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| A_BSTRACT

Affirmatiﬁe action has been under close ecrutiny in
‘recent years. Critics claim that affirmative action
pregrams stigmatize their intended beneficiaries. The
present study examined the pervasiveness of stigmatization;
,Itvwas;hypotnesized that association with an affirmative
~action program would resuit in a negative evaluation of a
minerity group member, only when the job was one for which
he was not very‘qualified for. Application materials of
someone who was'recentlf hired for a job werevreviened'by
182 participants.» The hiree wasbeither a White male, Black
male, or affirmative action Black male; The hiree was |
either moderately qualified er highly qualified. Dependent
measures were assessed by a questionnaire. Participants
were asked to rate the hiree in terms of competence,
actiﬁity, potency, projected career progress, hiring due to
qualifications, perceived early deprivatien,band perceived
difficulty in obtaining employment. Results showed that in
the moderately qualified condition, the affirmative action
black hiree was perceived less positively than the Black
hiree who was perceived lees positively than the White |
hiree. These results lend support to the discounting

principle.
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Introduction t;*“"

Afflrmatlve actlon programs have been 1mplemented 1n.""

e order to remove barrlers preventlng underrepresented groups

:”~ifrom opportunltles to advance These programs serve to

1ncrease the number of 1nd1v1duals from dlsadvantaged groupsﬁpf
11n schools and jObS in Wthh they are tradltlonally :
‘underrepresented;v‘However,,such programs have ylelded much:
,controversy.in'recent years (Bender, 1991) Supporters of
afflrmatlve actlon programs state that such programs are
bneeded because equal opportunltles have been denled to‘1’
ijrmlnorltles Supporters further belleve that afflrmatlve:

actlon requlrements force 1nst1tutlons to comply w1th 01v1l S

'rlghts laws (hooks, 1990) Although 1t has been found that ,;ff’

’ :minoritfes:tend_to be in- favor of afflrmatlve actlon
fprograms\(Arthur,_Doversplke, & Fuentes, 1992) (CrlthSvfy
“claim that benef1c1ar1es of afflrmatlve actlon programs
';mlght regard themselves w1th susp1c1on and lose confldence
':(Bender,‘199l)b In fact 1t has been found that preferentlal:fh
'treatment can have negatlve effects for women on self—’(:'.
-perceptlons (Hellman, Slmon, & Repper, 1987) Other crltlcsdpj
f}clalm that afflrmatlve actlon 1mplles 1nferlor1ty and that |

1t stlgmatlzes 1ts 1ntended benef1c1ar1es (Steele, 1990)

'bIt is the purpose of thlS study to 1nvestlgate these clalmsif!"'”

In partlcular I examlned the pervas1veness of the stlgmas

[of»afflrmatlve-actlonron 1ncompetence,‘1nact1v1ty,'



impotency, low expectations of careerkprogréss and of hiring
without regard to qualifidationé_even'when éontradictory
information was presented. | |

For ﬁhé most.pért, studies_have-shown}thét peOple‘react
negatively toWard recipieﬁts éf'preferentiél‘treatmént in
affirmatiVeﬂaétion pfograms kHéilman, é.g.4 1993)f These
inveétigators found that.when>fémalé pafticipantsfhad been
chosen due to preférential tféatment as compared‘to.merit,
"female applicants weré viewed as less competenﬁ;  in another
study conduéted/by:Héilman and Herlihy (1984),,fémales'
,expressed:greater jdb interest in:a‘position dnly when they.
believéd_that'other females had obtained the job because of -
merit. Furthermore,.Heilman; Blodkuand Lucas (1992), in
study i,/ddcumented‘that participahts perceived_feméles as
leéé,compétent if they believed females had obtained a job
bécause of'affirméfiﬁe_action. Although these studies
primarily déélt'with females‘as recipients of preferéntial
»tréétment,‘reSearCh résults have shown that-Whiﬁes are
.géneraliy'mdfe‘SUpportivénof preferenCe toward‘women than
‘ toward ethnic and racial minoritiés»(Clayton,'1992).
Therefore,the resulté_may have been exacerbated if
hminorities had been the recipients bf’affirmativé action.
'Fof instance,'Garcia; Erskihe, Hawn, & Casmay (1981) fouhd

‘that participants rated minority applicants to a graduate



- fschool as less quallfled when the school was commltted to- an'f7<*°

A}

w;afflrmatlve actlon program
| These studles suggest that people under‘an afflrmatlve
h*actlon label may ‘be percelved negatlvely ; Attrlbutlon_f
ftheory may explaln the processes people go through to reach
gsuch conclus1ons Accordlng to Kelley (1980 and Hewstone,
:f1983)_ when a person is confronted w1th 1nformatlon about anf”
feffect he/she may make attrlbutlons accordlng to the
'tkdlscountlng pr1nc1ple In the presence of other more . sallent‘f
~and plau81ble causes the role of a cause in produc1ng an
Veffect may be discounted. - Thus afflrmatlve actlon may
"_provideia plausible cause to explaln the hlrlng of a

“a'mlnorlty and therefore quallflcatlons may be dlscounted If:f

'7‘qua11f1catlons are belleved to. be dlsregarded in the hlrlng

: process, a further assumptlon may’be made: The hlree 1s
‘incompetent,,nothactive lacks potency, and_unl;kely to move
'up in‘his/her career‘ Furthermore, these stigmas should‘
v~result even when the job is one for wh1ch the 1nd1v1dual is.
ityplcally seen as quallfledf »ThlS occurs‘because when

qualificatiOns are discounted as a basis for hiring, Wthis -

‘ prov1des an. 1mpetus for negatlve evaluatlon, separate and

: dlstlnct from that of ordlnary stereotype -based processes"‘
:>(He11man Block & Lucas, 1992, p.. 537) |
However, 1t is poss1ble that part1c1pants w1ll percelve

'_earlier'Cultural deprivations as more.sallentvand'thus more -



ilmportant than the effect of‘afflrmatlve actlon pollcres ln‘
‘the hlrlng~process Kelley S~(1980) augmentatlon pr1n01ple
explalns th1s result B ThlS prlnc1ple states that "the - o
»extremlty of an attrlbutlon based on one effect of an actlon1.i'
‘thll 1ncrease to the extent that causal factors are also' ¥
Tpresent that would normally 1nh1b1t the actlon" (L1nv1lle &
pyJones, 1980 p. 690) ' In other words, a Black”hlree may beaff;
"ypercelved asvmore competent 'actlve, potentf and more lihely'y'
to move up 1n hlS career than a Whlte hlree because he had
more obstacles to overcome Thus, a Black hlree S |
’"dtappllcatlon may be v1ewed more pos1t1vely and strongly thanvk
;a Whlte hlree s appllcatlon Sl :
Several studles have demonstrated the effects of the
augmentatlon pr1nc1ple For 1nstance, Llnv1lle and JoneS'f;
(1980) found that an extremely competent Black appllcant to :
a prestlglous law school was rated more favorably than the y
-fWhlte appllcant even when they had equal quallflcatlons |
vclAnother study'conducted‘by_D;enstbler (1970)ﬂfound that:a_hi
i Blackltargetipersoniwithtsocially;desirable‘values waSllikedv
more than a White target'person | | o
Further support for augmentatlon‘effects comesbfrom ::f
:\‘Llnv1lle and Jones’ (1980) polarlzatlon theory : Accord1ng
vto thlS theory,_pos1t1ve 1nformatlon leads to more favorable;‘
‘.ratlngs of an out group than an 1n group‘member Conversely,b"v

negatlve 1nformatlon w1ll lead to more unfavorable ratlngs



'*hof an out group member ThlS 1s due to people hav1ng more B

'hicomplex schemas about thelr own groups because "the rlch

";fbackground of experlence w1th the in- group generates a

“5{larger number of d1mens1ons along whlch 1nd1v1dua1 members
;”omay be characterlzed" (L1nv111e & Jones, 1980 p 691)
'_Addltlonally, judgments based on a greater number of'

dlmens1ons are more llkely to be mlxed and thls,hln turn,p

v‘?_results in "evaluatlve moderatlon On the contrary, people'g-a"

fhave more s1mp11st1c schemas regardlng out group members and

‘wefthus percelve and evaluate them in global terms whlch

f-results in "evaluatlve extremlty . Therefore,'out group
fmmembers are seen as elther good or bad and 1n group members
f-are seen as good 1n some thlngs and bad in others

‘ Experlmental ev1dence comes from L1nv111e and Ross’ 1980

fQ:fstudy They found that the out group member was percelved

'hf‘more favorably than the 1n group member when the appllcatlon_

'credentlals were pos1t1ve,_however, when the appllcatlon
"ecredentlals were negatlve, that out group member waswfiffAfft"
h‘fpercelved more negatlvely N g | |
The present study extends preylous research by Hellman,'

ff'Block and Lucas (1992) who suggested that the tenac1ty of

'hthe stlgma of 1ncompetence be examlned and the research by e

‘Lan1lle and Jones (1980) Hellman et al s study examlned
cwhether the stlgma of 1ncompetence 1s attrlbuted to women f*v

‘jassoc1ated w1th afflrmatlve actlon _ They had part1c1pants"“'

S



‘*_rev1ew appllcatlon materlals of elther a man, woman, orf”-
afflrmatlve actlon woman for a pos1tlon that was e1ther sex-_
ftyped as strongly male or sllghtly male  As. prev1ously

’ dlscussed, the afflrmatlve actlon label appeared to make

"jfproblems WOrse for women Non afflrmatlve actlon women were'

T

v1ewed as’ less competent than men only for the strongly male‘
h’sex typed jOb -However, afflrmatlve actlon women were-f

‘5v1ewed as less competent than men in both p031tlons and lessf,

7ftcompetent than,non afflrmatlve actlon women

- In the present study,_ethn1c1ty was. the factor for
_whlch 1nd1v1duals were h1red under an afflrmatlve actlonv
‘~Hprogram‘ Furthermore, Job- quallflcatlons were varled to‘*fﬁ'

,’assess the pervas1veness of stlgmatlzatlon l In L1nv1lle andtf
-5Jones (1980) study, partlclpants rev1ewed appllcatlons from‘s

’»elther a Whlte or Black student applylng to a prestlglous

‘,law school .However, afflrmatlve actlon was not made

sallent; In- addltlon, weak and good credentlals _were KR
::'eXamined : In the present StUdY,rafflrmatlve actlon ‘was madef”'
u sallent and moderate and ¢ hlgh quallflcatlons were varled
~ In thlS study, part1c1pants rev1ewed ]Ob descrlptlons o

::and appllcatlon materlals on recently h1red people and made ﬂ )

5judgments of the person The hlree was elther a Whlte male?7f°”**

*10r~Black male ~One. Black male was assoc1ated w1th an,u, a0
“afflrmatlve actlon program whlle another was not 1n4~

vuaddlt;on,cqual;flcatlons,-from average to hlghly quallfled



varied aﬁohgfthese hirees. It was hypetheeized that
‘individuals whe were highly'qualified would be‘perceived

’ more'faverably, i.e. more eqmpetent, active, potent,
generate high expectations for their-career progress, and
beiieved they‘wefe hired‘becauSe'ef‘qualificatiOns;as |
compaied'to those who were‘only'moaefateiy qualified.‘
According to the»augmentation‘principle and polarization
theory, it Was also hypotheeized that hon—affirmatiVe action
Black hirees would be evaluated more positively than White -
hirees but only.in ﬁhe highly‘qﬁalified coﬁditien. Finally,
it was predicted thateassociationvwith an affirmative action
prdgram would result'in a 1ess‘faVOrable_evaluatiQn of a
minofity greﬁp member compared to a minOrity not associated”
‘with affirmative action in both qualification‘conditiOns.
This may be due to people partly disceunting'qualificatioﬁs
‘When making their attributions about others who afe

associated with affirmative action.



. Figure 1=

Experlmental De81gn
l'TBlack
T'Afflrmatlve‘,‘,' S R
- Action o Black ~ White
. Hiree 'L,_leee“ - Hiree

Cwen | oA | s | ¢

Qualifications [

Mederate | p | E | F

'-vaAcCOrding tolfigure 1, the followihg_specific‘predicticns-
.wwere made
‘Maln Effects ”il' A+ B + C 5D + E + F

The. hlghly quallfled hlrees w1ll be

‘v1ewed more pos1t1vely than moderately o

'.lquallfled hlrees
'12"-;"_'"A+D<B+E<>C+F

“i;The Black afflrmatlve action hlrees w1ll

""ifbe v1ewed less pos1t1vely than Black -and

if Whlte hlrees

v ,Simple.Effects{liilA < B

‘fThe hlghly quallfled afflrmatlve actlon‘~“
fBlack hlree w1ll be v1ewed less

”acpos1t;vely than[the hlghly quallfied'



Black hiree due to the discounting
principle.

2 o BIEE
The highly qualified Black hiree will be
viewed more positively than highly
qualified White hiree due to the
augmentation principle.

Bha TR e O
The highly qualified affirmative action
Black hiree will be viewed less
positively than the highly qualified
White hiree due to the discounting
principle.

4. D < E < F
The moderately qualified White hiree will
be viewed more positively than the Black
hiree who will be viewed as more"
positive than the affirmative action
Black hiree due to the discounting
principle.

Methods
: e
Participants consisted of 182 California State
University San Bernardino students who were recruited from

undergraduate psychology courses in order to fulfill a



course réquirement;;_However{;theré Was no selectivity_gn
‘ our pa£t so anyoné Wishing‘to participate waétable to doiso.
Because it Was‘expected that no différences bétweénﬁfemale
and ﬁale'respdnses would be found since previous reseéfch »
‘hasvfaiied to find'any significént,gendervdifferénceé
:(Heilman, Block, & Lucas, 1992),.malesband_femaieé Wére not
balanced ih eéch cdndition, 'Blackvsubiects were exélﬁded
~ from the Study:because of‘the‘boééiblefébnfoﬁndftheir
‘éthnicity:could-éreate;' Bléck subjects%may pérceive_the.
non—affirﬁative action Black hiree asié‘tbken hirée_and
"therefore perceivé him‘negatively. " This ié contrarybto fhé
augmentation,ana pdlarizétion principlés. Théfefore, in
- order to éxamine’the hypothesis predicted by these
iprinciples,'the effect bf Black subjédts had to be -
‘controiled. It is not‘expectéd’that‘this effect will occur
with-othér minority members; therefore their results were
, examined.‘b 3 B

Abtotal‘of Iézlparticipants; 59"Hispanic, 85 Caucasian,
17 Asian, and 18 Other, wésvranaom1y»aSSigned to 1 of the 6

conditions. Of these partipahts, 69 were male and 111 were

female. The average partiéipant was 25 Yeafs old, (See
Appendix B) . Participants gave ihformed'conSent‘tob
participate.

10



D@gign

“The design was a 2 (highly qualified, moderately
quaiified) X 3 (White hifee, Blackkhiree, Black:affirmative.
action hiree) between group’factorial deSign.-.Né |
affirmative action White male was used since affirmaﬁive
actionbprograms are paiticularly associated With ethnic
minbfities and women. The dependent measureusere assessed
using a questionnaire. Participants‘weré askea to rate
‘competence, actiVity, potency, projected careef progress,
hiring due to qualifications, perceived early,deprivation
and perceived difficulty in obtaining employment on Likert-
typé scales. | |
Measures

Participants were testéd in their classrooms. Each
subject was presented with application materials aﬁd a
quéstionnaire. The questidnnéire waé‘éimilar'té the one
; ﬁsed in the Heilman et al study (1992). In the present
study, activity and potency weré measured’using 7-point
bipolar adjective scales while the other variables were-
assessed using 5-point Likeit—type scales. In addition,
~ interpersonal characteristics were not examined Since
Heilmaﬁ et al’s study did not find significant results. Two
variables from Linville and Jones study were also‘used. ‘In

addition to having participants rate the applicant on 16

traits relevant to law school, these researchers explored

11



fpartiCipantsv perceptlons of early deprlvatlon‘and
’apdlfflculty 1n obtalnlng adm1ss10n These two questlons was
':ﬁsllghtly modlfled s1nce thlS study used the employment R
process ” | B |
- mgsﬁl,ncg
| Partlcrpants were. told they would be part1c1pat1ng 1nva -
'hystudy 1nvestlgat1ng the personnel selectlon and placement

_process , They recelved a job descrlptlon and appllcatlon -

‘smaterlals and were told that the 1nd1v1dual on the

: appllcatlon had been recently hlred for a- jOb After
reviewing the materlals, part1c1pants were asked to answer._
"iquestlons about the hiree; the jOb and thelr expectatlonslll”
iof the hiree;s.performance The part1c1pants were told that
thelr predlctlons would be compared w1th the actual
performance of the hlrees

- The jOb descrlptlon was in the form of a jOb
vannouncement descrlblng a. ]ob at Cyntel Inc. a
telecommunlcatlons company Included Were the?jobf
irequlrements (M B. A in Flnance orvAccounting'and 4 years‘
experlence) general work responsibilities;Tand”information
fabout the hlree s educatlon, work experlence, and‘general
:background. In all cases the’ hlree was deplcted as being 30:
years‘old A photograph of the appllcant was placed on the
upper rlght hand corner of the appllcatlon A space on the

,bottom was des1gnated "for clerlcal purposes only" ' After_



“.completlng the questlonnalres, partlclpants were debrlefed ;ﬂ7

ﬂ‘and the study was explalned

Job quallflcatlons were

“Y;jmanlpulated by Varylng the hlree ‘s educatlon and experlenceﬂ

i:In the hlghly quallfled condltlons, the hlree s educatlon

,1ncluded hav1ng an M. B A 1n Management and Accountlng fromf~'”“'

_u-Harvard Un1vers1ty, a very prestlglous un1vers1ty The} k5~ffhf

v,hlree was also deplcted as hav1ng 7 years experlence and

hav1ng exceptlonal computer SklllS o In the moderately '

_ quallfled condltlons, the hlree s educatlon 1ncluded hav1ngb o

' fpan M B. A _1n Flnance from Callfornla State Un1vers1ty, Los b

{iﬁAngeles, whose reputatlon is not as prestlglous as Harvard
»ﬂUnlver31ty The hlree had 4 years experlence and moderate'
fcomputer SklllS

1Hireegk The hlree s race was manlpulated by the

”fyphotograph on the appllcatlon On‘the appllcatlon, thereu_ff71?*

';H»3was elther a plcture of a Whlte male:or Black male ‘_In'a,’

“5L;prev1ous study us1ng these plctures, (Marrlot 1997)

"_;dlfference in- attractlveness between the Black and Whlte S

‘di'males was found Thus no effects should be attrlbuted to”:.ff'

“"l“the plctures themselves

The afflrmatlve actlon manlpulatlon cons1sted of

b”_;lwrltlng by hand sallently "afflrmatlve actlon hlree" in the.

’tﬁbsectlon on the appllcatlon marked "for clerlcal purposes



‘only"}‘ The follow1ng appeared at the end of the jOb
descriptlon in. the afflrmatlve actlon condltlons: Y"CYNTEL

f}Inc; isan Equal Opportunlty Employer . In.compliance w1th

'afflrmatlve action guldellnes, we do not dlscrlmlnate on . thef:'

l}bas1s:of sex,‘race, color,-relrglon;wor‘natlonal orlgln,'
Dependent_Mﬁasgxgﬁll | " - e

In order to‘examine:perceivedbcompetence, participants.L'
were asked to respond to two questlons on a s p01nt scale
"How competently do you expect th1s 1nd1v1dual to perform.

‘thls"Job9" (1= very‘competently to 5 = not at all

,competently) and "How effective do you thlnk thlS 1nd1v1dual s

will be at d01ng thlS work7" (1 = very effectlve to 5 # not
“at a11 effectlve). The average score was taken as the |
1perceived,conpetence ratlng,i i

| Actlvity and potency”Wereialso assessed'nsing 7—p0int‘~l
adjectlve scales Each of these two 1tems made a scale and
vthe average scores of the 1tems w1th1n the scale were taken

as the scale ratlng These scales were counterbalanced 1n

‘ jorder to reduce order effects

To assess progected career progress, participants weref’

“asked the follow1ng ""How llkely is: 1t that the hiree w1ll

ffmove up 1n the organlzatlon°"’(1 very llkely to 5 = very

unllkely) and "How qulckly 1s a promotlon likely to occur"
-,(1”= very‘soon to_5_=,not_at all) . _Part;c1pants assessedl’

hiring due‘to_qualificationsybyransWerlng‘the following: "To

14



. what extent do you believe the hlree was hlred because of
‘his quallflcatlons to do the jOb well" (1.: completely to Sfi.“
= not at.all) ..The average scores were taken as the
projected‘career_progress ratlng‘and hlrlng due to
qualifications ratingr o )

| In order to’distingniSh;between‘earlyacu1tural
'deprivaticn.obstaciesdandhspecific employmentfobstacles; f
:particfpants were askeddthe fOliOWing- "Do you think that
1t was ea81er or harder for the hiree to obtaln employment
than 1t would be for the average appllcant°" (1 = easy to 5yf:
= hard) and "To what extent dld the hlree probably face
obstacles in developlng hlS potentlal in his early
env1ronmentvand prior schocllng?"'(1-= Very 11kely to 5 =
Very unlikely) . The‘average‘scores were taken as the early
obstacles‘SCale andnemployﬁent'obstacles\Scale.

ion k | | | :

Tc:determine whether the-job qualification‘manipulation
was effective, partlclpants were asked "How quallfled was
the applicant?" (1= very quallfled to 5 = not at ‘all). It
was expected that part1c1pants in the very‘gnalified B
condition would percelve the hlree as: completely quallfled‘e
while those in- the moderately quallfled condltlon would
percelve the hiree as average |

For the purpose of av01d1ng demand cues, a separate

questlonnalre was given after the subject had completed the‘

.‘ 15



primary data. This questionnaire>was titled "Attitudes
Towards Study." In addition to asking quéstions about how
they liked the study and>What they had learned, participants
were’askéd to indicate the ethnicity of the hiree and
whether the company was an affirmative action employer.

This served as a manipulation’check for race and»affirmative
action. |

Additionally, participants‘were asked whether or not
they agreed with the goals»of affirmétive action and if they
believed that affirmative action benefits its beneficiaries
(1 = yes}'z = ho) for exploratory reasons.

In addition to the manipulation checks, an analysis of
whether the job was perceived differently in the affirmative
action conditions than the other conditions was conducted.
Ratings of the job itself were obtained on two 7-point
gscales (1 = boring to 7 = interesting; 1 = easy to 7 =
difficult).

Results
Manipulation Checks

To determine that the manipulation of job
qualifications was effective, an independent samples t-test
was conducted. Analysis of the responses revealed a
significant effect, £(179) = -7.48, p < .05. The hiree with

the MBA from Harvard (M = 1.41) was rated more qualified
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than the hlree from Callfornla State Un1vers1ty, LosﬁAngelesi'”
(M = 2.38) . | | | - | L

| In order to‘aSSessvwhether'a poSSible‘confound:existed,,
.‘between ]Ob perceptlon and hlree, an analys1s of varlance'
was conducted The ANOVA 1nd1cated no s1gn1f1cant |
:dlfferences between the Black afflrmatlve actlon h1ree (M
, 5 07) Black hlree (M ; 5 13) and the Whlte h1ree (M— 4 91)
on the ]Ob scale, F(2 ‘178) = .26, p > ;QSQ‘ Therefore, the’f
jOb was not percelved s1gn1flcantly dlfferently s1mply
because of the hlree s ethnlclty and/or ass001atlon w1th
;fafflrmatlve action. |

Further analys1s demonstrated that partlclpants d1d

:falrly well 1n recalllng whether the company was an
Lafflrmatlve action- employer and the ethn1c1ty of the hlree

Analys1s showed that 74« of part1c1pants correctly reported

whether the company ‘was an afflrmatlve actlon employer rThe’f

‘hiree’ s ethn1c1ty was correctly remembered by 90% of the _l
1partlclpants : . | v :
For exploratory purposes,‘partlclpants‘were asked 1f
‘they thought ‘that afflrmatlve actlon beneflted 1ts 1ntended lb
benef1c1ar1es and 1f they agreed w1th the goals of
afflrmatlve actlon after they had completed the
,'questlonnalre Analys1s of variance were conducted in order
| to assess whether there were 31gn1f1cant age, gender, and

ethnic dlfferences among the part1c1pants in responses to f]



K'slthe follow1ng questlons »1“bohyoulfeelhaffirmativetaotionv N
'beneflts 1ts benef1c1ar1es°" ths’lylél.hand_"Do youbagree;f
‘w1th the goals of afflrmatlve actlon°":(Mf%.l-24l'

Approx1mately 816 of part1c1pants agreed w1th the beneflts

questlon and 74% agreed w1th the goals questlon (See

Appendlx B) Male and female partlclpants did not dlffer. R

s1gn1f1cantly in the1r responses to both questlons, E(i[
165) _é .o;d; R > .05, andv,‘ F(1, 167) = 1.04,‘_9 > .05,
'respectlvely »The partlcipantsf ages‘Were'Categorizedginto:f
'four groups 1 = Ages 18 —>20; n.% 79;“2l= Ages 21429, nh= :
.60', 3 Ages 30 - 39, n=- 24; 4‘ = Ages 40 —'59 n = 17. ‘
.There were no s1gn1flcant dlfferences among the dlfferent
~age groups, EXB,_165) = T,'80‘, p > .05 for the beneflts_
ugueStion;‘and, E(3,h167) = .65, p > 05 for the goals
‘question.v Ethnicity“of'thedapplicant did however revealu
signifieant‘differences,_F(3 l65)-= 3.49, pf< f05, and
E(B; 167)h—v4»50 pfé‘.ﬁﬁ. A post hoc comparlson revealed _
'that Cauca81an partlclpants (M = 1. 22) dlsagreed more w1th df
the goals of afflrmatlve actlonithan dld Hlspanlcs (M =d
1. 05) t(154)‘= 3.40, -p»< .05,‘ Furthermore, Caucas1ans (M
1. 35) were more llkely to belleve that afflrmatlve action. -
dld not beneflt 1ts beneflclarles than dld Hlspanlcs (M
,1.11) 1;(153) f=‘ 2. 73 p < t.05'.

A post hoo analy81s was conducted on the data in order.

 to assess this poss1blevconfound‘of_ethnlclty. It was o
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'hypothes1zed that the Caucas1an part1c1pants are more llkely
'to make attrlbutlons accordlng to the dlscountlng pr1nc1plef
dthan mlnorlty part1c1pants | ANOVAs dld not reveal
s1gn1flcant dlfferences among. the dependent varlables when,
5ethn;c1ty and afflrmat;ye actlon ‘hiree versus non-
:affirmative action hirees;Was examined. |

"’. | o _ ,

= | A prlorl comparlsons were conducted u31ng SPSS 6.1 forv‘
_ Wlndows 95. A multlvarlate analys1s of variance was
»conducted on the seven ratlngs that are the dependentv
>var1ab1es in order to assess maln effects Overall the
multlvarlate F was 31gn1f1cant for job quallflcatlon E(
171) = 9.54, p < .001, and hlree,.E(M 340) - 5.74, p <,‘
.OOi.' Overall‘ no s1gn1f1cant dlfferences were found among
_ male and female part1c1pants, thereforei thelr data was ’i
treated in. comblnatlon, F(8 168) = .30}7p.;t.v5.

Unlvarlate 2 X 3 ana1y81s was then conducted to determlne
bspec1f1cally on which dependent varlables the effects were‘n

found. 'The condition meansjare presenteda;n table 1.
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tTable:l

. - . 'n - Activity* Potency Competency*
Highly qualified - . L
~Affirmative Action 30 3.21 © 4,51 '1.52
‘Black Hiree . 29 .+ 3.09 - 5.15 1.35
464 1.50 -

White Hiree =~ 31 . = 3.22
Moderately Qualified S o ‘
.52 1.28 .74

Affirmative Action 29 - 3 s 2 x
Black Hiree .31 . 3.31 4.37 2.11
‘ 3.23 4.33 2.03

White Hiree 32

Early Employment
Y .

“ Highly quallfled R - o ‘
Affirmative Action 1.85" " .~ 2.07 . 2.50 ~1.80

Black Hiree . 1.85 . 2.54 - 2.54 N - 1.40
White Hiree . 1.71 0 1.39 . 3.32 1.50
‘Moderately Qualified - o . o .
Affirmative Action 2.93 2,41 . 2.41 2.97
Black Hiree = 2.57  3.00  2.52 2.18"
White Hiree ' 2.25 2.07 3.17 2,11

*Note: The lower the'mean, the more favorable the ratlng

Competence. Analysis of variance revealed a main
effect for hiree,vF(z - 176) =~3 79, ‘p < 05 ‘1nd1cat1ng that
the hlrees were percelved dlfferently on the competence

scale. ‘Examlnatlon of the‘maln effect revealed that the"

afflrmatlve actlon Black hlrees (M, 2.13) was judged lessv:
competent than the Black hlrees (Md= 1. 73) £(179) = 2. 11 B
< .05, and White hlrees (M ; 1. 77) 1(179) ?1‘97 p = 05
_Ih addltlon, a maln effect for jOb quallflcatlons was also
found, E(ltll76) =~41,80,;pf< .001, Lndlcatlng that the
hhighlthuallfied'hireés (M = 1.45) were viewed as more

competent that the'mOderately'qualified_hirees.(M = 2.30):
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Two?tailed pre;plahneduf4tests wereveonducted,in order
. to assessethe meahing of'the main effects, i.e. speeifically»
Whether both‘mederateiyvahd highly'qualified'conditibns
shewed'the hiree effecf.v Consiétent with the discdunting
priﬁciple, the Lt-tests revealed that in the moderately
qualified condition; assoeiatioh with affirmative action did
result in the partieipants perceiving the afffirméfive
actien hiree as less competent than the non-affirmative
action black hiree, t(176) = 2.77, p < .01, and the white
hiree, L(176) =>3.16, p < .0L. ‘Analysis did not produce
signifieant'results in the highly qualified condition,
£(178) - .469, p > .05. Thus, there were no eignificant
differences between the affirmative action highly qualified
hiree and the non-effirmative action highly qualified

hirees.

Competency Scale

gjalifications

Emgﬁgh
Moderate

Mean competency rating
=S A A NPPDDDNDNNW
B O OOONMOOOO

5

Black & Affirmative " Black " White
 Ethnicity/Affirmative Action

Note: Lower scores indicate higher competency.
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Activity. The,analysis of variance found a main effect
on the activity écale'for job qualificatiohs, F(1, 176) =
7.27, p < .01, indicatihg that the highly qUalified hirees
(M = 3.17) was perceivedvas more active than the moderately
qualified hirees (M = 3{38f. - However, there was no main'
effect for hiree, F(2, 176) = 1.44, p;> .05. Two-tailed t-
tests revealed that the moderately qualified affirmative
action hiree was perceived as marginally less active than
the non-affirmative action hirees, £(178) = 1.71, p < .10,
supporting the discounting principle. However, analysié'
showed that in the highly gqualified condition, the

affirmative action hiree and the non-affirmative action

hirees did not differ significantly, £(178) = .45, p > .05.

Activity Scale

3.6
2 35
g 34
'S 33 o
° : Qualifications
@ 3.1 el 100
g 3.0 - Moderate

-Black & Afirmative Black White
Ethnicity/Affirmative Action
Note: Lower scores indicate higher activity.
Potency. Analysis of variance for the potency scale

indicated a main effect for qualifications, F(1, 176) =

5.31, p < .05. Thus, the highly qualified hirees (M = 4.77)
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were viewed as more potent compared to the moderately

qualified hirees (M = 4.32). A nonsignificant result was
found for hiree, E(2, 176) = 1.27, p > .05. Again, t-test
comparisons were. Consistent with the discounting

principle, it was found that the Black highly qualified
hiree was perceived as marginally more potent than the

affirmative action Black highly qualified hiree, t(176) = -

1.89, p < .10. All other hypotheses were not supported.

Potency Scale

5.2}

potency rating
i
oo

4.6 Qualifications
TR AN N R s O A i YN
sal H 1l Moderate
Black & Affirmative Black White

Ethnicity/Affirmative Action

Note: High scores indicate higher potency.
Projected Career Progress. The analysis of variance
found a main effect on the career scale for job
qualifications, F(1, 176) = 48.10, p < .001, and hiree, F(2,
176) = 4.49, p < .05. The highly qualified hirees (M =
1.80) was expected to progress in his career sooner than the
moderately qualified hirees (M = 2.58). The hiree main

effect indicated that the White hiree (M = 1.98) was
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expected to progress in his career sooner than the
affirmative action Black hiree (M = 2.39), £(179) = 2.57, p
< .05. The Black hiree (M = 2.20) did not differ
significantly from the other hirees. Follow-up t-tests were
conducted to clarify the meanings of the main effects.

These comparisons revealed that the affirmative action
moderately qualified Black hiree was perceived as
significantly less likely to be promoted and move up in the
organization than the White moderately qualified hiree,
£(176)= 3.50, p < .001. Analysis did not produce
significant results in the highly qualified condition,
£(178) = .44, p > .05. Thus, only the hypothesis concerning

the moderately qualified hirees were supported.

Career Progress Scale

o 2.41
291 I Qualifications
2.0%

1.8" it 3
1.6 - Moderate
Black & Affimative Black White

Ehnicity/Affirmative Action

Note: Low scores indicate greater likelihood of career progress.

an caree

__High

Hiring Due to Qualifications. Analysis of variance of

the qualifications scale showed a main effect for job
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qualifications, EF(1, 176)= 51.32, p < .001, indicatting that
the highly qualified hirees (M = 1.57) were expected to have
been hired more because of qualifications than the
moderately qualified hirees (M = 2.42), and a significant
difference for hiree, F(2, 176)= 10.68, p < .01.

Examination of the hiree main effect indicated that the
affirmative action Black hiree (M = 2.38) was not expected
to have been hired due to qualifications compared to the
Black hirees (M = 1.79), £(179) = 3.44, p < .05, and White
hirees (M = 1.80), £(179) = 3.42, p < .05.

Planned t-tests revealed findings consistent with the
hypothesis. The affirmative action highly qualified hiree
was perceived as less likely to have received employment
because of qualifications than the non-affirmative action
highly qualified Black hiree, £(176)= 1.93, p = .05. T-
tests also revealed that the moderately qualified Black
affirmative action hiree was expected to have been hired
because of qualifications less than the non-affirmative
action Black hiree, £(176) = 1.93, p = .05, and the White
hiree, £(176)= 4.17, p < .001, thus supporting the
discounting principle. All other hypothesis were not

supported.
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Qualifications Scale

hige I

w
(3]

Mean qualifications rating

2.5
2.01 Qualifications
i Y D SRR A __High
1.0 _ Moderate
Black & Affirmative Black White
Ethnicity/Affirmative Action

Note: Low scores indicate a more qualified applicant.

Early Obstacles. With regard to the early obstacle

scale, which measured the extent to which the hiree had
faced obstacles in his early environment and prior
schooling, analysis of variance revealed a strong main
effect for job qualifications, F(1, 174)= 16.73, p <| .001,
and hiree, F(1, 174)= 24.78, p < .001. The main effect for
qualification indicates that the highly qualified hirees (M
= 2.00) were viewed as having faced more obstacles than the
moderately qualified hirees (M = 2.49). Analysis of the
hiree main effect showed that the White hiree (M = 1.73) was
perceived as having faced more obstacles than the Black
hirees (M = 2.77), £(177) = -3.48, p < .001, and affirmative
action hirees (M = 2.24), £(177) = 3.32, p < .001. 1In
addition, the affirmative action hiree was perceived as
having faced more obstacles than the Black hiree, £ (177) =

6.84, p < .001.
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As predicted, examination of the t-tests showed that
the affirmative action Black hiree was expected to have
faced more obstacles than the non-affirmative action Black
hiree in both the highly and moderately qualified
conditions, £(174)= -2.20, p < .05, and, t£(174)= -2.79, p <
.01. The White highly qualified hiree was also perceived as
having faced more obstacles than the highly qualified Black
hiree, £(174)= 5.42, p < .001, moderately qualified Black
hiree, t(174)= 4.53, p < .001, and highly qualified
affirmative action Black hiree, t£(174)= 3.26, p < .001.

These results are contrary to the hypotheses.

tg Early Obstacles Scale

35

8

% SOV

E 2.0° Qualifications

& 1.5 __Hgh

2 10 _ Moderate
Black & Affirmative Black \White

Ethnicity/Affirmative Action
Note: High scores indicate lower likelihood of early obstacles.

Employment Obstacles. Analysis of variance revealed a

significant main effect for hiree, F(2, 173)= 13.04, p <
.001, but not for job qualifications, F(1, 173)= .39, p >

.05. The main effect for hiree indicated that the White
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hirees (M = 3.24) were viewed as having faced more obstacles

than the Black hirees (M = 2.53), t(176) = -4.64, p < .05,
and affirmative action hirees (M = 2.46), t(176) = -4.24, p
< 05,

Planned t-tests showed that the highly qualified White
hiree who was viewed as having a harder time gaining
employment than the highly qualified Black hiree, £(173)= -
3.22, p < .01, and the affirmative action Black hiree,
£(173)= -3.42, p < .001. Similarly, the moderately
qualified White hiree was also perceived as facing more
obstacles than the moderately qualified Black hiree, £ (173)=
-2.71, p < .01, and the affirmative action hiree, £ (173)= -
3.08, p < .01. The hypothesis stating that in both
conditions the affirmative action hiree would be perceived
as having faced less obstacles than the non-affirmative

action black hiree was not supported.

§I§£nployment Obstacles Scale

3.21

Employment Ob
N
® 9

Qualifications
261 it
e

2.44

2.2 o Moderate
Black & Affimative Black White

High

Ethnicity/Affirmative Action

Note: High scores indicate a harder time gaining employment.
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Discussion

As is shown in Table 1, the means generally, but not
always, followed the trend predicted by the hypotheses. As
predicted by the augmentation principle and polarization
theory, it was hypothesized that the non-affirmative action
Black hiree in the highly qualified condition would be
perceived more positively than the White hiree.
Specifically, it was predicted that participants in the non-
affirmative action condition that examine highly qualified
Black hirees should perceive these hirees as more competent,
active, potent, have high expectations for their career
progress, believe they were hired because of qualifications,
having had a more difficult time getting the job, and more
likely to have faced obstacles than the White hirees. It
was also hypothesized that the Black hiree associated with
an affirmative action program would be perceived more
negatively than the Black hiree not associated with
affirmative action because of the discounting principle.
More specifically, it was predicted that association with
affirmative action would lead to perceptions of the hiree
being less competent, active, potent, likely to move up in
his career, not being hired because of qualifications,
having an easier time getting the job, and more likely to
have faced obstacles compared to the non-affirmative action

Black and White hiree. Analysis of the data generally
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supported the predictions made by the discounting principle
but not the augmentation principle. Therefore, participants
discounted the role of qualifications and attributed the
hiring of the applicant to their association with
affirmative action but did not augment the role of early
environmental deprivations.

The results showed that for the moderately qualified
condition, the affirmative action hiree was perceived as
being less active, less competent, not likely to move up in
the organization or receive a promotion, not likely to have
been hired because of his qualifications, and having had a
relatively easier time getting employment relative to the
non-affirmative action Black and White hiree. These results
provide support for the discounting principle. Further
support for the discounting principle comes from the finding
that the highly qualified affirmative action Black hiree was
perceived as less likely to have been hired because of
qualifications. Therefore, participants discounted the role
of qualifications as a basis for the affirmative action
person being hired. For the variables of competency,
activity, potnecy and projected career progress, the highly
qualified affirmative action hiree was not perceived less
positively than the highly qualified non-affirmative action
hirees. Again, the trend did exist within the means but

this was not significant. This result may have been due to
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the limited small number of subjects. On the other hand, if
future research demonstrates that this finding is true, i.e.
highly qualified affirmative action hirees are not perceived
as less competent and so on than non-affirmative action
hirees, then this may provide one solution to the problem of
stigmatization associated with affirmative action.

Employers can make it known that the hiree is indeed highly
qualified, perhaps by making applications public with the
consent of the hiree. Such a finding could be explained in
terms of augmentation of qualifications and discounting
affirmative action.

The augmentation principle and polarization theory were
not supported by the results; the Black hiree was not
perceived more positively than the White hiree. Although
this trend did exist with the variables of potency,
activity, competency, and qualifications, they were not
significant. This result may reflect the recent backlash
against affirmative action. Linville and Jones, on the
other hand, published their study in 1980, when people were
generally in favor of affirmative action programs.

The variable of early obstacles provided some
interesting results. It was found that the White hirees in
both conditions were perceived as having faced more
obstacles in their early environment and prior schooling

than the Black and affirmative action hirees. This is
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contrary to the findings from Linville and Jones (1980)
study in which they found that the Black applicant was
believed to have faced greater earlier obstacles. One
possible explanation is that participants were reacting to
the previous question which had asked whether they thought
the hiree had an easy or hard time gaining employment.
Participants believed the White hiree had a harder time
gaining employment than the Black hirees. When participants
were presented with the next question regarding early
obstacles, they may have responded extremely in order to
justify why the White hiree had a harder time gaining
employment. Another possible reason is that this study may
have been affected by the historical times in which this
study was conducted. Anti-affirmative action sentiment has
been growing substantially recently. For instance, in 1996,
California voters passed Proposition 209, an anti-
affirmative action initiative. Thus, participants may have
consciously or unconsciously believed that the White hiree
would have a harder time obtaining employment because of
reverse discrimination. Future research should address this
qguestion.

The questions regarding the participants’ beliefs about
affirmative action also produced interesting results. The
general trend of the data showed support for affirmative

action; Approximately 65% of Caucasians and 89% of Hispanics
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'agreed w1th the goals of afflrmatlve actlon and 78/ of
’Caucas1ans and 95/ of Hlspanlcs belleved that afflrmatlve
»actlon d1d beneflt 1ts benef1c1ar1es 'However, Cauca81ans1‘5

'twere s1gn1flcantly more llkely to belleve that afflrmatlve f'

"actlon dld not beneflt 1ts beneflclarles and were less

‘111kely to agree w1th the goals of afflrmatlve actlon
compared to Hlspanlcs An analy31s determlned that thlS
i‘flndlng dld not. affect the results of the study

In sum,-these results strongly supported the'
,dlscountlng pr1nc1ple, desplte support for afflrmatlve

action. When presented Wlth a. plaus1ble alternatlve, lnf

.',thls case afflrmatlve actlon people tend to attrlbute ar

-behav1or to the alternatlve and dlscount the cause, 1nvthls{h
case quallflcatlons;v The augmentatlon pr1n01ple and
polarlzation theory, however,’were not supported

Although this study produced strong results con81stentu f
with the dlscountlng pr1n01ples in the moderately quallfledhﬂ‘
fcondltlon, several llmltatlons ex1st ‘The most problematlc“%
aspect of the study is the limited sample 31ze Th1s served _.
to reduce the power of the study and therefore the ablllty
to detect dlfferences among groups Generallzablllty is
another 1ssue of concern Black subjects were excluded from”‘
vthe study in order to control for the confound they could
create; jIn‘addltlon, this study was conducted w1th :f

: uniVersity students. Thus, questlons can be ralsed about y

33



‘}whether these results would be found in organlzatlonal flfif

g settlngs Another llmltatlon was that part1c1pants may have

o been reactlng to the appllcatlon materlals and measurements

': Soc1al des1rab111ty may have ex1sted among the part1c1pants,
,ithey may have responded 1n such way in order to appear R
.lfavorablef‘ In addltlon, the afflrmatlve action manlpulatlon
'imay‘havevbeen’tOO salient and‘thls may have caused demand

'characteristics; Participants may have discovered thatv~
affirmativelaction was heing studiedland~thevnmav have

responded in'Such a wavitofconfirmﬂthe»hypothesis. Thatiis;_
they mavihave rated»the‘affirmative;action"hiree less |

:positively‘in order to'confirm the hypothesis.

Although‘this study provides more evidence for the
prevalence of stigmatiZation for people associated with
affirmative action programsvwho‘are only;moderately'
qualified,‘further research is Still‘warranted. For
instance;»further'reSearch should addressdthe‘psvchological
'processesrinvolved in this phenomena. ‘MOderating .
conditions, such as participant’s ethnicity‘and prior
experience with minority:and female workers, should be
eXaminedij Field Studiesfshould also‘be conducted in order
to assess'whether resultS'generalize to organizational
settings. Furthermore; it‘hasibeen shown that attitudes
toward affirmative action programs also depends on the

appropriateness and type of program (TaYlor, Matheson,
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Echenberg, Rivers,"a Chow; 1994; NacoSte &1Hummels, iééé)*f
:.and the economlc outlook (C1tr1n, Green'é-sears;31990~

‘ Idelson, 1995) ' Therefore, further research manlpulatlng
i_lsoftjversus~hard afflrmatlve actron programs while also
examiningastigmatizationweffects shouid be conducteda

N Indsummary,,our predlctlons conflrmed the dlscountlng
-of quallflcatlons when the 1nd1v1dual is moderately |
rquallfled and afflrmatlve actlon is mentloned dep81te

Lgeneral support for afflrmatlve actlon These flndlngs have

'v-lmportant 1mp11catlons in terms of the 1mplementatlon of

‘-afflrmatlve actlon programs : Methods to relieve
cstlgmatlzatlon among the moderately quallfled should be
»explored and ~applied. ‘For 1nstance, 1nstead of taking the:
dramatlc step of ellmlnatlng affirmative action programs
altogether governments and companles should have major
advertlsement campalgns giving accurate 1nformatlon about
afflrmatlve actlon programs in order to abollsh the
mlsconceptlons that ex1st regardlng these programs ‘it_
should be made known that only quallfled appllcants are‘\
belng selected and that ethn1c1ty 1s only belng taken under'
' cons1deratlonvbecause of the dlscrlmlnatlon and 1njust1ces~s
that still occur toward mlnorltles ‘In addition, as this‘

- study demonstrates, hlghly quallfled 1nd1v1duals assoc1ated
with afflrmatlve actlon programs do not face stlgmatlzatlon

to the same degree as. those who are moderately quallfled
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Thus, another possible way to reduce stigmatization is to
make the qualifications of a highly qualified hiree known.
For instance, an employer may post the resume of a new:
employee or involve other employeés in the selection process
so that they may know that ohly qualified applicants are
being hifed. Interaction with such an individﬁal will also
no doubt allow stigmatization to dissipate. Steps such as
these are needed to alleviate the stigmatization associated
with affirmative action programs. Until then, the goals of

affirmative action programs will not be met.
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' APPENDIX A: Research Packet

' Informed Consent for partlclpatlon lll research study

The study in whlch you can now part1c1pate is designed to 1nvest1gate the
personnel selection and placement process. This study is being conducted by Miriam
Resendez under the supervision of Dr. David Chavez, assistant professor of Psychology.
This study has been approved by the Psychology Department Human Part1c1pants Review -
Board of California State University San Bernardino. The Unlver51ty requ1res that you -
give your consent before participating in a research study.

In this study you will first receive and carefully review a job descrlptlon and
application materials. You will then be asked to answer a questionnaire about the hlree, ‘
the job, and your attitudes toward this study. Your predictions will be compared with the
actual performance of the hirees. Another short survey will then be handed out. The o
study will involve approximately 20 minutes of your time.

Please be assured that any information you provide will be held in strict confidence
by the researchers. At no time will your name be reported along with your responses. All
data will be reported in group form only. At the study s conclusion, you may receive a
report of the results.

The risks to you of participating in this study are minimal. At instructors'
discretion, you may recelve extra credit or fulfill a course requ1rement for your
participation. ‘ »

If you have any questions about the study, or would like a report of its results
- please contact Miriam Resendez at (909) 880-5240. , -

Please understand that your participation in this research is totally voluntary and
your are free to withdraw at any time durlng thls study w1thout penalty, and to remove any
data at any time during this study : : :

- By placmg a mark in the space provided below, I acknowledge that I have been
informed of, and understand, the nature and purpose of this study, and I freely consent to
participate. - By this mark, I further acknowledge that I am at least 18 years of age.

- Give your consent to partlclpate by maklng a check or'X' here
Today ] date is - '

. 3"7 



Please answer all the following questions regarding the applicant.

10.

NOTE: For questions 1 through 6, rate the applicant in terms of the following
adjectives by placing an X on the line that best represents the applicant's position. -

The applicant is..,
Hardworking ‘ ' ‘ Lazy
Persistent ' ' Gives up easily
Shuggish Energetic
Weak | Strong
Forceful . - ‘ Timid
Soft Tough
How competently do you expect this individual to perform this job?
1 2 3 4 5
Very competently ' Not at all competently

How effective do you think this individual will be at doing this work?
1 2 3 4 : 5
Very effective ’ : Not at all effective

How likely is it that the hiree will move up in the organization?

1 ' 2 3 4 5
Very likely Very unlikely
How quickly is a‘promotion likely to occur? ‘
: 1 2 , 3 4 5
Very soon | Not at all
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11.  To what extent do you believe the hiree was hired because of his qualifications to

do the job well? _
' 1 2 3 4 5
. Completely ' ’ Not at all
12. How qualified was the applicant?
1 2 3 4 5
Very qualified Not at all

13. Do you think that it was easier or harder for the h1ree to obtain employment than it
would for the average applicant?
1 2 3 4 5
Easy ' o Hard

14.  To what extent did the hiree probably face obstacles in developing his potential in
his early environment and prior schooling?
1. 2 ' -3 4 5
Very Likely Very Unlikely

NOTE: For questions 13 through 14, rate the job in terms of the following
- adjectives by placing an X on the line that best represents the job itself.

The job is...
13. :
Boring Interesting
14. - -
Easy - Difficult
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Demographic Information

Please answer the following questions: -

1. Age:
2. Gender: _ Male __ Female
3. Ethnicity: _ Caucasian _  Hispanic ___ﬂ African American

Asian ___ Other
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Attitudes Toward the Study

Please answer the following quéstions regarding the study.

1. Please check the ethnicity of the applicant.
~ Caucasian ___ Hispanic African American
Unknown
2. Was the company an affirmative action employer?  Yes L No
3. . Do you feel affirmative action benefits its beneficiaries? __ Yes ___No
4, Do you agree with the goals of affirmative action? __ Yes ___No
5. Did you enjoy the study?  Yes No

6. What did you learn, if anything?

Thank you for your participation.
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| Debriefing Statement

The true purpose of the study you just co}mpleted was to examine people's
beliefs about candidates for jobs in the context of affirmative action.

Please feel free to speak with the researcher, Miriam Resendez, regarding any

undesirable responses you may presently have or the study in general. You

may obtain the general results of the study by calling Miriam Resendez at (909)
880-5240.

We ask that you please not discuss this study to other potential parﬁcipants until
the study has concluded.

Thank you for your participation.
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APPENDIX B: Descriptive Statistics

1201y

~ Age of Participants»"

100

Frequency
[¢2] (00
o o

B
O

Std. Dev= 9.45
Mean = 25.4
N = 180.00

N

200 = 30.0 400 500  60.0
25.0 350  45.0  55.0

Ethnicity of Participants

Frequency

Miséing Caucasian Hispanic Other Asian

Ethnicity
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- Gender of Participants

120

Frequency
8 & 8 8 8

©

Mis-sing _ Male ~ = Female

Gender

Affirmative Action ’Support

Freq]uency
8

0 :::;::::;;;;;:;:;;;:;.;.;.;.;.:.;.;;.-:;:;:;_;;-;;:;;
Missin . yes . no

Do you agree with the goals of affirmative action?
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