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1992-93 PROGRESS REPORT: 
AFFIRMATIVE ACTION AT FLORIDA STATE UNIVERSITY 

Affirmative Action remains an important 
means by which to facilitate greater work 
force diversity on the campus of Florida 
State University. It has been maintained 
as amajormanagementobjective for which 
all administrators and responsible hiring 
officials are held accountable because it is 
the "right thing to do." Affirmative Ac
tion requires positive, continuing, result
oriented action to eliminate job discrimi
nation. It requires additional efforts to 
recruit, employ, promote and retain quali
fied members of groups that have been 
formerly excluded from full participation 
in the work force. It should thus, be 
advanced in all aspects 

larities in the functions and responsibili
ties of certain job classifications. Florida 
State University's Affirmative Action Plan 
presently includes objectives for fifty (50) 
different job groups. 

On a broader level, a review of the 
University's progress in meeting objec
tives for the seven major categories of 
employment affords an opportunity to 
measure general institutional progress. 
Table 1 presents a view of the University's 
progress towards achieving goals set in 
major job categories for the 1992-93 aca
demic school year. Again this year, the 
data shows institutional progress in sev-

eral respects. A group is considered to be 
significantly under represented or 
underutilized only when its actual repre
sentation is less than 80% of the estab
lished goal. The following conditions are 
noted in Table 1: 

• Women 
The job category showing the most sig

nificant under representation of women is 
skilled crafts. This is a category that 
includes such positions as carpenters, 
painters, electricians, AC/refrigeration 
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of employment such as 
training, salaries, classi-
fication, transfer and re-

THE FLORIDA STATE UNIVERSITY 
Affirmative Action Goals and Minority Employee Representation* 

Full-Time Employees - 1992-93 

assignment and termina- TABLE 1 
tions. 

Florida State Univer
sity annually updates its 
Affirmative Action Plan 
(AAP) for achieving ra
cial balance that includes 
goals, timetables, and 
corrective action as ap
propriate. The goals and 
objectives are adjusted 
annually consistent with 
the reasonable availabil
ity of qualified prospec
tive employees and are 
set for various job group
ings within the major job 
categories. The job 
groupings were identi
fied on the basis of simi-

African-
Women Americans Hispanics 

CATEGORY 
Goal Actual Goal Actual Goal Actual 

1992 1992 1992 

Executive, Administrative 
and Managerial 32% 42% 5% 7% 2% 2% 

Instructional Faculty 30% 27% 4% 3% 2% 1% 

Professional Non-Faculty 36% 54% 16% 11% 6% 2% 

Secretarial/Cieri cal 84% 92% 21% 30% 1% 2% 

Technical/Para-Professional 12% 43% 11% 18% NG 1% 

Skilled Crafts 10% 1% 24% 23% NG 1% 

Service/Maintenance 18% 32% 53% 79% 2% ** 

* - Source of data is FSU 1992 Higher Education Staff Information EE06 Report 
NG = No goal established due to low level of availability 
** = Representation is less than 1 % 

Asian- Native 
Americans Americans 

Goal Actual Goal Actual 
1992 1992 

4% 1% NG 0 

4% 4% 1% ** 

NG 2% NG 1% 

NG 1% NG ** 

NG 2% NG ** 

NG 0 NG 0 

NG ** NG ** 



AFFIRMATIVE ACTION S · TUS REPORT 
Comparison Of Goals And Current Representation 

For Full-Time Instructional Faculty 

TABLE 2 AFRICAN 
WOMEN* AMERICANS HISPANICS 

1993 93-94 199 .3 93-94 1993 93-94 
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* Includes women of all racial groups 
- Denotes that availability is less than 1 % and no goal was established. 
** Denotes that actual representation is less than 1 % 
Source: FSU Personnel Payroll Data Base, October, 1993 

FACULTY DIVERSITY NOT FULLY REALIZED AT FSU 
Table 2 provides a comparison of Florida 
State University's 1993-94 affirmative 
action goals for faculty by discipline and 
the actual representation of faculty on the 
FSU payroll as of October, 1993. Clearly, 
this table reflects that not all academic 
units have achieved acceptable levels of 
faculty diversity relative to race or gender. 

A closer examination of Table 2 reveals 
that two of the sixteen school and colleges 
have no racial minority members as fac
ulty - the School of Criminology, and the 
School of Theater. There are also seven 
(7) schools and colleges that have not 
reached or neared objectives for the rep
resentation of women faculty - College of 
Arts & Sciences, College of Communi
cation, School of Criminology, College 
of Education, School of Library and 
Information Studies, School of Motion 
Picture, Television and Recording Arts, 
and College of Social Sciences. It should 
be noted that the PhD is not the required 
terminal degree for faculty in the Film 
School and in some fields of Art. In those 
instances, the goals reflected may not be 
binding. 

Minority faculty representation varies 
among the academic schools and colleges, 
as do the minority groups that are repre
sented. More than half of the schools and 

colleges have met or exceeded goals for 
African-American faculty, but there are 
still three units with no African-American 
faculty representation. The College of 
Engineering (for FSU), joins the Schools 
of Criminology and Theater in this dis
tinction. The remaining schools and col
leges have met with varying degrees of 
progress towards enhancing the represen
tation of African-American faculty. 

Hispanic faculty are employed in six 
( 6) of the schools and colleges, all of 
which have met or exceeded goals for 
Hispanics. They include: Arts and Sci
ences, Education, Engineering, Law, 
Social Work, and Visual Arts and Dance. 
This represents a substantial increase in 
Hispanic faculty university-wide over the 
past several years. 

Asian-Americans have the largest num
ber of faculty members employed by 
Florida State University for any racial 
minority group (43 total). The majority of 
Asian-American faculty members are 
employed in the hard science disciplines 
such as engineering and physics, and are 
represented in seven (7) of the academic 
schools and colleges. 

Native-Americans are the least repre
sented minority group on the University 
faculty, with one each in the College of 
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Arts and Sciences, and the College of 
Business. It should be noted, however, 
that the availability of prospective Native
American faculty is extremely low in most 
academic disciplines. 

Although FSU has clearly made strides 
towards increasing the diversity of its in
structional faculty, there is a continued 
need for result-oriented minority faculty 
recruitment and retention efforts -particu
larly in those academic units where 
progress has been marginal to nonexist
ent. A review of historical patterns of 
minority hiring activity revealed that over 
the past ten years, the most substantial 
improvement in representation of affected 
classes as faculty has come for women 
( +4.5% ); followed by Asian-Americans 
(+1.8%); Hispanics (+1.0%); and fmally, 
African-Americans ( +0.2% ). Native
American faculty representation has not 
changed for the past twenty years. This 
pattern of progress suggests a particular 
need to direct greater attention to recruit
ment, selection and retention of African
American and Native-American faculty. 
Several recruitment resources are avail
able through the Office of University 
Human Resources that can be useful to 

responsible administrators and search com
mittees in this regard Please call 644-
5283 for more information. 



1990 CENSUS EFFECTS SOME CHANGES IN EMPLOYMENT AVAILABILITY DATA 
The availability of prospective employ

ees by race and gender for 1993-94 in all 
employment categories except faculty was 
computed using the new 1990 United 
States Census. Census data on employ
ment and labor force characteristics be
came available for the first time in early 
1993, and did reflect some significant 
changes in the availability of women and 

~ ethnic minority employees. Faculty avail
ie ability continues to be adjusted annually 
g using the Summary Repon of Doctoral 
LI. Recipients from United States Universi
LJ ties. Table 3 provides the availability 
~ percentages for all occupational catego-
~ ries. These percentages also constitute the 
;:c: broad institutional goals for the 1993-94 
5 academic school year. 
;;/. The only change in the level of avail
,-:- ability for faculty was a one percent in-

crease for women. Faculty availability for 
the minority racial groups remained con
stant. The other employment categories 
showed substantial increases in the avail
ability of prospective women employees 
as follows: executive, administrative and 
managerial ( + 10%); professional non-fac
ulty ( + 18% ); technical/paraprofessional 
( +32% ); and, service/maintenance 
( +41 % ) . The increase in the service/main
tenance category reflects the fact that data 
for protective services occupations (nor
mal! y included in the service/maintenance 
category), is shown separately. The area 
of Protective Services is a nontraditional 
field of employment for women. 

Increases in the availability of African
American employees occurred in the sec-

retarial/clerical and technical/para
professional categories, while their 
availability decreased in the remain
ing employment categories. One of 
the most substantial decreases took 
place in the professional non-faculty 
group (-7% ). For Hispanic employ
ees, availability increased at all lev
els of employment except faculty, 
with the highest percentage increase 
shown in the executive, administra
tive and managerial (EAM) category, 
(+8%). Asian-Americans showed a 
decreased availability as prospective 
EAM employees, but slight increases 
in the other employment categories. 

Native Americans, who have bad less 
than 1 % availability for most job catego
ries, did show increased availability for 
technical/paraprofessional and skilled 
craft positions. 

Although FSU has been highly suc
cessful in achieving diversity at the lower 
levels of employment, the most aitical 
needs for improvement continue to exist 
at the faculty, and EAM levels. Univer
sity administrators and hiring officials are 
encouraged to be more committed and 
aggressive in their efforts to atttact, em
ploy and retain qualified minorities and 
women. 

CURRENT AVAILABILITY . 

TABLE 3 

JOB CATEGORY 

Executive, Administrative 
and Mana~erial 

Faculty 

Professional 
Non-Facultv 

Secretarial/Clerical 

Technical & 
Paraprofessional 

Skilled Crafts 

Service & Maintenance 

( Protective Services) 

BY OCCUPATIONAL CATEGORY 
1993-94 

AFRICAN 
WOMEN AMERICAN HISPANIC 

42% 5% 10% 

30% 4% 2% 

54% 9% 8% 

76% 26% 2% 

44% 22% 3% 

8% 21% 2% 

59% 46% 2% 

21% 25% 1% 

* Indicates that availability is less than .5% 

ASIAN NATIVE 
AMERICAN AMERICAN 

1% • 
4% 1% 

2% • 
1% • 

4% 1% 

1% 1% 

2% • 
• • 

Note : Availability for Protective Services (Law Enforcement/Fire Fighters, etc ., is shown separately 
although included under the general category of service/maintenance. 

ADA COMPLIANCE IS NOT AN OPTION through all comments on the ADA is 
"good faith." If you show it through 
efforts that demonstrate a sincere or genu
ine attempt to comply, you will have little 
to no trouble. It is important to be helpful, 
compassionate and responsive, but even 
more important not to condescend, pity or 
disregard persons with disabilities. 

By all accounts, it is clear that the way 
Florida State University must operate from 
now on will be strongly affected by the 
Americans With Disabilities Act of 1990 
(ADA). The needs and concerns of em
ployees, students, applicants and visitors 
to FSU must be considered in all aspects 
of University functioning - from applica
tion, employment and academic programs, 
to transportation, recreation and special 
events. 

Failure to comply with the provisions of 
the ADA can have serious consequences 
for the University. Punitive and compen
satory damages as high as $300,000 may 

beimposedforviolationsoftheADAwith 
enforcement and administration by the 
U.S. Department of Justice on a "case by 
case" basis. 

All University employees are being en
couraged to become familiar with, and 
understand the full implications of this 
comprehensive new law. The following 
brief guidelines are offered as help for 
avoiding senseless infractions of the ADA 
and the damaging effects that could re
sult.: 

• Demonstrate Good Faith 
The one common denominator that runs 

• Learn the key vocabulary of the ADA 

Readily Accessible - means that any 
person with a disability should be able to 
have access to a facility or services with
out encountering undue difficulties or bar
riers. 

Readily Achievable - means something 
that is inexpensive and easy to do, e.g., 
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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 

Mark Your Calendar! 
Day January, 1994 
14 Dr. M. L. King, Jr. Commemoration 

11 a.m. - Ruby Diamond Auditorium 
Feature: Performing Arts Tribute 

February, 1994 
15 Employee Grant-In-Aid Program 

Applications Available - 301 Westcott 

March, 1994 
2 Women's History Month Celebration 

7 p.m. Augustus B. Turnbull, Ill 
Florida State Conference Center 
Speaker: Ms. Betty Mae Jumper 
(Director Communications, 
Seminole Tribe of Florida) 

April, 1994 
15 Employee Grant-In-Aid Program 

5 p.m. -Application Deadline 

29 Support Staff Resource Seminar 
8 a.m. - 5 p.m. 
Augustus B. Turnbull, Ill 
Florida State Conference Center 

May, 1994 
24 Employee Recognition Convocation 

11 a.m. -Augustus B. Turnbull, Ill 
Florida State Conference Center 

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-

The Florida State University 
Office of University Human Resources 
301 Westcott Building 
Tallahassee, FL 32306-1049 

MR BURTON H , Al TM/\N 
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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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