14 identified minority applicants                       6 identified minority 


                       1 minority hired



 1 minority hired




1 female hired




 3 females hired




5 white males hired



 0 white males hired

Miscellaneous &

P/T Jobs:

4 searches completed




41 applications received




6 identified minorities




1 minority male hired




0 female hired




3 white males hired
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