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mechanics and other such positions in 
which are nontraditional for women. The 
representation of women at this level of 
employment has been fairly constant over 
the past several years. 

• African-Americans 
Employment categories that reflect the 

most substantial level ofunderrepresen
tation by African-Americans include pro
fessional non-faculty (69% of goal 
achieved); and faculty (75% of goal 
achieved). Goals in all other categories 
were met or exceeded. Despite a number 
of new hires of African-American faculty 
at FSU in recent years, their level of rep
resentation overall has not changed. This 
is due primarily to the fact that there have 
been a corresponding number of African
American faculty members leaving the 
University over the same period of time 
that has negated any proportionate in
crease. Between 1982 and 1992 for in
stance, the percentage of African-Ameri
can faculty rose by only two-tenths of a 
percentage. 

• Hispanics 
Hispanics are most significantly under 
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represented at FSU as professional non
faculty employees. Table 1 also reveals 
that goals for employment of Hispanics 
were not met in the faculty or the service/ 
maintenance categories. It is notable, 
however, that the number of Hispanic 
faculty has more than tripled over the past 
decade- from 5 in Fall 1982 to 17 in 1992 
- translating to a one percent increase 
overall. There have also been increasing 
hires of Hispanics in the professional ranks 
in the past few years, which, if continued, 
will enable the University to meet its ob
jectives at that level. 

• Asian-Americans 
Asian-Americans are particularly 

underutilized by the University as execu
tive, administrative and managerial em
ployees. Among all racial minority groups, 
Asian-Americans have the highest per
centage and number of persons employed 
as faculty. No goals have been estab
lished at the other categories of employ
ment due to their low availability. 

• Native Americans 
The only goal established by the Uni

versity for Native American employees is 
in the faculty category, where their avail
ability stands at one percent. Their avail
ability in the other categories of employ
ment is extremely low. There are pres
ently two Native Americans on the FSU 
faculty, a situation that has not changed in 
the past twenty years. There have been 
some hires of Native Americans in the 
Professional non-faculty category where 
their level of representation is near one 
percent. 

Generally, Florida State University has 
done fairly well in achieving many of its 
objectives. There is still much room for 
improvement that will require stronger 
commitment and aggressive action. Ev
ery academic and administrative unit on 
c~pus must begin to advance the prin
ciples of affirmative action, equal oppor-
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tunity and non discrimination if the ulti
mate goal of true equity for all is to be 
realized. 
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repositioning shelves, removing obstacles 
from pathways, or installing a raised toilet 
seat. 
Reasonable Accommodation -means any 

change in the work environment or in the 
way things are usually done that results in 
equal employment opportunity for an in
dividual with a disability. 

Essential Functions - the functions or 
tasks that are required to perform a job. 

• Remember access for all 
Access required under the ADA is not 

limited to University employees or stu
dents. It must be available to job appli
cants, enrollment applicants, and all visi
tors with disabilities as well. 

The types ofquestions you may ask a 
pros pee ti ve hire are strictly circumscribed 
under the AD A. For instance: 

1. You cannot ask any question about an 
applicant's disability that is not directly 
related to the job for which you are hiring. 
And then, you may only ask if the person 
can perform the job's "essential functions." 

2. Youmayaskanapplicantifheorshe 
can lift 50 or 100 pounds, but not if he or 
she has back problems. 

3. You may require a driver's license if 
the position calls for one, but you may not 
ask if the applicant sees well enough to 
drive. 

4. You may ask whether the applicant 
can operate power tools, but not whether 
he or she has a disability that would pre
vent him or her from doing so - no matter 
how obvious the disability might be. 

5. You can make a firm job offer condi
tional on a medical examination, but only 
if you offer the job and if you routinely 
give every applicant one, disabled or not. 
You cannot require a medical examina
tion before making an offer. 
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