
DOCUMENT RESUME

ED 2 7 9  0 8 0 EA 0 1 9  2 0 2

AUTHOR
T IT L E

PUB DATE 
NOTE

PUB TY PE

EDRS P R IC E  
D E SC R IP T O R S

ID E N T IF IE R S

P o u n d e r ,  D ia n a  G .
D e c i s i o n  M a k in g  i n  V i d e o t a p e d  S e l e c t i o n  I n t e r v i e w s :  
A ge a n d  P o s i t i o n  E f f e c t s  R e t e s t e d .
8 5
2 6 p . ; P a p e r  p r e s e n t e d  a t  t h e  A n n u a l  M e e t in g  o f  t h e  
L o u i s i a n a  E d u c a t i o n a l  R e s e a r c h  A s s o c i a t i o n  (New 
O r l e a n s ,  L A , 1 9 8 5 ) .
S p e e c h e s / C o n f e r e n c e  P a p e r s  ( 1 5 0 )  —  R e p o r t s  -  
R e s e a r c h / T e c h n i c a l  ( 1 4 3 )

M F 0 1 / P C 0 2  P l u s  P o s t a g e .
♦ D e c i s i o n  M a k in g ;  E l e m e n t a r y  S e c o n d a r y  E d u c a t i o n ;  
E m p lo y e r  E o in lo y e e  R e l a t i o n s h i p ;  * E m p lo y m a n t 
I n t e r v i e w s ;  E m p lo y m e n t Q u a l i f i c a t i o n s ;  ^ P e r s o n n e l  
S e l e c t i o n ;  T e a c h e r  C h a r a c t e r i s t i c s ;  T e a c h e r  
E m p lo y m e n t ;  * T e a c h e r  P l a c e m e n t ;  V i d e o t a p e  
R e c o r d i n g s  
*A g e  B i a s

ABSTRACT
T h i s  s t u d y  w a s d e s i g n e d  t o  ' r e s t  t h e  e f f e c t s  o f  a  

t e a c h i n g  c a n d i d a t e ' s  a g e  a n d  t h e  e f f e c t  o f  t h e  t y p e  o f  p o r i t i o n  u n d e r  
c o n s i d e r a t i o n  on c a n d i d a t e  r a t i n g s  a s  a s s e s s e d  f r o m  a  v i d e o t a p e d  
i n t e r v i e w  s i m u l a t i o n .  I n d e p e n d e n t  v a r i a b l e s  m a n i p u l a t e d  w e r e  ( 1 )  
c a n d i d a t e  a g e  in  t h e  t a p e d  i n t e r v i e w  ( 2 7  o r  4 3  y e a r s  o l d )  a n d  ( 2 )  t h e  
t y p e  o f  p o s i t i o n  u n d e r  c o n s i d e r a t i o n  ( p h y s i c a l  e d u c a t i o n  t e a c h e r  o r  
s o c i a l  s t u d i e s  t e a c h e r ) .  C a n d i d a t e s  w e r e  e v a l u a t e d  o n  s i x  c r i t e r i a :  
( 1 )  c u r r i c u l a r  k n o w le d g e ,  ( 2 )  a b i l i t y  t o  t r a n s m i t  k n o w le d g e ,  ( 3 )  
w i l l i n g n e s s  t o  c o n t r i b u t e ,  ( 4 )  a b i l i t y  t o  c r e a t e  a  f r i e n d l y  c l a s s r o o m  
e n v i r o n m e n t ,  ( 5 )  p o t e n t i a l  f o r  p r o f e s s i o n a l  g r o w t h ,  a n d  ( 6 )  a b i l i t y  
t o  m a i n t a i n  s t u d e n t  d i s c i p l i n e .  R e s u l t s  i n d i c a t e d  t h a t  n e i t h e r  
c a n d i d a t e  a g e  n o r  t y p e  o f  p o s i t i o n  h a d  s i g n i f i c a n t  e f f e c t s  on  
c a n d i d a t e  r a t i n g s ,  n o r  d i d  s p e c i f i c  i n t e r a c t i o n s  o f  t h e  in d e p e n d e n t  
v a r i a b l e s .  T h i s  r e s u l t  c o n t r a d i c t s  r e s u l t s  o f  p r e v i o u s  r e s u m e  s t u d i e s  
t e s t i n g  t h e  sam e v a r i a b l e s  i n  s e l e c t i o n  d e c i s i o n s ,  t h u s  r a i s i n g  
q u e s t i o n s  c o n c e r n i n g  t h e  g e n e r a l i z a b i l i t y  o f  s e l e c t i o n  r e s e a r c h  
f i n d i n g s  b a s e d  o n  r e s u m e  s t u d i e s .  T h e  f o l l o w i n g  r e c o m m e n d a t io n s  a r e  
m ad e f o r  f u t u r e  s t u d i e s :  ( 1 )  s t r o n g e r  a g e  m a n i p u l a t i o n ;  ( 2 )  
s e p a r a t i o n  o f  t h e  i n t e r v i e w ' s  e f f e c t  f r o m  o t h e r  s e l e c t i o n  s t a g e s ;  ( 3 )  
e x p l o r a t i o n  i n  a  r e l a t i v e ,  r a t h e r  t h a n  a n  a b s o l u t e ,  c o n t e x t ;  a n d  ( 4 )  
e x p l o r a t i o n  i n  a  v a r i e t y  o f  o c c u p a t i o n a l  s e t t i n g s .  Two t a b l e s  a n d  a  
t h r e e - p a g e  b i b l i o g r a p h y  a r e  a p p e n d e d . (A u th o r / lW )

* * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * *
*  R e p r o d u c t i o n s  s u p p l i e d  b y  EDRS a r e  t h e  b e s t  t h a t  c a n  b e  m ad e *
*  f r o m  t h e  o r i g i n a l  d o c u m e n t .  *  
* * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * *

brought to you by COREView metadata, citation and similar papers at core.ac.uk

provided by The University of Utah: J. Willard Marriott Digital Library

https://core.ac.uk/display/276284181?utm_source=pdf&utm_medium=banner&utm_campaign=pdf-decoration-v1


o
0 0
o  E f fe c ts  o f  Age and P o s it io n
O s  1
N -
rvj
Q
L U

DECISION MAKING IN VIDEOTAPED 
SELECTION INTERVIEWS: 

Age and P o s it io n  
E ffe c ts  Retested *

Diana G. Pounder 
A s s is ta n t  Professor  

Louisiana S ta te  U n iv e rs i ty  
111 Peabody H a ll  

Baton Rouge, Louisiana 70803-4721 
( 5 0 4 ) 388-2192

U.S. DEPARTMENT OF EDUCATION 
Office of Educational Research and Improvement
EDUCATIONAL RESOURCES INFORMATION 

CENTER (ERIC)
This document has been reproduced as 
Received from the person or organization 
originating it 

□  Minor changes have been made to improve 
reproduction Quality.

•  Points of view or opinions stated in this docu­
ment do not necessarily represent official 
OERI position or policy

“ P E R M IS S IO N  TO  R E P R O D U C E  TH IS  
M ATER IA L H AS B EEN  G R A N TE D  BY  

‘____

____P frV L < L d L flA

TO  TH E  E D U C A TIO N A L R ES O U R C ES  
IN F O R M A T IO N  C E N TE R  (ERIC)."

o r

O

U l

Running Head: THE EFFLCTS OF AGE AND POSITION

^  P a p e r  p r e s e n t e d  a t  t h e  A n n u a l M e e t in g  o f  t h e  L o u is ia n a  E d u c a t io i f^ k e s e a r c h  
A s s o c ia t i o n  (N ew  O r le a n s ,  L A , 1 9 8 5 ) .

BEST COPY AVAILABLE



Effects of Age and Position
2

DECISION MAKING IN VIDEOTAPED 
SELECTION INTERVIEWS:

Age and P o s it io n  
E f fe c ts  Retested

A b strac t

This  study was designed to  t e s t  the e f fe c ts  o f  a c an d id a te 's  

age and the e f f e c t  o f  the type o f  p o s it io n  under co n s id era t io n  on 

candidate  ra t in g s  as assessed from a videotaped in te r v ie w  

s im u la t io n .  To in v e s t ig a te  the e f f e c t  o f  these v a r ia b le s ,  a 2 x 2 

f a c t o r i a l  design was used. The independent v a r ia b le s  manipulated  

were: ( 1 ) tvn d id a te  age in  the videotaped in te rv ie w  (27  o r  43 

years o l d ) ,  and ( 2 ) the type o f  p o s it io n  under co n s id e ra t io n  

(p h ys ica l education teacher o r  soc ia l studies te a c h e r ) .  Subjects  

p a r t ic ip a t in g  in  the study were graduate students e n ro l le d  ir, 

educatio na l a d m in is tra t io n  courses a t  a major midwestern  

u n iv e r s i t y .

Candidates were eva lua ted  on s ix  c r i t e r i a :  ( 1 ) c u r r ic u la r  

knowledge, ( 2 ) a b i l i t y  to  t ra n s m it  knowledge, ( 3 ) w i l l in g n e s s  to  

c o n t r ib u te ,  ( 4 ) a b i l i t y  to c re a te  a f r i e n d ly  classroom  

environm ent, ( 5 ) p o te n t ia l  f o r  pro fess iona l growth, and ( 6 ) 

a b i l i t y  to m ain ta in  student d i s c i p l in e .  A composite score , an 

a r i th m e t ic  sum o f  the s ix  e v a lu a t iv e  c r i t e r i a ,  was computed and 

usee! as the dependent v a r ia b le  o f  candidate ra t in g s .  Results  o f  a 

two-way A nalys is  o f  Variance in d ic a te d  th a t  th e re  were no
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s ig n i f ic a n t  main e f fe c ts  ( i . e .  candidate  age and type o f  p o s i t io n )  

and a lso  no s p e c i f ic  in te ra c t io n s  o f  the independent v a r ia b le s  

which s ig n i f i c a n t l y  a f fe c te d  candidate  r a t in g s ,  although a l l  

c a n d ita te  ra t in g s  were in  the expected d i r e c t io n .  Th is  r e s u l t  

c o n tra d ic ts  the  re s u l ts  o f  previous resume studies  te s t in g  the  

same v a r ia b le s  in  s e le c t io n  d e c is io n s ,  thus r a is in g  questions  

concerning the g e n e r a l i z a b l i l i t y  o f  s e le c t io n  research f in d in g s  

based on resume s tu d ie s .
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Personnel s e le c t io n  research has become in c re a s in g ly  

so p h is t ic a te d  since the  ear'ly v a l i d i t y  s tu d ie s .  M icvo an a ly tic  

research techniques have been used e x te n s iv e ly  in more recent  

s e le c t io n  research . However, in  s p i te  o f  increased a t te n t io n  to  

improved methodology, s e le c t io n  study re s u l ts  are  s t i l l  viewed 

s k e p t ic a l ly  due e i t h e r  to  problems w ith  the contro l o f  candidate  

and s i tu a t io n a l  v a r ia b le s ,  or w ith  the ques tio nab le  

g e n e r a l i z a b i l i t y  to  " re a l-w o r ld "  s e t t in g s .  F u r th e r ,  most 

s e le c t io n  stud ies  have been l im ite d  to  business, in d u s try ,  or 

m i l i t a r y  s e t t in g s ,  w ith  l i t t l e  a t te n t io n  g iven to  any o f  the human 

se rv ic e  occupational a reas .

The s e le c t io n  in te r v ie w ,  in  p a r t i c u l a r ,  has received a g re a t  

deal o f  a t te n t io n  in  the  l i t e r a t u r e  in s p i te  o f  the f a c t  th a t  

p ro p o r t io n a te ly  few stud ies  examine s p e c i f i c a l l y  the in te rv ie w  

stage o f  s e le c t io n .  Too o f te n ,  in ferences  regard ing  f in a l  

s e le c t io n  decis ions are  drawn from research  on the i n i t i a l  

screening stage o f  s e le c t io n  ( i . e .  resume s t u d ie s ) .  A recent  

rev iew  o f  l i t e r a t u r e  (Arvey & Campion, 1982 ) emphasized the need 

f o r  more research a t te n t io n  given to the in te r v ie w  stage o f  

s e le c t io n ,  as w e ll as increased a t te n t io n  given to  candidate

Effects of Age and Position
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c h a r a c te r is t ic s  which may b ias s e le c t io n  decis ions ( e .g .  age, 

ra c e ,  handicapping c o n d it io n s ) .

The study reported  here was designed to  t e s t  the e f fe c ts  o f  

one o f  these v a r ia b le s  (can d id a te  age) in  combination w ith  

candidate  p o s it io n  in  a human s e rv ic e  occupational a re a .  Most 

im p o r ta n t ly ,  the study was designed to  examine the in te rv ie w  stage  

*>f s e le c t io n  in  order to compare the re s u l ts  w ith  those o f  r e la te d  

resume s tu d ie s .  A lso , through the use o f  a videotaped in te r v ie w ,  

a high degree o f  con tro l o f  candidate  and s i tu a t io n a l  v a r ia b le s  

was a t ta in e d .

Bias in  S e le c t io n  

The most recent comprehensive review  o f  personnel s e le c t io n  

research  emphasized the need f o r  f u r th e r  in v e s t ig a t io n  o f  

in te r v ie w e r  bias in  the personnel s e le c t io n  process (Arvey & 

Campion, 1982 ) .  Personnel s e le c t io n  stud ies  have v e r i f i e d  th a t  

in te r v ie w e r  a t t i tu d e s  bias judgment (M a y f ie ld ,  1964 ) and th a t  the  

reasons fo r  d i f f e r e n t i a l  ra t in g s  are g e n e ra l ly  due to  s te reo typ in g  

or d i f f e r e n t i a l  behavior em itted  during the s e le c t io n  in te rv ie w  

(Arvey & Campion, 1982 ) .  Research has a lso in d ic a te d  th a t  

s te re o ty p in g  may be e s p e c ia l ly  e v id e n t  when in te r a c t in g  w ith  o ther  

v a r ia b le s .  For in s tan ce , th re e  s tud ies  showed a s ig n i f i c a n t  

s e x -b y -p o s it io n  in te r a c t io n  e f f e c t  in  personnel s e le c t io n  (Cash, 

G i l l e n ,  & Burns, 1977 ; Cohen & Bunker, 1975 ; Shaw, 1972 ) .

Effects of Age and Position
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Although a f a i r  amount o f  research has in v e s t ig a te d  sex bias in  

personnel s e le c t io n ,  Arvey and Campion ( 1982 ) recommended th a t  the  

v a r ia b le s  o f  ra c e ,  handicap, and e s p e c ia l ly  age be in v e s t ig a te d  

more thoroughly  f o r  possib le  b ia s in g  e f fe c ts  in the s e le c t io n  

process. This type o f  in v e s t ig a t io n  would be congruent w ith  

S c h m itt 's  ( 1976 ) recommended model f o r  s e le c t io n  research in  which 

in te rv iew ee  c h a r a c te r is t ic s  ( i . e . ,  age, ra c e , sex) be te s te d  f o r  

t h e i r  impact on stereotypes and a t t i t u d e s  which might consequently  

in f lu e n c e  the in te rv ie w  outcome.

Although th e re  has been r e l a t i v e l y  l i t t l e  s e le c t io n  research  

conducted in  ed u catio n , a c lu s te r  o f  recen t resume s tu d ies  focuses 

on the e f f e c t  o f  candidate age in  teach er  s e le c t io n .  One o f  the  

s tu d ie s ,  using a physical education p o s it io n  as the fo ca l  

p o s i t io n ,  found a s ig n i f ic a n t  e f f e c t  due to  candidate age.

Younger candidates received h ig h e r  ra t in g s  than d id  o ld e r  

candidates (Young & A l l i s o n ,  1982 ) .

These f in d in g s  re p l ic a te d  the re s u l ts  o f  an e a r l i e r  resume 

study done w ith  in d u s t r ia l  employers o f  s e m is k i l le d  workers. 

Haefner ( 1976 ) found th a t  employers p re fe rre d  25- y e a r -o ld  

candidates to  55 -v e a r -o ld  candidates f o r  s e m is k i l le d  p o s i t io n s .  

S im i la r  re s u l ts  came from a study by Rosen and Jerdee ( 1976 ) .  In 

these s tu d ie s ,  the data suggested th a t  the preference f o r  younger 

candidates could be in fluenced  by the physical demand o f  the

7



po s it io n  used in  two o f  the s tud ies  (p h ys ica l education teacher  

and s e m i-s k i l le d  w o rk e r ) .

In response to  these c r i t i c is m s ,  a subsequent resume study  

(Young & Voss, 19 84 ) examined the e f f e c t  o f  candidate age (29  or 

49 years o ld )  and teaching p o s it io n  (p h ys ica l education or 

chem istry) on teacher candidate r a t in g s .  Results  o f  th is  study  

revealed two s ig n i f i c a n t  main e f f e c t s ,  as w e ll  as a s ig n i f ic a n t  

in te r a c t io n  e f f e c t .  The younger candidate  was ra ted  h igher than 

the o ld e r  c a n d id a te , chemistry teachers were ra te d  h igher than 

physical education tea ch e rs , and, as candidate  age in creased , the  

ra t in g s  o f  o ld e r  physical education teacher candidates were more 

n e g a t iv e ly  a f fe c te d  than were those o f  the o th e r  th ree  teacher  

candidates . A v a r ie t y  o f  exp lanations were o f fe re d  regard ing  the  

in te r a c t io n  e f f e c t ,  one being th a t  age is  perceived to be a 

g re a te r  l i m i t a t i o n  in  e f f e c t i v e l y  performing the work o f  a 

physical education teacher than in  performing the work o f  a 

chemistry te a c h e r .  Another exp lan ation  o f  t h is  e f f e c t  might be 

th a t  chem istry teachers are simply more scarce , so th a t  the  

enhanced demand f o r  chem istry teachers over n y s i c a l  education  

teachers would have an in h ib i t in g  e f f e c t  on age b ias .

In ana lyz ing  the re s u l ts  o f  t h is  s tudy , Young & Voss ( 1984 ) 

made several recommendations f o r  f u r th e r  researc h . They s ta te d  

th a t  although the e f f e c t  o f  age bias f o r  physical education  

p osit ions

Effects of Age and Position
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was c le a r ly  e v id e n t ,  the re s u l ts  were not as obvious f o r  chemistry  

p o s i t io n s ,  poss ib ly  due to  a c u rre n t  teacher shortage in  th a t  

a re a .  Thus, i t  was recommended th a t  the e f f e c t  o f  age bias be 

explored fo r  o th e r  academic areas . A lso , i t  was suggested th a t  

the e f f e c t  o f  age on s e le c t io n  ra t in g s  might not be as potent in  

the  in te rv ie w  stage o f  the  s e le c t io n  process.

An In te rv ie w  Study 

In l i g h t  o f  the r e le v a n t  l i t e r a t u r e ,  i t  was im portant to 

design a study in v e s t ig a t in g  bias in  s e le c t io n  which: ( 1 ) 

p a r t i c u la r l y  examined the in te rv ie w  stage o f  s e le c t io n ;  ( 2 ) 

m axim ally  c o n tro l le d  s e le c t io n  v a r ia b le s  w h ile  m a in ta in in g  as 

r e a l i s t i c  p rac t ices  as p o s s ib le ;  and ( 3 ) was w e l l - in t e g r a te d  w ith  

r e la te d  studies so th a t  re s u l ts  might have g r e a te r  im p lic a t io n s  

f o r  understanding the dec is ion  making process in  employee 

s e le c t io n .

The purpose o f  th is  study was to exp lo re  f u r t h e r  the e f fe c ts  

o f  age on s e le c t io n  by examining the ra t in g s  o f  te a c h e r  candidates  

(27  o r  43 years o ld )  in  a videotaped in te r v ie w  s e t t i n g .  In  

a d d it io n  to m an ipu la ting  candidate age, an accompanying s e t  o f  

resumes was used to  m anipulate  the type o f  teach ing  pos it ions  

examined— physical education o r soc ia l s tu d ie s .  Physical 

education was used to  determine i f  the age e f f e c t  detected  in  

previous studies would hold w ith  a d i f f e r e n t  s e le c t io n  technique -

9



the in te r v ie w .  The so c ia l  s tud ies  p o s it io n  was chosen as a more 

" n e u tra l"  academic p o s it io n  which d id  not have the high market 

demand o f  chem is try , a p oss ib le  confounding v a r ia b le  o f  the  

p o s i t io n  used in  the Young & Voss study.

Methodology

Procedures and Sample

P a r t ic ip a n ts  in the study consisted o f  graduate  students  

e n ro l le d  in  se lec ted  educational a d m in is tra t io n  c lasses a t  a major 

midwestern u n iv e r s i t y .  Students e n ro l le d  in  these courses were 

seeking c e r t i f i c a t i o n  as school a d m in is tra to rs  o r  were seeking  

advanced degrees in educational a d m in is t ra t io n .  A l l  subjects  

(N=5 6 ) were randomly assigned to  one o f  fo u r  t re a tm en t cond it ion s :

1 ) videotaped in te rv ie w  (27  year  o ld  c a n d id a te ) /p h y s ic a l  
education p o s i t io n ;

2 ) v ideotaped in te rv ie w  (43  year o ld  c a n d id a te ) /p h y s ic a l  
education p o s i t io n ;

3 ) v ideotaped in te rv ie w  (27  ye a r  o ld  c a n d id a te ) /s o c ia l  
s tud ies  p o s i t io n ;  _

4 ) videotaped in te rv ie w  (43  year o ld  c a n d id a te ) /  soc ia l  
s tud ies  p o s i t io n .

Subjects viewed a videotaped in te rv ie w  and rece ived  a packet 

o f  corresponding w r i t te n  m a te r ia ls  which in c lu d ed : ( 1 ) 

in s t r u c t io n s ;  ( 2 ) a p o s it io n  d e s c r ip t io n ;  ( 3 ) a candidate  resume 

w ith  age (27  o r 43 years o ld )  and teacher p rep a ra t io n  (physical  

education o r s o c ia l s tu d ie s )  v a r ie d ;  ( 4 ) a cand idate  ev a lu a t io n  

form; and ( 5 ) respondent b iograp h ica l in fo rm ation  ( i . e .

Effects of Age and Position
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occupation , years o f  experience , age, sex , experience as an 

in te r v ie w e r ,  and experience as an in te r v ie w e e ) .

In s tru m en ta t io n

To t e s t  the e f fe c ts  o f  candidate  age ir, a s im ulated  

in te r v ie w ,  a v ideotape was developed which consisted o f  a b r i e f  

( 6 - 1/2 m inute) p o r t io n  o f  a s e le c t io n  in te r v ie w  o f  a h y p o th e t ica l  

teach er c an d id a te . Although the in te r v ie w  length was s h o r t ,  

research has suggested th a t  in te rv ie w e rs  tend to  make a decis ion  

about a candidate  w ith in  the f i r s t  fo u r  minutes o f  the in te rv ie w  

(S p r in g b e t t ,  1958 ) .  The content c f  the in te rv ie w  s c r ip t  was 

w r i t t e n  to  be c lo s e ly  a ligned w ith  the in fo rm atio n  supp lied  in  

r e la te d  resume s tud ies  and to  be somewhat "generic" in  c o n ten t.

A l l  aspects o f  the in te r v ie w ,  in c lu d in g  candidate  

c h a r a c t e r is t i c s ,  were held constant w ith  the exception o f  the  

cosmetic v a r ia t io n  o f  candidate age (27  o r  43 years o f  a g e ) .  This  

was p oss ib le  by using the same confedera te  candidate in  both 

videotape c o n d it io n s ,  varying the appearance o f  age w ith  

cosm etics, h a i r  c o lo r  and s t y le ,  and d ress . To v e r i f y  th a t  age 

was a p p r o p r ia te ly  represented in  the  v id e o ta p e , a Q -Sort o f  

d i f f e r e n t  cosmetic v a r ia t io n s  in  c a n d id a te 's  age was conducted 

before  developing the in te rv ie w  ta p e .  Subjects p a r t ic ip a t in g  in  

the Q -S o r t ,  (graduate  students in  the u n iv e r s i t y 's  In d u s t r ia l  

R e la t io n s  program ), were given 11 d i f f e r e n t  photographs o f  a

Effects of Age and Position
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female who was to  r o le  p lay  the teach er candidate  in  the  

v ideo tape. Each photograph had a d i f f e r e n t  cosmetic m anipu la tion  

designed to vary the v is u a l perception  o f  age. Subjects were 

asked to rank order the photographs from "youngest" to  "o ld es t"  in  

age and g ive t h e i r  perceptions o f  the  age o f  the female in  each 

photograph.

Results o f  the Q -Sort in d ic a te d  th a t  the "youngest" female  

had a mean age o f  27 and the "o ld e s t"  female had a mean age o f  4 3 . 

The cosmetic m anipu lations f o r  these two photographs were 

subsequently used in  developing the in te r v ie w  videotape.

Candidate resumes were developed which included personal 

d a ta ,  educational background, c e r t i f i c a t i o n  a re a ,  teaching  

experience , e x t r a c u r r ic u la r  ex p erien ce , p ro fess iona l  

o rg a n iz a t io n s ,  community a c t i v i t i e s ,  and fu tu re  am bitions. A l l  

items were held constant w ith  the exception  o f  age (27 or 43 years  

o ld )  and teacher p rep ara t io n  (p h ys ica l education o f  socia l  

s tu d ie s ) .  Resumes fo llow ed  the model used by Young & Voss ( 1984 ) .  

The reported  resume ages (27  o r 43 years  o ld )  were es tab lish ed  

from the mean perceived v isu a l age obta ined in  the Q-Sort a c t i v i t y  

and were a p p ro p r ia te ly  matched to  v ideo tape  co n d it io n s .

A p o s it io n  d e s c r ip t io n  was developed according to the 

recommendations o f  Palmer ( 1971 ) and included an o u t l in e  o f :  the  

general nature o f  the p o s i t io n ,  fe a tu re s  o f  the p o s i t io n ,  and
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des ired  teacher behav io r . The p o s it io n  d e s c r ip t io n  was used to  

s tandard ise  the s u b je c ts ' perception  o f  the p o s it io n  and to  

increase the amount o f  in fo rm atio n  about the jo b ,  a f a c t o r  which 

has been shown to  increase i n t e r r a t e r  r e l i a b i l i t y  and reduce the  

impact o f  i r r e le v a n t  candidate  a t t r ib u t io n s  (Langdale & W e itz ,  

1 9 7 3 ; Wiener & Schneiderman, 1974 ) .

An eva lu a t io n  form developed by Young and A l l is o n  ( 1 9 8 2 ) was 

d is t r ib u te d  to  a l l  subjects  f o r  use in  ra t in g  the cand ida tes .

This e v a lu a t io n  form u t i l i z e d  a fo u r  p o in t  L ik e r t  sca le  to  ra te  

the candidate in  each o f  the fo l lo w in g  areas: ( 1 ) c u r r ic u l a r  

knowledge, ( 2 ) a b i l i t y  to  t ra n s m it  knowledge, ( 3 ) w i l l in g n e s s  to  

c o n t r ib u te ,  ( 4 ) a b i l i t y  to  c re a te  a f r i e n d ly  classroom  

environm ent, ( 5 ) p o te n t ia l  f o r  p ro fess iona l growth, and ( 6 ) 

a b i l i t y  to m ainta in  s tudent d i s c i p l in e .

A composite score ( th e  sum o f  the e q u a l ly  weighted s ix  

candidate  e v a lu a t io n  c r i t e r i a )  was computed f o r  each s u b je c t .  Use 

o f  these composite scores in  previous studies have y ie ld e d  a 

c o e f f ic ie n t  o f  consistency o f  .79  (Young & Voss, 1984 ) ,  and a 

c o e f f i c ie n t  o f  s t a b i l i t y  o f  . 9 3  ( W a l l ic h ,  1984 ) .  The e v a lu a t io n  

form a lso  asked f o r  an o v e ra l l  r a t in g  o f  the candidate  ( 1- 10 ) .  

Subject responses to  t h is  item were used to  v a l id a te  the composite 

score .
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Design

Design o f  the study was a 2x2 f a c t o r i a l  design w ith  age (27 

or 43 years o ld )  and p o s it io n  (p h ys ica l education or so c ia l  

s tu d ies )  being m anipu lated. Results  were analyzed by a 2 -way 

Analysis  o f  Variance (ANOVA), w ith  an alpha le v e l  o f  . 0 5  as the  

designated le v e l  o f  s ig n i f ic a n c e .

Results

To v e r i f y  i f  the v a r ia b le s  o f  age and p o s it io n  were 

a c c u ra te ly  p e rce ived , a m anipu la tion  check was conducted on h a l f  

o f  the study p a r t ic ip a n ts .  Results  in d ic a te d  th a t  100% o f  the  

respondents c o r r e c t ly  reported  the candidate  age given in  t h e i r  

p a r t ic u la r  resume and v ideotape c o n d it io n  (27  o r  43 years o l d ) .  

S im i l a r ly ,  100% o f  the respondents re c e iv in g  the physical  

education teach er resume a c c u ra te ly  re c a l le d  the p o s it io n  

i d e n t i f i e d ,  w h ile  92% o f  the respondents re c e iv in g  the s oc ia l  

stud ies  teach er resume a c c u ra te ly  re c a l le d  the p o s it io n  

i d e n t i f i e d .  T h e re fo re ,  both v a r ia b le  m anipulations (age and 

p o s i t io n )  were considered to  be a p p r o p r ia te ly  perceived by 

respondents.

Computations were performed to  v e r i f y  the r e l i a b i l i t y  and 

v a l i d i t y  o f  the e v a lu a t io n  instrum ent f o r  the study p a r t i c ip a n t s .  

R e l i a b i l i t y  re s u l ts  in d ic a te d  a Cronbach c o e f f ic ie n t  o f  

consistency o f  . 8 0 . V a l i d i t y  was suggested by c o r r e la t in g  the
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composite score with the responses to the overa l l  evaluation item,  

y ie ld in g  a v a l i d i t y  c o e f f i c i e n t  o f  . 7 7 .

Results o f  the two-way Analysis o f  Variance (p . 0 5 ) o f  the 

composite scores from the candidate interview ratings revealed no 

s ig n i f i c a n t  e f f e c t  due to  candidate age,  teaching p o s i t io n ,  or the  

interact ion  o f  age by pos i t ion  (See Table I ) .

[ Insert  Table I about here]

Discussion

These r e su l t s  seem to contradic t those  found in related  

s tud ies  that  examined chronological age o f  teacher candidates.  

S p e c i f i c a l l y ,  both the Young and All i son  ( 1982 ) study and the 

Young & Voss ( 1984 ) study found chronological age o f  teacher  

candidates to have a s ig n i f i c a n t  e f f e c t  on candidate rat ings .  

Further, Young & Voss ( 1984) revealed a s i g n i f i c a n t  

age-by-posi tion in tera c t io n .  There are a number o f  poss ib le  

reasons that the previous age e f f e c t s  on candidate rat ings  did not 

hold true in t h i s  study. F i r s t ,  the strength o f  the age manipu­

la t io n  in both the resume and videotape port ions o f  t h i s  study (27  

and 43 years old) was l e s s  than the strength o f  the age 

manipulation in the two previous resume s tu d ies  (29  and 49 years 

o ld ) .  This r e l a t i v e  reduction in strength or potency o f  the age 

manipulation could well explain the nonsign if icance  o f  the age 

e f f e c t  on candidate ra t in g s .  This p oss ib le  explanation i s  

reenforced by the f a c t  that  the group means for  each o f  the

Effects of Age and Position
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main e f f e c t s ,  though not s t a t i s t i c a l l y  s i g n i f i c a n t ,  were a l l  in 

the d irect ion  predicted from re la tsd  s tudies  ( see  fable I I ) .

[ I n s er t  Table II about here]

Another d if ference  between t h i s  study and rela ted resume 

s tud ies  was the use o f  educational administration graduate 

students as subjects  rather than pract ic ing  school administrators.  

Though g e n e r a l i z a b i l i ty  may be more l im ited ,  many s tudies  have 

suggested that there are no s i g n i f i c a n t  d i f ferences  in the 

patterns o f  candidate evaluat ions  made by students or 

inexperienced raters  and experienced raters  

(Bernstein ,  Hakel, Harlan, 19 7 5 ; Carlson, 1967 ; Carlson, Thayer, 

Mayfield,  & Peterson, 1971 ; Dipboye, Fromkin, & Wiback, 1975 ; 

McGovern, Jones,  & Morris, 1979 ) .

A more c r i t i c a l  d i f ference  between th is  study and the two 

re lated  resume s tud ies  was the introduction o f  a videotaped 

interview in the candidate r a t in g / s e l e c t i o n  process .  There are 

several implications  for  dec is ion making based on the addition o f  

t h i s  fa c e - to - f a ce  component o f  the s e le c t io n  process .

F i r s t ,  there i s  evidence to support the hypothesis that  

decis ion  makers evaluate  candidates d i f f e r e n t l y  a f t e r  interviewing
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them than they evaluate  candidates based soley on paper creden­

t i a l s  (Gorman, Clover,  & Doherty, 1 9 7 8 ; Okanes & T sch irg i ,  1978 ) .  

The impact o f  visual cues on dec is ion  making was i l l u s t r a t e d  by 

Carlson and Mayfield ( 1967 ) when they reported that over h a l f  o f  

the managers in th e ir  s e l e c t io n  study were w i l l in g  to make t h e ir  

decis ion  to hire  or not hire based so ley  on the candidate 's  

photograph.

Washburn and Hakel ( 1973 ) explored the impact o f  v isual and 

verbal cues on candidate rat ings  in an interview s e t t i n g .

Subjects received e i th er  a t r a n sc r ip t  o f  an in terview,  the video 

only o f  the interview, or the actual audiovisual tape o f  the 

interview.  Results indicated th at  visual cues (video only) were 

more important than verbal cues ( t ran scr ip t  only) in accounting  

for  d i f ferences  in candidate r a t in g s .  Further, the combination of  

visual and verbal cues (audiovisual tape) was most important in 

accounting for  d if ferences  in candidate rat ings .  Therefore,  the  

medium by which candidate information was introduced (videotape  

interview plus resume v. resume only) may account for  the  

dif ferences  in candidate rat ings  in t h i s  study as compared to the 

Young & Voss ( 1984 ) and Young and A l l i son  ( 1982 ) resume s t u d ie s .

The introduction o f  a videotaped interview component in the  

study has further implications for  decis ion making because a 

greater amount o f  candidate information was ava i lab le  to  the
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evaluators than was the case with resume s t u d ie s .  Though 

decidedly b r i e f ,  the interview sc r ip t  contained information which 

was more d i r e c t ly  rela ted to the evaluation c r i t e r i a  than the 

stimulus resumes used in previous research. Past research has 

suggested that  evaluators '  s tereotypic  conceptions diminish or are 

altered  as the evaluation o f  a candidate progresses (London &

Hakel, 1974 ) .  A lso ,  candidate evaluations  tend to be more 

accurate on re levant  job dimensions than on more generalized job 

dimensions (Osburn, Timmrick, & Bigby, 1981 ) .  Results from these  

s tudies  would suggest that the amount and relevancy o f  candidate  

information supplied could a l t e r  evaluators '  ratings o f  a 

candidate,  r e s u l t in g  in l e s s  re l iance  on s tereo typ ic  conceptions  

and consequent a t tr ib u t ion s  in dec is ion making.

Therefore, i t  i s  reasonable to expect that  evaluators'  

ratings o f  candidates in the resume s tud ies  may have been strongly  

inf luenced by s tereo typ ic  conceptions o f  age because the resume 

contained l im ited  information on which to base d e c i s io n s .  The 

information presented could a lso  have created a certa in  degree of  

ambiguity for  evaluators  because the resume information mv j  not 

have been as re la ted  to the evaluation c r i t e r i a  as the interview  

s c r ip t .  Consequently, evaluators in the resume s tudies  may have 

re l i e d  on s tereotyping to reduce stimulus ambiguity and to  reach 

closure in dec is ion  making.
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By introducing the videotaped interview information into the 

study,  evaluators had access to a greater var ie ty  and amount o f  

information than was avai lab le  to the evaluators  o f  resumes only.  

Also,  the interview information presented may have been more 

relevant  to the eva luat ive  c r i t e r i a .  Consequently, re l iance  on 

the s a l i e n t  c h a r a c t er i s t i c  o f  candidate age may have become 

unnecessary or diminished in making a t t r ib u t io n s .  The central  

stereotype e f f e c t  (age) on decision making may have been muted by 

the introduction o f  th i s  additional information.

Recommendations

Due to the contradictory nature o f  the r e s u l t s  o f  the e f f e c t  

o f  candidate age on s e le c t io n  ratings in the resume and interview  

stages  o f  s e l e c t i o n ,  the following recommendations for  future  

research are made.

F i r s t ,  i t  i s  recommended that a s im i lar  study be conducted in 

which the videotaped manipulation o f  age i s  stronger or more 

potent that was the case in the present study. I t  i s  suggested  

that a video manipulation o f  age which matches the resume 

manipulation of  age in the previous s tud ies  (2 9  and 49 years old)  

might ver i fy  i f  the lack o f  manipulation s trength  was responsible  

for  the nonsignif icance o f  age in the s e l e c t i o n  ratings found in 

t h i s  study. Another a l tern a t iv e  design could be an age 

manipulation with smaller  in terva ls  ( e . g . ,  2 9 , 3 9 , and 49 years
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old) to ascerta in  i f  age bias occurs only at  s p e c i f i ed  ages or for  

s p e c i f i e d  age in t er v a l s .

A second recommendation i s  that subsequent s tudies  be 

designed to separate the e f f e c t  o f  the interview from other stages  

and procedures in the to ta l  s e l e c t io n  process .  A study 

in v e s t ig a t in g  the the impact o f  age bias on s e l e c t io n  decis ions  

under conditions  o f  varying types and amounts o f  candidate 

information i s  recommended. Manipulations o f  resume information 

( e . g . ,  resume/no resume) in conjunction with manipulations o f  

interview information ( e . g . ,  interview s c r ip t  on ly / in terv iew  video  

only/complete  audiovisual interview tape) could help c l a r i f y  the 

impact o f  the type and amount o f  information in s e le c t io n  

procedures on the perceptua l /a t tr ibut iona l  processes of  

s tereotyp ing .

Another recommendation i s  that future s e l e c t io n  research be 

designed to explore dec is ion making in a r e la t iv e  context  

(mult ip le  competing candidates ra ted ) ,  rather than an absolute  

context  ( s in g le  candidate rated against  a standard).  This 

recommendation i s  made in response to Arvey and Campion's ( 1982) 

recommendation that microanalyt ic  research be pursued, but with 

increased emphasis on r e a l i s t i c  evaluation p r a c t ic e s .  By 

c o l l e c t i n g  evaluat ive  data on mult ip le  candidates in competition 

for  the same job, s e l e c t io n  research would more c l o s e l y  resemble
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actual s e l e c t io n  pract ices  in the f i e l d .  Moreover, the valence of  

candidate c h a r a c t er i s t i c s  ( i . e . ,  age) may be more demonstrable 

under condit ions  o f  r e la t iv e  comparison than under absolute  

condit ions .

A f in a l  reccomendation i s  that more s e le c t io n  research be 

conducted in a var iety  o f  occupational s e t t in g s  ( e . g .  human 

serv ices  and government, as well as business and industry) in 

order to  allow comparision o f  r e s u l t s  across organizational  

c u l tu res .  These comparisons might reveal mediating variables  

which impact on s e le c t io n  d ec is ions  in d i f f e r e n t  organizat ional  

s e t t i n g s  ( e . g .  work type, organizational  and role  expecta t ions ,  

pos i t ion  s tereo types ) .

•n
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TABLE I 

ANALYSIS OF VARIANCE 

Composite Ratings by Candidate Age and Posit ion

SOURCE OF 
VARIATION

SUM OF 
SQUARES DF

MEAN
SQUARE F

SIGNIF 
OF F

Main Effects  
Age .286 1 .286 .0 3 5 .8 5 3
Position 10 .2 8 6 1 1 0 .2 8 6 1 .2 4 7 .269

Interaction .286 i .2 8 6 .035 .8 5 3
Age x Pos i t ion .286 1 .286 .0 3 5 .853

Explained 10 .857 3 3 .6 1 9 .439 .726

Residual 428 .8 5 7 52 8 .2 4 7 .439 .7 2 6

TOTAL 4 3 9 .7 1 4 55 7 .9 9 5

N = 56 p .05
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TABLE II

CELL MEANS

Position

. P . E . ........................

27 y r s .  1 6 .6 4

(N=1 4 ) '
Age -

43 y r s .  1 6 .3 6  j

: (N=14 ) |
: ......................  . ____  ___ I _  ,

1 6 .5 0

Soc.St

1 7 .3 6  

(N=14 )

1 7 .3 6  

(N=14 )

1 7 .3 6

1 7 .0 0

1 6 .8 6
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