
Details are listed below and can be found at the following URL:
http://www.hr.umich.edu/empserv/department/empsel/legalchart.html

TOPIC

Family Status

Race

Religion

Residence

Sex

Age

Arrests or Convictions 
of a Crime

Citizenship or Nationality

Disability

LEGAL QUESTIONS

Do you have any responsibilities that   
conflict with the job attendance or          
travel requirements? Must be asked 
of all applicants.

None

None
You may inquire about availability for 
weekend work.

What is your address?

None

If hired, can you offer proof that you 
are at least 18 years of age?

Have you ever been convicted of  
a crime?

You must state that a conviction will 
be considered only as it relates to fit-
ness to perform the job being sought.

Can you show proof of your eligibility  
    to work in the U.S.?
Are you fluent in any languages other  
    than English? You may ask the sec 
    ond question only as it relates to   
    the job being sought.

Are you able to perform the essential     
    functions of this job with or without  
    reasonable accommodation?
Show the applicant the position             
    description so he or she can give   
    an informed answer.

DISCRIMINATORY  
QUESTIONS

Are you married?
What is your spouse’s name?
What is your maiden name?
Do you have any children?
Are you pregnant?
What are your childcare  
    arrangements?

What is your race?

What is your religion?
Which church do you attend?
What are your religious holidays?

Do you own or rent your home?
Who resides with you?

Are you male or female?

How old are you?
What is your birthdate?

Have you ever been arrested?

Are you a U.S. citizen?
Where were you born?

Are you disabled?
What is the nature or severity of  
    your disability?
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science degrees, and addresses the growing number of professionals leaving scientific careers. 
Preston presents a gendered analysis of the six factors contributing to occupational exit and the 
consequences of leaving science.

Sagaria, M. A. D. (2002). An exploratory model of filtering in administrative searches: Toward  
counter-hegemonic discourses. The Journal of Higher Education 73(6): 677–710.
This paper describes administrator search processes at a predominately white university in  
order to explore whether searches may be a cause for the limited success in diversifying  
administrative groups.

Smith, D. (2000). How to diversify the faculty. Academe, 86, no. 5. Washington, D.C.: AAUP.
This essay enumerates hiring strategies that may disadvantage minority candidates or that might 
level the playing field.

Sommers, S. (2006). On Racial Diversity and Group Decision Making: Identifying Multiple Effects 
of Racial Composition on Jury Deliberations. Journal of Personality and Social Psychology 90 (4), 
597–612.
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formance of Black participants, as Whites cited more case facts, made fewer errors, and were more 
amenable to discussion of racism when in diverse versus all-White groups. Even before discussion, 
Whites in diverse groups were more lenient toward the Black defendant, demonstrating that the 
effects of diversity do not occur solely through information exchange. The influence of jury selection 
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This paper reviews empirical data to show that negative stereotypes about academic abilities of 
women and African Americans can hamper their achievement on standardized tests. A ‘stereotype 
threat’ is a situational threat in which members of these groups can fear being judged or treated 
stereotypically; for those who identify with the domain to which the stereotype is relevant, this pre-
dicament can be self-threatening and impair academic performance. Practices and policies that can 
reduce stereotype threats are discussed. 
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