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ABSTRACT

As the use of social networking sites increases, so does the use of such
sites to screen pot'ential job app.licants. Although this practice may provide an
employer with valuable information about the applicant, it also provides
information about the applicant that is not available through a typical application
that could be detrimental during the hiring process. While it is iliegal to
discriminate against a job applicant for their age or gender, screening a social
networking site before hiring not only makes these factors salient, but may also
providg information on more justifiable reasons for refusing to hire an applicant.
Tattoos are one such potential reason - the stigma against tattoos leads to
negative perceptions of a tattooed ihdividuai. 'This stigma is especially
detrimental to women, potential due to the fact that tattoos are not stereotypically
bosséssed by women. In addition, tattoos have grown in populérity, particularly
.amoﬁg young people. Thus, tattoos on an older person may be viewed more
negatively than on a younger persbn, as though’th'e older person was attempting
to pass as'younger. The purpoée of this study is to examine how the age,
ge’nder, and tattoo'Stigma affect ’percepfions of a job applicant. | propose, firstly,
that tattooed a'!pplicants‘ will receive more riégati\fe evaluations than non-tattooed
applicants. Néxt; it is ekpected that womeri with tattoos Wi]l be subject to more
negative evaluations than men with tattoos. In addition, | propose that older
women will receive the most negétive evaluations wﬁen they have a tattoo,

pérticularly in comparison with the older men. Results showed that while



posséssion of-a tattco did not have a main effect on e\'la]ué.ticjns, there was a
significant-Gender x Tattoa interactidn on percéptions of the applicant’s ability to
manage and likelihood of being hired; in that tattooed male applicants were given
more positive evaluations compared to tattooed female applicants, while there
was no differences between non-tattooed applicants of either gender. In-addition,
| found a three way interaction between an applicant's age, gen&er, and if they
had a tattoo, in that older women with a tattoo were less likely to be hired when
they possessed a tattoo. These findings not only illustrate another way in which
discrimination against a group may be justified by a controllable stigma, but also
show the negative consequences of showing certain types of information on

social networking sites.
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CHAPTER ONE

LITERATURE REVIEW

Overview
Online 'social networking sites (SNS) are quickly becoming an ubiquitous
part of society not only in the United States, but across the globe. However, the
availability of a person’s personal information - inclﬁding age, gender,
appearance, and marital status - causes congerns related to hiring practices in
employment settings (McGrath & Fulier, 2009). Information available online,
which may not be available through a paper resume or application, can influence
hiring decisions and lead to discrimination. U'nrcontrollable stigimas, such as age
and gender, become more séliérft WH‘en.idokinQ ata person'’s online profile.
While it is not only illegal but also socially unacceptable to discriminate against
job applicanis because of their age (Sf’ éend'ef, the suppression of this bias may
lead to discrimination when there are tﬁar'é “justifiable" reasons. One soéially
j'ustifiéble reason for discrimination would be the presence of a controllable

stigma, such as a tattoo.

‘Social Networking Sites and Hiring Practices
""Social networking sites are an extremely popular way for peopie to
cOmmL'Jhica'te-witH one another and éhéré in'fdrmatioh about themselves.

Fatebook alone has about 15 rhillion users in the United States (Statistics).



Information about a particular person can be searched for using their name as
well as email gddl_‘,esses\qnc.l !océltiqns, which makes this a viable_ source of
information for employers. A poll done by the National Association of Colleges
and Employers found that 26-._9% of employers.have searched for job applicants
on sgéial networking sites (Managing Accounts Payable, 2006). Employers use
social networking sites to evaluate candidates for their ability to.communicate,
likelihood to fit with the- company itself, and evidence of drug or aicchol abuse or

unprofessional behavior (McGrath & Fuller, 2009).

Uncontrollable Stigmas

Unéontrdllqb!e"'stiQ_rﬂés are stigrﬁa:s”that'are not perc’eh)ed to be due to the
stigmatized individual's choice (e.g., age, race, gender, and sometimes ~
disabilities or illneS'Seé)'. Uncontrollable’ stigmas are seen with more bfty and
desire to help than are those that may have been caused by, actioris of e
individual (Weiner, Perry, & Magnué'son, 1988). Many of these categories of
incontrollable stigma are protécted by law. In the United States, the Federai
Equal -E'n‘nployinénf Oppoﬁi;lnity laws prohibit discrimination on thé basis of age,
ace, and sex, as well as disability (United States Federal Equal Opportunity
Committee, 2009).

In addition to legal proh:ibit'ion', it is alst unacceptable to display prejudice
against these uincantrollable stigmas for differing motiQéitioné'; Firstly, one }may

have internal motivation to avoid displaying prejudice because of internalized



. hon-prejudiced beliefs (Plant"& Devine, 1998). By not displaying prejudice, a
person will avoid cognitive dissonance from. acting in a manner opposing.tﬁeir_
egalitarian beliefs. However, even thdse who ‘explicitly. claim to be:
.nonldi's;'crimih'atory may show unconscious,prejudices' underthe right - -
circumstances. As described in the aversive racism model, discriminatory
behavior is more' likely to occur when the situation is ambiguous encugh that the
‘person’s actions cannot be attributed to prejudice (Dovidio & Gaertner, 2000).
This “masking of discrimination” allows the person to avoid be seen negatively by
others for displaying prejudice.

There are also external motivators 1o a;/oid appearing prejudiced, such as
éc‘icial contexts or standards held by peers ('P‘I‘ant & bevihéf 1998). As with
internal motivatioris, prejudice may still be displayed undef certain °
circumstances. The justification-suppression process of discrimination holds that
becau'se}d.ireét‘ly displaying prejudice is scéiéliy ﬁn&cﬁceb'téblié; the individual will
éh'pprésé--'their'-éﬁitl)dés’j however, it will be disp‘layed in;'sitUétiéné where 2
justification can be made (Cfahdéllf 2003, For é‘.{(é'r‘nblé,; a{hy'Wééknéss shoWﬁ by
an 6‘the:wi§e 's.{ro'ng job appﬁcant would brbvide an ac‘ceptable.reaséﬁ 1o nét hire
a stigmatized individual. The same weakness, however, would ot be equally
Weightecg as @ reason to not hire an equally qualified non-stigmatized individual.
Consequén{iy, g'iven two pebplé with the same stren”g'thé and weéknélssés,‘ the
stigmatized individual would Jess likely be:hiréd’ for the weaknéss thah would a

non-stigmatized individual. Research has supported this prediction. When



evglua_ting Black and Whitg.cgllege alpplicants, participanis viewe‘d,ambiguo_usly
qualified Biack applicants iess faifprably thaﬁ White agpiicgnts with the same
gredenﬁa_[g(Hod,s’o_n,_‘ Doy‘idio';,& Gaertnve,r., 2002). The'ju‘s(g of justification to. mask
dis.cr‘?minati'on is also seen when people select between male and female
employees for important tasks, using stereotypical g;ender characteristics or their

beliefs about the preferénces of their superiors to jusfify discrimination against

women (Trentham & Larwood, 1998).

Gender Discrimination

Despite social and legal deterrents, gender discrimination is still a problem
in the Workplace'.- Men are ratéd as more hirable and mdré- promotable than
women with theﬂfsanﬁe' 6'r'edentia|$ ('Marlowé et Nal.,";‘ZOOB)I.: Wb'men are 'a!sb often
relegated to lower positions. Buttner and MbE‘naI!y (1996) found thaf even whén
given the s.émé"crédehtiais, wormen were more likely to be hiréd for sales
g;ositibﬂ's' than accountant positions, whiereas th'e:okjbdéite was seen with men.’
Sifﬁilarly, Zelfrbwitz, '.‘I!'ehéhbaurAn‘,"and Goldstein (1 9'915 found that women are
miore dikely to be hired for subordinate positions rather than leadership positions.
This pattern was again seen in Petit's (2007) research, whiéh found that while
there was not a significant différéjnc'e between young, childless.men and women
for lower-leve! positions, the rﬁen \h;ere"'rnofe likely to blé hired for administrative
work. Discrimination is not seen ‘s"olely.(' in é&mfnis’trétiVe posifibr1‘s. When

comparing positive résponse rates in advertised positions, women are



diseriminated _agéinst not;on'iy for more prestigious positions, but also in jobs
requiring manual labor (Riach & Rich, 1895). In @ddition to problems in hiring, -
women who enter leadership positions are subjedt to the “glass cliff” .
phenomenon - being placed in undesirable positions that:may lead to the woman
leaving the job (Haslam & Ryan, 2008). For example, women are rated as more
suitable compared to men for a Ieadership'position ina Cohpany when itis in
economic decline rather than financially stable. Therefore, although women might
be hired for higher level positions, these positions may not be as advantageous
and hold a greater possibility for failure than do the ones that men tend to get -

hired for.

o .Age"Disé'rimination

" Although certain stigmas, such as disability, ethnicity, gender, and age
are protected from employment discrimination by law, the sdciél unacceéptability
of disérimination is not equally dis;tributed across the stigm'as. Ageisrﬁ is more
justifiable in érhpl'oyrhent contexts than are the other sfignias because the elderly
are commonly seen as inCombetent, tﬁo.ug'h thefe is no concrete evidence
showing a decline of job performance with age (Cuddy & Fiske, 2004). This
stereotype of dec'reased"ability with age is‘, héwé\}er, co'mm:only held and can
justify ageist hiring and employment practices. For example, older people have
harder times getting callbacks when applying for jobs (Lahey, 2006) and receive

fewer positive responses compared to younger people (Gringart & Helmes,.



(PR P

2001).-This effect holdts' even when accounting for vocational training, positive job
-attendance, and the need for health insurance, which might make older workers
‘more expensive. Olderfemployees.ﬁaye_ to.send out more applications to g:et an
interview for a job, and attend more interviews tb achieve employment (Lahey,
2006). When.similar applicz;lnts in their mid-20s a_nd late 30s apply for the same
position, the younger applicants are choSen more often thanl are the older (Petit,
2007). Once hired, older workers who are iﬁ .age discrimiﬁafory workplaces are
more likely to leave their jobs than those who are in non-discriminatory
workplaces (Johnson & Neumark, 2007). Those who leave the ageist job are also
less likely to gain employment afterwards, and when they do, are paid lower
wages than ir;_ey' were given at the prévious job: In fact, after the ages 40-49, the
rét'e df erh'pldyfne'h’t begins decliﬁir{g fbr'both men and Wérﬁen (Slack & Jénéén,
2008), which may indicate not only the departurs of workers from ageist
en({}rbnmehts, but aiso their subsequent difficuity in obtaining new employment,
Cr'aihdal-l’s“"(20'03)'justifii:a'tion-suppféésioﬁ rhodel of disérimination orovides an
explanation for the continuation of ageism.in employment settings. Althougﬁ itis
illegal-to. discriminate against job applicants for their age, ifis easy to “justify.”
The er-ﬁblo',yée :n"la;' be Iaﬁéléd as 'too e'x;viériencéd-’ or ‘overqualified;’ or the job
deered ‘too .'fést-’bac,ed' and théfefore éiven {0 a younriger aﬁ?iicéh’t (McMullin ‘&
.Berger," 200’6’)1 Using these jﬁsiiﬁcafiohs rather than dveﬁ!y stétihg préjudice
agaiinst older workers allows human resource 'manégers;éisc;i”rnin"até withut

appearing to do so.



.One way that "older erﬁp'!o_ymen_t-seekers can combat.ageism is-to engage
in-strategies that hide.their age.".‘ift. is common for older people, :espécially women,
to attempt to, conceal signs of aging (graying hair, skin texture changes, etc)
through the use of dyes, cosmetics, anti-aging products, and even plastic
surgery. However, aithough it may appear that these practices are beneficial by
preventing age-related discrimination, they can actually result Iin greater disliking
for the applicant. People who attempt to appear part of a group that is not their
own can experience social costs for being an ‘impostor’. Indeed, Schoemann and
Branscombe (2010) found that older men and women who attempted to appear
vounger were disliked by younger people more than those who do not attempt to
appear youriger. This effect occurs because of negativé feelings towards one
who is trying;to pass as a member of an in-group (i.e. being young) to which they
do not belong. The findings by Schoemann and Branscombe suggest that

atterpts by people to appear younger may actually increaseé rather than

decrease the prdbability of nega-ti‘\/e outcomes.

"éendered Agieism
- Ag"e and Qéﬁ‘de'r interact to forni “gendered 'ageism,”‘ where worrien suffer
the most from ageist biases due to the cormbination of both fhégativé ageist
stereotypes and riegative gender stereotypes. Older women face
UhdéiéMployi’ﬁén{ (that is, working less hours than desired) mote than do older

fen.(Slack & Jenson, 2008). Duncan and Loretto (2004) found that older women



i
-were more likely:to report age discrimination and-report th'éy experienced less
access, to.promotions or wage inérea‘ses than did men..in addition, the
researchers -also found that the age at 'which'performanée is. perceived to decline
was lower for women than for men. Although protection against age and gender
discrimination is granted by law, it is poséibiq that women who face other
stigrhas, such as being seen as an impoéior (Schoémarin & Branscombe, 2010)

may still face discrimination. This discriminatory treatment might be especially

pronounced if they also have “chosen” stigmas that are not protected by law.

Controllable Stigmas .

Stigmatized individuals who are seen as having br.o'ugiit' the stigma.'upon
themsel‘ve's' through behavioral means are viewed with m'oré anger and less
likability thanare those whose stigmas aré uncoritrollable (W'eiher,'P'errir, &
Magnuséoﬁ', 1988)’.'These respbhse’sllead to lower desire to help stigm'atiZed i
iﬁdiQfduals, and could act as ju-stiﬁéatiori t discriminate p;eople with
uncontrollable stigrﬁaﬁ, such as age of génder. Social n“et\)vo}k'ihg sites providé'
an opportdnity for the activatioh of diécfiminationi bi/ :broviding information abqut
controllable sfigmas‘su'ch as tattoos. A controliable stiérhaﬁiight give reason to
discriminate against someone who alsc has an uncontrollable (and iegally
protected) stigma. Thus, some.thiﬁgdliké a téitoo might lead to fewer job
opportunities for a worrian thain for a man because he would not be subject to the

same lowered evaluation.



. Tattoos,
j_R'esea:rch has shown that the presence of a tattoo on a person influences

the pérception of the person in various ways. Wohirab, Fink, Kappeler, and
Brewer (2009a) found that when cornpared tattooed .}ar’id non-tattooed virtual
humans, those with tattoos were rated higher in thrill'seeking, as having more
sexual partners, and as more susceptible to boredom. Other studies have shown
that visible tattoos and piercings can have a négative effect on how a person is
viewed in the workplace. Miller, McGlashan Nichols, and Eure (2009) found that
people viewed possible work partners with facial tattoos or piercings as less
acceptable for sales position work, or when the benefits of a job, such as tips or
commissions, were to be shared between the two peopls. In addition, Swanger
(2007) found'in a sdrvey of human resofirce manag:érs and réc:fuiters, 87 percént
of them stated that their bomp‘aﬁy would view a person with visible tattoos or
p;iércings négati\}"ely. Perceptions bg'/ the consumer vary depén'ding on the type
of job a tattocéd employee holds. Dean (2010) found that visible tattoos were
deemed as iﬁappfbpriate for those’in Iwhite-collar pos'iti'o'ns.,:bu't apﬁroﬁ:riate for”
those in blie-collar service positions. Respondents rated tattooed workers in
white-collar positions as untrustworthy or unsénitary- Iooki'hg.

" Women in Lpé;rticu.lar seem 'td be jucfgeﬂ more ll'ireg'atl‘vély for Having' tattoos.

Women with tatfoos are seen as less healthif' then those without, théugh tattoos



have the opposite effect for men (Wohlirab, Fink, Kappeler & Brewer;2009b).
Resenhoeft, Villa,-and Wlseman (2008) found that. partlmpants rating a photo of a
woman with a-tattoo rated the woman-as less atiractive, less intelligent, and less
caring than did those rating the same photo without a tattoo. .In addition; Swami
and Furnham (2007) found that drawings of women with tattoos were rated as
less attractive, more promiscuous, and aé having higher alcohol consumption
than those without. Wohlrab et al. (2009b) proposed that tattoos act as a quality
signal for potential mates: for men, they signal health and masculinity, but for
women, they actually decrease perceptions of health while not affecting ratings of.
femininity. |

The recent prevalence of tattoos appears to be due 16 an increasing h
bopt’jlarity among younger peopie. Neérfy a qu'a\rter'of A'm'ericans have at least
one tattoo, with 36% of those aged 18-29 pbésessing a tattoo. However, only '
15% of thosé aged 41-51 years old have a tattoo (Laumann & Derick, 2008).
Whereas currently, the ratés of tattoos among males and fémales are similar
(Pew Research Center, 2007), tattoos have long been & stereotypically male
phenoménon, with increased rates éf ‘tat'tooing among priéoners (Demello, 1993},
gangs (Poljac & Burke, 2008), and military personnel (Laumann & Derick, 2006).
One migiﬁt'éxpébt then that a woman with a tattoo might expefience émployment
discrimination, especially if she is older and seen as trying to appear younger by

engaging in the 'practi(:e of a younger genération.
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| Goalé and Predi;tio_ns
.. aThg goal of my research \};{'ill be to _exami_;e whether gender and age jointly
affect hiring -g:legiﬂsions involving job 'appllican;ts whose social networking site
shows they have a tattoo. With this objéctive in mind, | developed a research
" meth‘od that asks participants to imagine they ére on a hiring committee looking
to hire-a new employee for a specific job. The participants will review the
application of one applicant who responded to the job opening. The application
"will include a copy of the profile page of the applicant that supposedly was
.downloaded by the hiring committee chair from Facebook, a popular social
networking website. The job materials will be the same across applicants. The
picture, however, will vary in whether it dépicts'ha' young-man, young woman,
middle-aged méh, or middle-aged woman, Half the time, the picture will reveal '
that the applicant has a large fattoo on hisiher forearm and half the time there will
be no tatioo present. After réviewing the dpplication and the Facebodk profils,
participants will assess the applicant’s i::foéit’ive traits and ‘;'ﬁiréability.;' S
| propose first, that tattooed ‘applibanté will Feceive more he'b:_atiile ratings
than those W}thalr.lt, following previous reééarbh ‘showing a st|gma against those
with tattoos. Next, | expect that older women will be judged more harshiy for
having 2 tatteo than will “youﬁgér women of inen 6f either age. This ;')red'ilction is
bés&ei‘iblh fhe'i;h‘pdstbl' hypothesis, whiich holds that those who aﬁéhbt to appear
ba‘r‘; ofa Q‘rOijp' that |s not théi_r own Wili E)Qheﬁienc'é' social costs for?b'eir‘ugf an’

mpostor’. Recall, Schoemann and Branscoibe (2010) found that younger

11



people disliked older men and.women who attempted to appear younger.than.|
those who did not attempt-to appéar younger., | efxpect that, similarly, a midbdle-
aged woman with a tattoo'may be seen as trying to apb’ear younger and will be
judged more Earshly than will a similarly tattooed young woman, who is-following
an ag;é-appropriate trend. The young and middle aged men ére not exbected to
show such an effect, as tattoos have been acceptable for men for a much longer
period of time. In addition, because attractive individuals are more likely to
receive a positive hiring evaluation (Marlowe, Schneider, & Nelson, 1996), |
propose that tattooed women will show a decrease in perceived “hireability”
compared to tattooed men because tattoos are thought to make a woman less

attréctive but indicate health and virility in men (Wohlrab et ai’, 2009by).

12



. CHAPTER TWO

. PILOT STUDY

Introduction
To assess the procedure ;md ma{erials, a pilot étudy was conducted at
' ‘California State University, San Bernardino as an iniﬁal test of the materials and
‘hypochesis. The study followed a 2(Gender of Applica’nti male or female) x
2(Age of Applicant: twenties or forties) between-subjects design. The dependent
variables studied were impressioﬁs of the applicant, hireability, and perceived

positive traits.

 Method”
-F'"artiqi‘pants
Participants consisted of 85 female students recruited via California State

University, San Bernardina’s SONA program for extra credit. Or_lcé' participants
signed up for the study - SONA they were directed fo SurveyGizmo, an online
'su’:rv'éy b%égrém'. The median age of the participants wés'éZ years. ThéAsample
was '40%:"EUropéén-American)\f\'lhite,A38.8% Hispanic/Latino, 16.5% African-
Américan/Blaick, and 1.2% each Asian, Native American, Pacific Islander and

Other.



Materials;

| _The materials includéd én i’ﬁ;‘ormed co‘riéenPt (see‘A.ppenc'iix A) and
instructions for the participant with a job description for the position to be filled
(see Appendix B). This description was followed by the screenshot of a
Facebook profile containing the photo of one of four applicants (see Appendix C)
along with the resume of the applicant and a resume summary from the
interviewer (see Appendix D). Foliowing the stimulus materials was a survey that
contained measures assessing the desirability of hiring the applicant, the
manipulations checks, and demographic questions (see Appendix E). The study
materials concluded with a debriefing statement (see Appendix F).

The study instructions informed participants that either Robert (male
applicant coﬁ'd'itidn) or Rebecca (fernale apb[ic-ant conditioﬁ) Smith had applied
for a bank branch manager posiiioﬁ at Wells lférgo. It indicated that the applfcant
had been inferviewed, his/her resume reviewed, and an online search conducted
to find the Facebook p'réfile page shown. A copy of the ﬁage was added to the
app!icant’szfilé aléng with a summary of the reference letters and interview
performance. This file Wéé theﬁ forwarded to the Human Resources department.
The ;Sartiéipént was instructed to review these materials and rate the applicant to
mike a final hiring decision. -

The job’ 'description'describec’i what was looked for in a successful
applicant, such as-g'aining and'rﬁai'ntéinihg the customer base, in.créasing profits

on target, supervising staff, analyzing reports, and working with professional

14



agencies. ‘This information was followed with a description of the working hours
and attire required as well as'-t‘he'skills desired in péiéh:tial.applicants,-such as

- management experience, customer service ability, social-skills, and abilities such
as cooperation and problem solving. -

The Facebook page included a picture of one of four models (young man,
young woman, middle-aged man, or middle-aged woman) wearing a t-shirt in an
advertisement found on Nordstroms.com. Using Adobe Photoshop, the pictures
were manipulated to place the same tattoo on the forearms of each model and to
change the background of each picture to be identical. The resume indicated the
applicant met the requirements posed in the job description, and the resume
sumrnary reinforced this information along with some slightly hegative feedback
(i.e., “applicant was O\iercon'fidéht”).» The first sections of the' survéy containéd
three meastires assessing the desirability of hiring the candidate. The first
measure assessed impressions of the applicant and consisted of 14 items, such
as “This pbteﬁtié‘ll candidate seems 6 be reéponéible” (d%?b‘). The second
measure contained four items measufing the “hireability” of the. candidate, for
example, “l would be willing to discuss future career plans with candidate” (G
=.71). Next wés an eight item measure of positivé traits, such as I thirk the
¢andidate seems to have a good persbnali.ty'" (d =.98). Reéponées to all these
fheasures were on 7—point scales With high scores meaning greafer agreeﬁ"lent
with the statenients preéent'ed. The ifnpression measures were adapted from

Kaiser'and Miller (2001). Participants were then asked how professional or
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unpréfe‘ssiona'l they felt tatto‘ds \ﬁeré in the WOrl<;5la;§e and if they personaily had
any tattoos. This information was included as poténtiai control variables.
Following these variablés‘ werte the manipulation checks asking for t‘hé'gender
and age of the applicant that partitipants had reviewed as well'as suspicion
checizfs asking what they believed was the purpose of the study. The survey
ended with demographics questio-ns. .' |
Procedure |

Participants were given a link to SurveyGizmo to complete the study. After
reading the informed consent, they were directed to a page that provided the
instructions for the study. Following this page, the participants viewed a
description of thé jbb positioh, the Fabebép'k profile page cbn't’a.z'ining a
photograph of the person, the resume, and resume summary. This information
was folloied by the survey, which contained all the measures, manipulation
chécI{s, derhogra;;ch questibﬁs', énd susplmon chebks. After parficipa'rits"'
coniﬁlleted the .Surv:e;théy were provided with'a debriefing statement that

e¥plained the actual purpose of the study.

' Results
~ Data was first screened for failed manipulation ch’éck's: Forty-six
péﬁicipants weére rémoved f’or’seié'cfingj the iﬁcﬁorr’é’ct ége'bfiépplic':érit', for

selecting that the-applicant did not have a tattoo, and/or for choosing the

e
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jncorrgct gen;der of the applicant.."_I'he;,remainipg 39 participa;nts were used for
the datar anal}ysis: | !

o -Therﬁé was. no significant main effect for either. age (young or middle age)
or geﬁder in r'fatings of impressions of applicant, hireability, or positive traits of
applicant. In %dditioh, there was no significant interaction between age of the

applicant aqd gender for hireability or positive traits. However, there was a trend

towards an interaction between agé and gender for impressions of applicants,
~1, 3‘5) = 2.?;4, p=.14, n? =.08. Older women were rated most favorably (M=4.00,
SD=1.72), wHereas older men were ratéd the least favorably (M=2.52, SD=1.23)
compared to older women, young women {M=2.19, SD=1.69) and young men

-(M—S 43, SD‘1 56)

t
* The resuilts of this pilot study reflect the limitations inherent in the study

Discussion

désig’r’. aﬁd 'irﬁﬁlem’éntétion. It has been shown that p"éop'lé of both genders favor
those from their owri gender"grﬁ.u‘p in émployment contexts (Larwood & |
Blackiners, 1§78)" whidh ekplains'\}vhy female participants rated women more
hathy fcr the _|Ob In fact, the moderately large effect size éuggests that this in-
group favorltlam may have driven the oniy S|gn|f|cant effect seen in- the p|lot
study. 'Thc-zréf:cj;re','in this ébn’te‘ﬁct,'the solely female stUdent sampié m‘eiy not reflect
the j:udgm"'ent"é of a broader population. The number of participants removed from

the analyses for not noticing the applicant’s tattoo implies that the student sample

f ?’ ) 3 . , Yo 7,., . .:,.17 . .



uséd, alc:;ng"with the incentives, may-have lead to thoughtless responses. In
addition, the ‘high’ amount-of ,parﬁcipants droppeti‘l due to int;;qrrect answers as to
the age' of the'participant suggests:that the pa.riicu_l_ar,photographs énd social -
_netwg.rliingv..profile used were -ﬁot sufficient to test for a“n effect of age..People
tenpiéd to not accurately identify the age of the middle-éged applicants. .
Furthermore, without a control groﬁp conta‘ining no tattoo, | am unable to
determine what difference the presence of the tattoo has made. A second study

was conducted to correct these limitations.
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CHAPTER THREE

" STUDY TWO

Introduction
To rectify for the lack of accurate age identification in Eiperi'ment 1, the social
networking profile was updated to include age as_well as other non-relevant
information in order to add realism. in addition, the survey was placed online via
Amazon's Mechanical Turk to obtain a more diverse sample of both gender and:
age, and to avoid the limitations of using a stuldent' sample. In order to better
compare the effects of a visible tattoo, a no-tattoo condition was added to the- -

experiment design:

Method

Design and Analysis

S‘;fudy Two ifvais”composed of a2 (Agé df AppliCa‘nt:. y'bdﬁg or middie aged)
x 2 (Tattoo: yés or no) x 2(Applicant gender: male of female) betweén-subjects
desigh.‘:Newf measures of 'pérce;ﬁtions of candidate, 'pfdfeSSiOnai"imaQé; e
c.qualific':a'tion;s, and likelihood of hiring were used that were found to be highly
reliable in two studies conducted l;y Van Campen, Zimmerman, & ‘Ga"réia (2011).
The research was conducted dnﬁfin'é via a link to SUrveyG‘i:zrr‘io..-Data'Was

analyﬁéd Dsing a2x2x2ANOVA.
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Participants -

- .. Participants consisted of 2Q4 U.S. citizené.recru’ited- from the.Amazon
website Mechanical Turk, who were paid 50 cents for their participation. The
sample included 68 men and 110 women, with a median age of 30.00 years (M =
34.69) and a range of 61 years. The participants were primarily White (74.2%)
with 8.4% of the sample being Black, 6.7% Asian, 5.6°/;> Hispanic, 2.2% Native
American, and 2.8% indicating Other for their ethnicity.

Materials

Materials consisted of an updated informed consent (see Appendix G) that
reflected the new sampling method and incentives used in this second study. The
insirucition"s to the participants as well as the job description from the pilot study
were reused in this study. The Facebook profile was chahged to include more
‘inférma_ti-olh about the ‘appiicant‘s :iﬁtereéfs to improv’é realism. The resume and
resume summéry from the pilot study was used 'again f6r this stddy: However,’
new measures were uséd' in the ‘s,urvey;' replacing those used in the pildt.

"The E;édebook' profile, in addition td including non-relevant information
about the appliéént’s interests, included one of eight photographs. These photos
varied on whether they portrayed a female or male applicant, a young or middle-
aged abplicant,'a‘nd an applicant with or without a tattoo. In 'a‘ctuality, the
photographs were all of the same young man, whose image was manipulated
with Phofoshbp CS4 to half the time appear older, be fé'rﬁalé, and to héve a

. tattoo on his/her forearm (sée Appendix H).
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oyt .
_The study itself was cbnducted onlirierthr_qygr’}_Sur\’ieyGizmo, and
qonsi’s‘te;! of three mggsﬂres of'"irfiefsuita,biljty gf ‘the,AappIica_’r‘;t..fqr_ h;re_ (see .
Ap.pe'_ndi‘x H). The first measure,,_lpe‘rcep}tipr}s df the candvidate, po.nsistgqof f_ive
itgr._ijs, for example, f‘ljl_ow compgteqt would yoLl rate the candidate?” (a = .84).
;I'he second measure assessed the q‘ualificationss of the@pplicant and also
containéd five items, such as “How qualified do you feel the candidate is based
on.the‘ir'educ?tional background?” {a = .81). The third measure examined
perceptions of the applicant’s professional image (“To what extent do you believe
the ca”hdida}e will promote positive image in the workplace?” (a = .88). This was
followed by a four-question measure of ability to manage others, for example “To
what extent do you believe s.'hbordi'haté"erﬁployeesvwill 'reépe.étﬂth_é candidate’s
’al.-ltf.l.(.J.i'i.ty?" '(é =88) and a single itern question on recommendation to hife: “How
fikely would yq.u be to recommend ‘hiri'r'ué- the cé;ididaie'?". Thesé items followed
the same 7-point Likert scales used in thé'pi'lbt stlj‘dy',' with ﬁ‘egétivély’ k'eyec‘.i'. iftems
reverse-scored so that high scores indicated friore positive rafings.

N Thésé measures \b)eré foliowed with the same iterns that wefé used in the
Bilot :s.tudy‘ to 'a-s"'s;‘eés: pérceived_ prdfeésioﬁalishﬁ of tattoos in the workplace,
identify whather participants had tattoos, assess effectiveiess of the
ménipﬂélaitiéns',‘ check -fOF’SLiSpi‘Ci.OH, and determine fhé d"emdgréphicéiéf {hé |
sample. Four attention E:hec"kjs' were also included during the survey in“order to
séreen out p‘a;‘ti'cipants who were: not attentive to the"h'\é"c‘é'ri'ahl;‘SUéh as “What

position is the applicant applying for?”.
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Procedure: .

.. The same procedures were followed as ir the pilot study, with
modifications to-the survey design to allow random assignment to each of the

eight conditions. .

Results .

Data Screening -

A total of 331 participants completed this study. The daté was first
examined to determine if all p'articipants met the basic requirements for
par’cipjpation. Twelve participénts were removed for not being citizens of the
United ~'Sfates, and one participant was removed for being under the age of 18
years. Next, 20 participants who had failed the attention chiecks were removed,
as failure of fh,e attention checks indicates a lack 6f'atteﬁtion péid to the stﬁdy.
Participant.éI v.}ho failed two or more of the three manipulation checks were also
remov.e_d from the data (N = 89). Data was then screened for outliers in each of
the dependent variables, which were then removed (N = 5) for a total of 207
particirparit'-‘s in the final data set.

Measures =

All four scales cﬁontainingv' mére than orie item were found fo be reliable
aﬁér’ ah}aliyé_is.'ﬁvith all Cronbach’s as > .81.,-a‘s specified above. Principal |
Components Factor analysis with varimax rotation confirmed that each of the four

multiple item-scales measured a single factor. The zero-order correlations
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among dependent variabies are reported in Appendix |. All means and standard
deviations for measures (by cell)ﬁare reported in Kppendix J

Main Ana]yses .

- Lfirst ass,e:is‘ed’.él(l dependent measures using 2(Participant Gender: Male
versus Female) x 2(Tattoo Présént: Yes or No) x 2 (Appliéant’s Gender: Male or
Female) x 2 (Applicant’s Age: Young or-Middle Aged) analyses of variance
(ANOVA) to assess whether participant gender interacted with the other
independent variables. These analyses produced two significant effects. First,
on the measure of personal characteristics, female participants gave significantly
higher scores overall (M = 30.76, SD ='.32) compared to male participants (M =
29.38, SD = 41), F(1,109) = 7.02. p = .01, h? =.04. Second, for the applicarit's
qﬁalifidéﬁoné, there was a significant differerice in me‘an"ratings such that as
seen'in the 'p'é'rsonal characteristics measure, female participants gave higher
ratings:of an ép'plicant's"qualiﬁcations (M=31.22, SD = .'29) than did imale
participants (M = 29.65, SD'='.37), F(1,199) = 11,19, p’ =001, i? =.06. Given
fﬁe paucity of effects with the inclusion of'participént géhde'r, 1 :collaﬁséd across
this variable iri the main ahalyseé. .

o ‘The 'de|:3e'n'dent“ measures were all éuk;jécféd first 'to-é('Téttoo'Présent: Yes
or No) x 2 (Applicant’s Gender: Male or Female) x 2 (Applicant's Age: Young or
Middle Aged) ANOVASs. Differing degreéé"of freedom éérosé a'nafyses reflects
insta‘ncéé when 'p‘a}ticipéi;ts failed to compieie a'measure. The éignificar;ce level

for all 'ahalyées was set at p < 0‘3 two-tailed. Threé-'way interactions were

23



T v
pe

L S 4
e Sl fag

simplified by spllttmg the data into presence or absence of tattoo and conduct;né
Gender by Age ANOVAs within these two groups of data. Slmple effect analyses
were conducted to examine planned compansons within all two-way mterachons.
I flrst report comparlsons between men and women w'thm each of the Tattoo
condmons then follow with comparisons between those with and without tattoos

Wlthln each gender group.

Ability to manage. The ability to manage measure produced one

significant main effect: a main effect of applicant gender, (1, 198) =4.82, p =
.03, n?=.02. Female applicants overall were seen as having lower ability to
manage (M = 20.95, SD = .44) than were male applicants (M = 22.24, SD = .39)
th.ocgh this main e.ffect‘cnly explainec. a émall proportion of ine' variance; There -
Wae neither a sig'nfﬁcant'main effect for tattoo statue, 'F'(‘I' , 1'99) = 141, p = 77, or
age on the applicant's ability to manage, F(1, 199) = .69, p = .84.

 The an'aily"'s'es also produced a Tattoo Gender inte’rat;tibon',' F(‘l, 199) =
8.:5_4; p = 01, n?=.04. Comparing tattoded applicants by gender, male applicants
had significantly .highef ratings on their ability to manage (M = 23.00, SD = 3.25)
than did female applicants (M = 2033, SD = 5.00), (1, 203) = 11.85, p = .001,
n*s .06. No differénces e'mergéd ‘when ccmbaring"’non-tattcoed Yn'lale:and female
appni{ants;‘f:'(ﬁ,, 203) = .09, p'= .77. For male applicants, having a fattoo led to
marginally mofe'positiv'e ratings of their managerment abiliiés compared to miale
applicants without a tattoo (M = 21.48, SD = :.6'0), F(, 2035 =373,p =".06, r-]-é:'

.02. There was also a ma'rg'inaliy significant difference When c"omparing female



appllcants W|th (M 20. 33 SD OO) and wrthout (M 21 72, SD 4 40) a
tattoo 1, 203) = 2 68 p -'10 n’= 01 sueh that wornen wrth a tattoo tended to
be percerved as hdvmg less abrhty to manage than drd women W|thout a tattoo

The analysea also revealed a srgnlfrcant Tattoo X Age rnteractlon F(1
199) = 5.44, p = .02, n’= .03. Decomposmg thls lnteractlon produced only one
marginally significant effect. Young applicants with é tattoo (M = 22.29, SD =
4.05) did not differ on ability to manage rrom their age-group counterparts without
a tattoo (M = 21.08, SD = 4.49), F(1, 203) = 2.39, p = .10, n*= .01. In addition,
 male applicants. with a tattoo did not differ on ability to manage from male
applicants without a tattoo, F(1, 203) = .89, p = .35. For the middle-aged
épplic‘ants,ltherewes no significant difference between th'ese with and without a
tattee, 15(1, 203) = 1.36, p= 25 'The. two—wey Gender x Age and three-way
Tattoo x Gender X Age |nteract|on Wwere hon- S|gn|f|cant F( 199) =1 683, p= 20
and F(1, 199) = 1.10, p = .30, respectively. =~ = o

'Perceptions of professional image. There was a marginally significant

" main effect for‘poéses"sivon'of a tattoo, F(1 ,:1 99)="3.2'0,‘;') =.08,-' 1% =.02: Tetteoed
epp1icents dv'era'il'were given lower ratings on prdfeseione| image (M = 23."86,'SD
= 48) than were rion-tattooed applicants (M = 25.14, SD = '.;lS). The pefceptions
of ’rhe ép‘plicanf’é e'rofessidna! image showed a.'significent main effect for the
epplieént's'gender, F('1r,1‘99)=5.2§,'.p=.02, n2'=.03.'A's'see‘n in the ability to
n1éinege"resdlte, female applic'ants r'ec‘:ei\‘fehd more'negative evaluations &f their .

riofessional fmage'(M' = 23.67, SD = .53) compared to the miale applicants (M =
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25:3é,__SD = 48) Thére wter_é rtqpthe;r‘%igni‘fi‘oéﬁt geffecté,la!i Fs < '1..9,9 and ps >
16. - ) T e ", '
| ‘These twé mam effecto show:;ed é SIgmflcant Gﬂnder”x Tat‘oo mteractlon
(1 199) 770 p" 01 n = 04 Co*nparnng tattooed apphcants by gender male
apphcants had S|gn|f|cant!y hlgher ratings-on thelr professuenal lmage (M = 25 69,
SD = 4.72) than did female tattooed appllﬂcants (M=22.31,50 =‘-5.20). F(1,203)
= 1‘2-.98, p< .061, n= 12 There were no sigrltiﬁcattwt differences found when
- comparing non-tattooed male and female app[‘ic':antel‘,, F(1,203)= 11, p= .72 0r
when .comparing-male applicants with and without a tattoo, (1, 203) = .59, p =
45, For female-applicants, having a tattoo led to more negative ratings of their
professional image compared to fefnale applicants without atatioo (M = 25.34,
SD = 5.12.),].F(.1 , 203).= 8.61, p = .004, n’= .04.

Personal characteristics. Theré were no significant main effects for the

épbllilc‘:'a'tnt’s tattcib.'status, gend'etf: or ége' én iFétings_of'thé' ab“pliéént’gibets'ohal
'éhatactéf'isfftit;é, all Fs <1, ps > 38! There was, ‘however, a significant 'T.at'toé.;x
éé‘naér‘.lir}tterar‘:tidn' on ratings' of the ébpliCaht'é béréonai chéir;c?teti'sttt:s, '
F(1.199)= 5.12, p = 03, n? =.03. Ther& was only one marginally significant
coriparison. ‘Male tattooed spplicarts had marginally more positive ratings of
their pe"fsoh"lél" characteristics ‘(M"‘:éd;?Q, SD = .44)'"ci'jrrt,pared ttgili‘rﬁé,lé ab:bliéants
without a tattoo (V1 = 29.64, SD =51}, F(1,203) = 3.62, p'="08, n? =.02. Thete
Wwere no significant differences fotind \")‘v'héh'c;ontra'St‘iﬁg fetnéié applicants with

and without é'tétt'ob,‘ F(*l , 203)' =172, ,O= .19, when comparing non-tattooed
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male.and female-applicants, F(1, 203) = 2.21, p = .14, nor-when comparing.-
tattooed ,_m,agg applicants.to tettoeed f_eme‘le ;_epplicants,.‘.E( 1,203).=2.42, p= .12.

- No significant Tattoo x Age or:Gender x Ageinteractions were:seen, .
F(1,199) = 1.09,.p = .30 and (1,199) = .29,- p = .67, respectively.

. Applicant qualifications.: There-were no significant effects on applicant -

qualifications for the applicant's tattoo sfatus, gender, or-age; nor were there any
significant interactions between the three independent variables, all Fs < 2.07, ps
> .15.

Likelihood to hire. There was a marginally significant main effect for the

applicant's gender on' ratings of iikeliheod to hire, F(1,199)=2.93, p =.09, n? =.02.
Fernale applicants feceived lower likalihood to hire (M = 5.63,'SD = 12)
conipared 6 male applicants (M= 5.90, 8D = .11). No significant main effect was
found for the applicant's age or the presence of a tattoo, both Fs < 1, pé > .05.
" The miain effect of gender was qualified by a sigﬁifi.bai:'ft"i’nferaction )
"be'tweehl-"t;he 'é;;p']ipéﬁt's gender arid possession of a tatios, £(1,199)=8.16.-p=.01,
e é.'g&.‘i'-'brftéttééea"éppli'éam"s, men received more positive ratings (M= 6.06,
SD = 1:00) thari did comparable-wsmen (M =5.41, SD = 1.31), F(1,203) = 9.18,
p = 003, n? =.04. There was no significant differences between non-tattooed
appllcants of elther gender F(1 ?03) = 16 p'= 69" The differénce between

tattooed and non-tattooed male appl:cants was also non-&gmﬂcant F(‘I 203)

208 p'= 1 5. Female applicants without a tattoo, however, received-marginally
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higher-ratings of likelihood to hire (ﬂ:/z,=,.5.,84,=SD =-1".-2-'-4) compared fo.female
- applicants with a tattoo (M = 5.41,'SD = 1,31), /(1,203)=3.31, p=.07, i?.=.02.
.The-analyses also-revealed an Age.x Tattoo in_teraption, F(1,199).=.5.44,

p= .02, n? =.03. The tattooed young applicants received marginaily higher .

. - likeiihood torhire (M = 5.94, SD = 1.18) than did tattooed middie-aged applicants

(M=5.57, SD = 1.39), F(1, 203) = 2.90, p = .09, n? =.01. There was no
significant difference between young applicants with or without a tattoo, F(1,203)
= 1.30, p = .26, b"etween middle-aged applicants with or withcut a tattoo, F(1,
203) = 2.06, p = .15, or between young applicants without a tattoo and middle-
aged applicants without a tattoo, F(1, 203) = .88, p = .35. |

As seén in Appendix K, both the .t\/\ié.-w-a.y interactions ware qu’éiifiéd by a
. significant three-way interaction between the aﬁblica‘nt's‘égje_, géhaéi, and’
posSes.sié.n of a tatfoo, F(1,199)'= 5.13, p = .03, ='.63._ | After';\splittirid’thé‘ data
by présence versus absén‘cé of a tattoo, | rah two Géﬁder'théé'ANQV‘As.

" For non_-tattooéd applicants, there wasv no sigﬁificant‘_illité'ré'aétion between
age (.iiou_né or middlé-aged)";'aﬁd éehdér,' FQ, '8"7) = 117, p = .33. For tattooed
ép'plidéﬁté, fhoWeVér‘, there was a marginally significant interaction between age
and gander, F(1,112) = 5.53p'= 1001, n? =13 | then dedomposed this
interaction éﬁ'd:exémined"fh‘e simple effécts first within gerider then within age.

T ,Cdrhpérli}nhg_:;f;rithih the taﬁb6 6oﬁdifibn,«thé onth‘ female applicant has
significantly greater likelihood to hire (M ='5.74, SD = 1.06) than the middle-aged

female applicant, (M = 4.9, SD = 1.52), F(1.112)'= 11.66, 6 = .001, i? =.0. In



.adqi‘tiqﬁ‘,‘? the middle-aged m,ak;e appiicant al_so{.}jas signifigaﬁtly greater. likelinood
to hire"(M = 6.00, SD= 1.1.3).—.tv_ha;1' thg.middle—agéd.femalé app,licgpt,;ﬁ(.iﬁ 12) =
6.—§3, p=.01 ,,ﬁqz =.06. There is no significant-differences. between the young ‘gnd
middl‘é-aged_.male applicants, F(1 A7 2) = .18, p = .67, nor between the young

applicants of either gender, F(1,112) = 1.82, p = .18.

29



[
;z‘h’

CHAPTER FOUR

A,

DISCUSSION

The purpose of the current research was to analfze the interaction

between age, gender, and possession of a tattoo, and how these factors
influence perceptions of_ a jdb apblicant‘ whose Facebook [;)rofile is viewed during
the hiring process. It was hypothesized that polssession‘ of a tattoo would lead to
negative perceptions of the individual, regardless of age or gender. This
hypothesis was not supported by the results - although the pattern of results did
follow the predicted pattern a marginal!y'sig.nif‘icant effect was seen only for
perceptions of professional image. )It was also hypothesized that tattoo
possession would affect men and wn;rr;eﬁ differently, and this prediction was
supported. For measures of the applicant’s professional image, ability to
manage, personal characteristics, and the likelihcod of hiring, women réceived
more Regative ratings when tﬁe{/ had & tattoo compared to when théy““d"id not,
whereas tattosed men éctﬁélly received more positive réting's };o}npar'ed t6 men’
without 4 taitoo. ~- -

o Thé‘tbre'd'i:clted three-way interaction between age, gender, and tattoo
status was also seen, but ohli! for the I"ik'eii»hood to Hire measure. Middle-aged
Worhen with ‘a tattoo réceived thé lowest evaiuations of likelihodd to hite
cb_"ﬁ'{baréd to n1idair‘e'-'agefdlwﬁc)mén Witho'ut é.tattl’:)g,. yo"u'ﬁg"'wonﬁ'én with a tattoo,

ahd middie-sged men with a tattoo. For nen-tatiooed applicants, no significant
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dlfferences in means were fo.md among the four Aqe X Gender COI'IdItIOﬂS The
iack of d[fferences here suggests that Wlthout a tattoo there IS No dlscrlmlnatlon
seen towards women or o der appllcants '-ollowmg the Justrfluatlon—suppresslon

model \Vrandail 2003) and the averswe ra0|sm model (Dovrdto & Gaertner

‘rl ‘.\

2003) th;s is t0 be expected if sex|st and agelst bellefs are bemg suppressed
from expression when there is no unprotected or controllable stigma present (for
- example, a tattoo) to justify discrimination. However, for tattooed applicants,
diﬁerences are seen among the four conditions. For the e‘bility to manage,
professional image, and likelihood to hire measures, the middle-aged woman
received the lowest evaluations. Although this set of findings is only significant in
the Iikelih’eod to hire, fhe means for the ot_her'.t\}vo ieasures follows the sarne |
pattern. The lack of discrimination in the likelihood to hire a joung woman with a
tattoo indicates that thé discrimination agairist the wornen with tattcos in the -
gurient “stdey Was largely driven by the woman'’s age; that is, '.thellowered
likelihood 10 Hiré the worhan was primarity ‘due’to rhore negative percéptions of
the middle—eged,'tettdeed'dean. Theretore; g'ender discrimination was not
jiistified by the presence of a tattco: father, it was gendered ageism that was
present; and this digcrimination was just'ifted by thé presénce of a controllable,
urtprqtécteq s‘tigma - the tatioo. The"s'irhiiarit“y in the means a‘rhohg allthe”
coniditions oth’et than the tattooed rhiddie—eéed woman condition furthér supports
thtslclaim. 'Thé, tattoo 'mig ht riot h:e:v.e.justi.fied discrimination e'ctrbss' bbth"'g"rbups

because it was not seen as a stigma in the young woman. Tattoos are currently
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popngr among Western ypurjgljlqdqlts; thgs, itis normatjye,fg_r--.q yoqng-'Arrierican
woman to have a taftoo. A_mi(.jdféagied_woman ji_s not likely.to be:seen as .
'belonging‘with,in. thg group to whiéh the trep‘q applies. ,Ré;her’,_ she is part c.)f an
age _g';ro_“qp where ‘.tatt_ops-a_re uncommon in women (Laumann -&P‘el:_ipk_{ 2006) ,
This stigma can than pfbvide justification to discriminaie against a woman who
both is. middle-aged and has a tattoo.

Another explanation for the findings for likelihood to hire (and the pattern
of findings for ability to manage and professional image) is that a-person who
appear to be trying to pass as a member of group tc which. they do not belong
are subject to more negative evaluations, as proposed by Schoemann and
Branscombé {201 0). Tattoos, as a yﬁuth trend, could éigﬁal an attempt to pass’
as being younger, especialily by lﬁi'd'dleléged women because acceptance of
\}vé:'{me‘n With tattoos rhight be limitéd to those who are young enoiigh to be saen
as Ieg:tlmately part of the new trend. Becausé tattoos are a stnreotyplcally male
phénomenon: (Dem'él!o 19’9 - Laurhann & Derick, 2006; Poljac & Burke: 2008)
nﬁidd le- aged men are unllkely to be similariy be perceived as “passing.” My
findings th'a.t'égé '().nly'éiffécted ratings ‘of the female but riot male applicaﬁt-Wiih a
tattoo are consistant with the possibility that middle-aged worfien feceived lower
likelihood of hiring ratings because they were seen as “imposters” trying to pass
as Béihg 'Yoﬁngér.'l ' .

: '“'F‘\"atings Sf the abplidant'é QU'aIificafidﬁé' and 'perééharl characteristics did

riot differ diilé to the presence of a tattoo, age, of gender. As all eighit conditions



-"‘U"s'edEthe"fs’é'm"e’{béckground héétériels-for"the'iia'ppﬁi'cant i"c”c”ah.‘be"ei(pecfed that
ratifigs én thesetwo measures \;;culd not differ oetween conditions. Past
résearch on the shifting.standards modei-shows that ste:teotype's and *
di"s'cr"irﬁin'a'tifbn*tehde.,to be less evident in-subjective ratings '(e.-g.,-;ét'ihgs}qf E
-qualifications) of individuals rather than in the distribution of objective outcomes
(e.g.. if the individual will be hired) (Biemat, 2003). This is potentially due to'lower -
minimum -stendards for wor;len eofhﬁafed to'men, Fe;' example, when evaluating
-job candidates, peeple are willing to give: equal (or even more) positive
performance rat:ngs of a woman relative to a man. They are, however, likely to
give the same woman a lower recommendation to be hired and suggest.a lower
’éf'ei"‘riing;;Wai:;e'-fof"heé’ than her male counterpait, as the sUbjective'..rLafiﬁ'g' of her
_pérformance is relative to other women -and not a beﬁNee{i:gendei comparison.
The Taick of gefdet differerices in qualifications and personal characteristics could
;Sdtehiiéliy%u&;ge.ét,~£ﬁ'at whilé discrimination against women might Be‘éx;éoted
because these two measures aré sub;ective judgments tha‘ de not FQQJIFE cr oss—
grour; comparlson dlscrlmlnatlon is ﬁot seen -~ |
Previous literature on tattoo stigma suggests that tattdoed abbﬁlic‘ari’t‘s'

shouldrecewe n'eéetive eVaIuéti"c’iﬁé; :Ho.\-}\iéVei’;’ this outcome was not fbund;iirg] this
=b‘éir':tiél:ll’a{r‘-s”tﬂd§i;-F"t‘:irgefxerﬁble; racent stiidies have found that tattoos are
erceived negatively by hmng managers (Swanger, 2007) and for thosé-in

higher-lsvet positions (Dean; 2010). “Although for the profegsional image

‘neasure.d trend was seén in the direction of the previous reséarch, this was not
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the case for the other measures. THe lack of an effect in this study could be
explained by the nature of the sé}np_le, which cor.fsisted of untrained Internet
workers-tather than hiring-managers or people in higher-level positions. Hiring
ma‘nééers:may be more. sensitive to stereotypes against tattooed workers and -
how these steréﬁtypes may negatively impact perceptions of their company.
Another difference between the current and past research could involve how the
information was presented. For exampie, the Dean (2010} study invoived
partici'bants rating hypothetical scenarios from text, rather than viewing images
then judging the person. Perhaps when physically seeing the whole person, the
presence of a tattoo can actually have less effect on peopie’s judgments than
when réadingi ‘aboit its presence, which would put focus on‘only that ph'yéiéa}
'éépébt'of'thé individual. Moreover, Dean (2010) argues that in order to neégie
the .ébt'iiia'fi‘oh of negative tattoo stefeotypes, tattooed employees shouid p;o-vide
ber'sc};al info‘fh;tion'é'é well as positive perfdfrﬁance information. The inclusion
6f a‘ résume, référ.encés,.ahd‘pers'éhal ih"rerésté in th‘é iféce“'ééo‘k brofiié in this
study may have done just tha;f; preventing activation of énnégati've'tét.ttjb
;sfereo{ype. o |

' .“‘Thi‘s -sttidi/"contradi;cté prévibtfs studies sho‘.wirig'ﬁi:ring discrimination
aig'airisgiwomeﬁ"‘in general (Butther & MEEnally, 1996 Betit, 2007; Zebrowits,
Tenenbaum, & Goldstein, 1991). Althiough | found a main effect of gender for
some rhéééurés, these findings wei'é'n:lostly due to the negati{/:e svaluation of the

fiddle-aged woman with a tattoo. Not only was there not a general effect of
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q,is:c_riminqtio‘n against all female appiicaticns, the same t.at,toéﬂ,did not act as
juwstifiggtion'_\to discriminate ééginst th‘e'_‘)lfpun(ger wonia"‘r{f". .The lack of gr;jnde_r
discrimina?ion in my study-is possibly dg_e. to the job pos'it‘ipn used. There.has .
been some re{segrph showing that woman are in fact ‘no!t. discriminated against for
Io.wer leve! management positions,; rather, =it is the more prestigious positions that
they are now being discriminated against - the glass ceiling effect (Hoobler,
Lemon, & Wayne, 2011).

In addition to negative reactions due to gendered ageism or the
perceptions of passing, the outcomes for likelihood to hire and the similar pattern
seen in ability to manage as well as professional image could also be explained
by resaarch conceérning theé effects of atiractiveness and stereotypicality - how
individuals f|t the”ste're'btypes'of their group. The presence of a attoo has been
sHowri to decreasé the attractivehéés 6f women (SWami:; 2007; WoHIrab »et él'.,
20095) but does not have a negative in;lpact on men (Wohlfé'b, 2009b). More °
attractive candidates are preférred across genders; however, ‘attractive mén
receive the'i;nc‘)st'pi'eference.in H.iring'de'cisioﬁs.‘ Wheréa:s'Ar'n'o.re‘exp;ariénc'ed
managefé show less Qénder bias, unattractive women have a disadvantage in
hiring suitability compared to aftractive women as well as to sither leve! of
at'tractixgié'n'ess\ ih men ﬁMafloWe, Slchne.ide:r, & Nelson, ;1'9'96”).7'The re’sUitS r'hight
indicateé that for y;)t-inger‘worr';éhz, a tattoo - even a large ohe - does not have a
significant effect on attractiveness, but it will have an effe;:'t' for middle-aged

women. The four base photographs used in this study were all the same person,
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with. age and gender ma'npul'ated so it can be presumee that the attracuveness
for each condmon was roughly equa! i-’owever a Ilrnltatlon to thls study is ’the |
exeiusmn of an lnmal attractnveness ratlng of the four base photographs besore

_‘data collectlon ‘

One caveat to the limitation ,abeve is the qut that ege also has an effect
on altractiveness. Older faces are rated,‘,a;s less attractive than are vounger faces
(McLelian & McKelvie, 1993). There is a difference by gender: the decline in
attractiveness is greater in older women than it is in older men (McLellan &
McKelvig, 1'993). It is possible that, no matter what, the older woman wouid be
seen as less-attractive than the-older man and either of the younger applicants.
'OAl.d‘fer-' women; then, are subject to ‘r?nui%iele factors .iheluaing.'deéreeeed
‘at'trécﬁ':\'/.eheséhdue to the presende of a tattoo (\Nohlfe'ﬁ of al., 2009b) and their
age -(‘MELeIIe'n & MaKelvie, 1993). It could b’e‘,éipet;ted: that _yoﬁ'ng‘er women wil
begubjeet'.ﬁe Eiec,,reased attractiveness due to the presence of a tattoo; however,
thie was nof feflected in the results. It is.possible that the 1pre\feilerice of tattoos
amaeng young adults may ‘r'iega;t‘e‘tﬁ'e effects on affractiveness for the yatinger
Wemaﬁ; whereas this Wo'uld“hof occur f"er';the older woman.

" Sterestypicality might Also explain the finding if the current study showing
E!niee‘r’ihﬁiﬁatli'd‘n‘ 'againet the older woman with a taftoo. u"i'yle‘r and McCulloiigh -
(20089} found th’"et‘3§;/6men whose résumes indicate ﬁorif—siereo.typ‘iceI'?%f'aitle tend to
e evaliated more. negatively by men. Assertive iales were Fiost Ii'keﬁy to be

hired: whereas, assertive females are the least (Buttner & McEnally, 1996):
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Moreover, it has been f9uﬁa thgi botﬁ men and 'yi_/omen:\q/ho do not cenform to |
their .g'énderhnvgrfns‘ are seer.1 n'eg"atjve]y, _with,_fowjér eyafiggtioqs and pe;peyﬁtions
gf_lqweréd Hi_ental health comgaredi_t.c_) those who do qon;brr‘.j i(_é:p_gtr_iqh_, »
Feinstei’n',. Kidder, Marecek, & Pascale, 1975). Having non-.étgreotypical gender
traité oftelﬁ results in negative evaluations across géhders, which can reduce the
appearance of suitability for a particular job. Tattoos are more’common among
stereotypically male groups (Demello, 1993; Laumann & Derick, 2006; Foljac &
Burke, 2008), which makes tattooed women counter-stereotypical; in addition,
tattoos more common among young adults (Laumann & Derick, 2008), making
middie-aged people with tattoos also counter-stereotypical. Middle-aged tattooed
woren could then be perceived as rébeiling aéains’t not 6ne,’but'tfwo' |
stereotypes, causing more negative evaluations than those who are Gouriter-
éter’eotypical to only one daitegory. The lack of negative éffé;:té seen for the -
tattooed youHQTWOmén could Be éx;dlainéa by the prévaiende of tattoos afong
yolirig' people of both genders: it is no longer counter-stereotypical for a young °
wanian fo have'a téﬁbo, therefore, no effect was seen’ .

" In sum; the resdilts of this é{uay could be explainéd from a combination of
effects due to age, gender, and présence of 4 tattoo. That is: the older woman
with & tattoo could be subject to ore negative évaluations due 6 decredsed *
attractivenass and counte stéreotypicality because of bioth her 'égé and the
tattos. These two possibilities would iead fo be exblored more fully in future

studies to determine specifically what effect attractiveness and counter--
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stgreoty'picali;tys pl_‘lay‘_i‘n ,discrim_i‘natio;n' _ag,aviné.t mig_idie,-_agedﬁwg_mgn, \yijth:, ta"tto__o_s. It

R .

is. pg:-.}giblg that the up,r'gls_ence.‘of:,éf -tz.a_lt,t‘gc_» 1'eadé to l_dep[ea'e:ed- eya!,ugtioqs caused
,b,.y_ au‘dLeg:reg_gga in attractiveness-as .\{,ve];!‘ as a‘lpg'rc"ejeptiqn“QfAcounte\r- S,
steredtypicality. - .

';Z‘.ﬂﬁThere are several possible limitations to the interpretation of my r,es'u,lté‘.
This study would be better performed by:using actual hirﬂi'ng' managers rather
than Internet workers for participants: Indeed, past research shows that those
with hiring experignce tend to be less biased in terms of both attractiveness
(Marlowe, Schneider, & Nelson, 1996) and gender (Duehr & Bono, 2006)
compared to student samples. Therefore, the expected outc_omés of this study
may hbt'aééﬁ’rafévi'y" reflect real-world hifing practrcesasthe less experienced
sample liksly showed more extréme biases than would have human resotirce
per‘hsb?i'hél’ du;r"ih.g'_'én" actual hiring :pr'obééé‘. This study is also limited by the self-
féhiélec':fe-di nature of the barticipants.u only participants with access to the Internet
and a I\;iebﬁar;"i'cal'TUr'k account could participate in this study. Because of this,
myh 'slémp.!.e may also not indicate the extent td which dge, gender, and tattoo
étiérjn‘a interact to affect the I";iring'j ju‘dgr'né'nts_ of fl'[osé‘Wifh ower é'ocided'dﬁ't;m’ic
Sfafus Whio;\;j'\"lauld hbt- p‘bsis'eésva‘cbir'ﬁputéf"orI'nt‘e'rr‘levt a'écéés. fnl:édditioh, the
Iejfge'éhwoﬁ'hf of paﬁicipéﬁt's‘Whoﬁ failed two or mare rﬁéhipu:la’{ibnibhécl{lé‘ reflects
a limitation of thie Sample and/or procédures used. Downs ét al. (2009) found that
36.94% of Methanical Turk workers do not piovide thoughtiul, atteniive answers

whilé completing a task, and proposes @ screening method to reduice the
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percentage-of inattentive workers. The preseiice of various mampulatio'l and
aifehtiQn'—chééks—in this 'Stleyfme\ry ‘have simply screened- out these;mattentwe
workers.” - L% j . |
The results of this study previde ‘insights: h(;t only into how tattoos méy
differentially- affect job appiic;mts depending upon their géﬁder and age, but also
provides support for the justification mod'é! of discrimination in relation to
controflable versus uncontroliable stigmas. A practical implication of this study is
~ the influence a social networking page may have on hiring decisions. Whereas it
. is known that companies are increasingly screening job applicants usihg social
' net\Norklng sites, my research iilustrates Dotentlaliy negative consequences for
"fhe appllcant ‘With thts mformatlo-1 |t wouild be wise to advise people partlcularly
older women, to be cautlous of what is posted on their proflles ‘even |f itis
snmply a picture of a new tattoo.

Further 'i’ri"\}és"tigaﬁdn is nesded to determine more L',;Oncll.lsive"!y what role
attracfiveness pldys in’the"disbléyf'éf‘stignié against tattooed job applicants. in
addition, the role of stereotypicality can be investigated more théfoug'hfy by
examining the effects caused by the type of job one is applyi'hg for, of the rater's
berceﬁtibhs of“ééndér sterebtyb’es and tattoo éiigrha. TIS'tegt'héw béihé lviéWe"("i.'
&s an fmpSSfor'fhay havé had an effect, a direct measure of this could be added
in future studies. In addition, as women riay not endure s much dié‘t.:rir'ﬁi'nétib‘n
ih'midd!éimanagemént po‘éitiénné,‘dsi'ng a higher-lévei‘:pé‘svii‘ibh'rﬁéy shdwgéndé-r'
discrimination. in the présence of a tattoo; as well as 'ge-ahdéréa ageism. Other
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future difections could examine if afid when attoo stigma may. negatively impact
~ men (for example, contrasting a blue collar‘position with a highly professjonal

- one) or how the location and size of a tattoo may‘a_ffectperceptions, based.on its
pé,;rc’ei\'fed masculinity or femininity.. To conclude, more work is needed to |
unde?stand how the visibility of tatioos on soéial networking sites might affect
employment opportunities for middle-aged wofnen, as welll as other gfoups of

- people.
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INFORMED CONSENT

41



.
)

25
b3

P
pE AN

"1 informed Consent .’ \

You are invited to participate in-a study designed to invéstigate possible hiring
techniques used by potential employers. This study is being conducted by-
students from Psych 434 as part of their course requirements under the
supervision of. Dr. Donna Garcia, Assistéﬁt Professor of Psychology, at California
State University, San Bernardino. The Department of Psychology Institutional
Review Board Sub-committee of California State University, San Bernardino, has
approved this study and a copy of the cfficial Psychology IRB stamp of approval
should appear on this consent form.

PURPOSE: The purpose of this study is to investigate recent hiring practices
by employers in which they Iook: at potéhtial employee's social network site
profile p'ic;iu res to'ﬁwéké ér‘h’pléi/h'ieh"t assessménts. | |
" DESCRIPTION: Participants will view a"p:ahbit'og'raﬁh dnd résumé of a potential
éﬁipisi)ée,"éé weli as a brief job 'd‘éscr'ip.tioﬁ.‘Upoh reviewing this information,
they will then be askéd to 'c'brr.l"pilet.e:‘é Survey containing questions regardiné their
opinioris of the b&fenti'él employee.

" PARTICIPATION: Partitipation is Voiuntary! refusal to participate will'involve
no-penalty or logs of benefits t6 which the participant i€ dtherwise entitied.
bartiéipéhté i}léy also diécohtin'u\éf.;jar”ticipation at any time or refuse to answer

any questichis without penalty or loss of benefits.” =~
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. CONFiDENTIALITY Every ef*‘ort will be made to en:.ure conﬂdentlallty of any
|den’rlfy|ng mforrnatlon that Is. obt;;med in thls study Youf name wall not be .
agsqgl:gtgq gp any qu_w;th-ibe_,r_ese\arph‘f!r_}dlngl_s. Records ldent:fymg the
participant will be maintained in a password-protected computer. Your responses
can only be accessed on this computer by the researchers listed above, who will
not see your name when they access your information. Your responses will be
purged from the computer seven years after publication of the research.

- DURATIONM: Altogether, the research should take approximately 40 minutes.

. RISKS: Risks are minimal.-Any discomfort should be no greater than what
you would eéxperience in similar everyday experiences.

BENEFITS: Participation may not benafit you difecty: butwe believe that the
information from this stidy will help s gain a bétter understariding of padple's
beliefs’ values, and Aé‘_t'tifhd‘es pertaining to iﬁéﬁorkblééé.’"
 COMPENSATION: Youwill be given 2 units of éxtra 6redit for your
CONTACT if yoii have any questions or concems about this resadreh, or
W|sn to Iea n anout the resu!ts piease contact the Study Supewlso Dr. Donna
Garéié’,jﬂs‘siéfé_h't: _beféésbr of Péyéﬁoidgy; California State "Unii/eir:éit:y,zééiﬁ
Befnatdino. Erail. digarcia@csusb.edu

IRB APPROVAL NUMBER H1OFA17 A

By placmg an X in the spacn below / acknowiedgn that i have been mformed

of and that 1 undefsfand the nature ahd purpose of this study, and / free!y R


mailto:dmgarcia@csusb.edu

consent to participate, | also acknewledge that | am at least 18 years of age.
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PARTICIPANT INSTRUCTIONS
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Candidate Robert/Rebecca Smith applied for a Bapk Branch Manager
positip_,n_ at Wells Fargo. After interviewing and reviewing Ro_bert/Rebecca's
réesume, and thanxing her for applying for the position, the interviewer ensured
the applicant that the hiring committee would be making a decision by the end of
the week. Fallowing the interview, the employer searched for Robert/Rebecca on
various social networking websites. The employer found his/her profiie on one
site. After viewing the photo, the employer printed out the social network site
picture, attached it to Robert/Rebecca’s file, summarized the candidate's
reference letters and interview performance, and forwarded the candidate's file to
the.Human Resource Hiring Committee.

You, as o member of the hiring committee, a}é"fe&ilfréd to review the

application and raté the spplicait of vaHous aspécts to come to a final
hifii;g':déb‘isiidn. You are provided with the job"désc}kptib'ﬁ,-thé,ﬁhafb o
prmted from the social networkmgsite,as well as the apphcant's résumé
aiid & sumriiary of heF reference I6tiars and intérview perforimaiice.

R T

Advertisement for Position:

As a Bark Manager, the iiccessful dandidate will averlook thé runining of an .
entire branch or a number of ‘smail branchiés. The successful candidate will be ™
fesponsible for bringing in custoniers and'boosting the bank's profits. This role
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developing staff, keeping the bani to g.hjgh._.‘sjahda_,"d.! ah»d._dgealing.‘fWit_h customer

complaints.. As head of the bank, the successful candidate will createand - -,

analyze ma_ma_ge(fvng;nt,i_nformatio,fn and, v_repc;‘rt:S,,.jwh@ch: are then given to branch
staff.and head.office. .The successful candidate will also work closely.with local
chambers _of commerce, development agencies, and other professionals such as
solicitor's aécount_a'nts and real estate agents. In additicn, in some branches
there may be also a separate business manager who will answer to the -

successful candidate.

Hours & Enviranment:

“ﬁaﬁa‘ay:‘"’ﬁéfé%) will Fequire some Satﬁr&éy‘mérniﬁés‘
9’:00'arr'1:5:00br~h S

Travel may be required

Driver's Licensé Essential =~~~

Professionat Business Attire "

Skills & Interests

« 24 yéars experience in Management, ideally within the financial sector
« Ability to lead and motivate staff and meet targets

> Mérké‘tiﬁg‘; sales 'aﬁd computer technology qualifications

+ General business knowledge of local edcnomy

o Cijétémer' é’eﬁvice,‘tact and confidentiality is required
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» Apiii’gy to 'commyn_iééte eﬁecti‘veiy,_gnd;build_,_lopg,—term working relationships -
° Abjﬁty to :negc';tiatef, solve problems, and make effective.decisions

< High levelsof integrity and honesty.

* Ability to.work as part of a team’.

= Ability to adapt to change

» Strong articulate and language skills required
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Rebecca/Robert Smith -

i Street - San Bernardino, CA 92407 - (909)HE-KIRE -

PROFILE

Well-qualified and results-oriented Banking' Professional with over § years of
successiui experience in positions of increasing responsibility and duties. Top-
performer with track record of consistently meeting or exceeding sales goals and
customer expectations. Skilled at educating customers on banking products and
recommending best options that meet their shori-term and long-term needs.
Tear player with polished communication skills: verbal, written, interpersonal,
presénfatioﬁé,'é;hd'r;abp:ort bundmg N ' G b

T

CAREER PROGRESSION

" Bank of America, Los Angeles, CA 2007-
Present ' “ e
- Assistant Banking Manager " ©
P High profilé m'an‘agerh'eht pdéitidh'éddo’ﬁ?ﬁta’bié for soliciting
busifiess accounts and é:ié\'/"e’lo'piﬁé strategic alliances with clientele;

L
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gmail.com

,“‘ “ " oo

. Develop tactics to iDCfQQSG.?Sé??S- and profitaﬁilit_y within a territory.,
Devise and i_mp!emept_inndva@ivé marking ;prinpiplés and promotional sales
events for commercial projects to further support financial growth.

. - Build rapport with net-worth individuals and corporate clients with regard

to investment opportunities, risk analysis, and monetary returns.

. Cross-sell banking services and products to clientele.

. Knowledgeable in staffing modules; and scheduling sales team/service
team. - ‘

. Developed a strategic marketing campaign targeting accountants,

attorneys, and medical professionals which has generated substantial referrals.
. Dévéloped innovated sales strategies that increaséd teller reféfrals within

the branch division.

: " " "Created valuable community relationships

“Mission Féderal Gredit Uiioh, San'Disgo, CA*
20052007 © '
Personal Senior Banker ~
" Generated new business through presentation of bank products to
custome?s"an't'l"'fc‘nillow;ﬁﬁf ' SR
¢ Provided Ioa'n'éo;ur'fs'élirig to clients, reviewied ovérdrafté for branch and

[

created iini/ééftmént' portfolio.
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IR A R

° ..., Prepared month-end reports for managers and helped identify and
resolve any problems th_:at_oqpuAr.r‘é;g_:!.__ T TP
* .. .Trained new employees and played key role during several banking

conversions and operational help.

Califorria Union Bank, Escondido, CA
2003-2005

Bank Teller
+ - Directed daily operations for retail bank, including branch sales, business
development, and customer service and credit analysis. -

ENA | .

o Ability t6 develop rapportwith clients.

PROFESSIONAL DEVELOPWMENT

" Cal State Umversrty San Betnardinos San Bernardino, CA

Bachelor of Science, Business Administration

o ThéJ"A’:merican Institute of Banking Courses

Accounting, History of Banking, Speech Presentations, Management-
Emp!oyée'Re'IétionE " T

Languégme:s T T e Computer Skills



Fluent in English and Japanese

Notes, PC Literate

Microsoft Word, Lotus

A

. . Three letters of recommendation availabie upon request-only.

Résumeé Summary

. Education
. Relative work
experience

‘Letters of Recommendation

*Performance during interview

B.S. in Business Administration at
CSUSB. Continuing Education at The
American Institute of Banking.

Has experience in management. Good
customer relations. Speaks two languages.
Experience in staff training and
development. Knows banking p?ééﬁdt’s'a's.

well as services. Problem-solver.

* “Three letiers of reéornmendation were

given as requested.

Dressed professional, seerned a little bit
nervous, gave good eye contact, and”
seemed slightly arrogant and

overconfident. Overall, interviewed well.

Letter of Recommendation Summary

7



.

Letters of recommendation was from former employers who stated that
apblicant was well qualified and capable of bc—;coming a Bank Branch Manager.
Qut of the three-letters.of recommendation, two letters were positive and one was
questionable. The third letter of recommendation was more negative and gave
the impression that the candidate was arrogant and overconfident. She/He was
also rated as being outspoken especially'when candidate felt s/he was right and

customer wrong.
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Please indicate to what éxtent you agree or disagree with the.foliowing
statements, using the scaie shown.
1.‘This potential candidate seems to be responsible.
2. This potential candidate is likely to have a positive attitude.
3. This potential candidate seems open to change.
4. This potential candidate seems resilient.
5. This potential candidate is likely to have the power of choice.
6. This potential candidate seems reliabie. |
7. This potential candidate seems imaginative.
8. This potential candidate is likely to be aciive and instrumental
" §" This Hotential candidate is likaly to be effective in hisher'work.
" 07 This 'po‘féﬁ%iéi:’éandidété;is'eé}ﬁé to be a good communicator.
11, This potential cardidate seems indifferent. i
12. This botential candidate is likely fo b& nonasseriive, ©
13. This potential candidate seems professional.
4. This patential candidate is likely fo be overly accommodating.
15.1 wolild be willing fo hire this candidats, =~~~
16. 1 would “b'é'.\J\;/ill'ihQ:t'b discus’s future career pians with candidate.
17. IV\"}‘dtjlav'bé‘\}{lilling\fé'di's&";;.‘ls;‘é personal céncerns with candidate.

18.' would e willing to send recommendations of hiring this candidate.
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Please select the ,gymb;a;;"’;that -k;e;i reflects yq,t.s_r:o_\pi_nion based on
instinctive reaction. .,

19. I think.the candidate seems to.have a good.personality. .. .. ...

20. I think the candidate seems like he/she would be easy to get along with.

21. | think the candidate seems considerate.

22. 1 think the candidate seems friendly.

23. 1 think the candidate seems likely to succeed.

24. | think the candidate seems intelligent.

25. | think the candidate would be good to have as a co-werker.

28. | respect the potential candidate

27" To what extent do you fesl'that tattoos are 5?0"féé‘si'dﬁ5a'l'irf the Workforce?

38 T what extént do you feel that tattoos are unprofessional in the

WOI’E(IfOI.'C::é? . Y
29. Whit'is the gender of the ;.'Sdt.éhtiza'l‘ candidate ydu‘v'ié'Wed;?i :
30. HoWw old was thérpété'ntizal candidate you viewed?
31. Did this potential candidate have'a tattoo?
32. Do youi Have any tholghts a8 to what this study was about?
33 A;t Wh'a}"boiﬁt did tﬁes'e‘tho'ugﬁ‘fs';oé'bﬂur?

Nots: Items were developed by undergraduate research assistants
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Study of Gender and Tattoos [;)'e‘briefing Statement:

Thank you for takiné the time t0 participate in this sur\'/;ay. ‘The study you
have just completed was designed to investigate recent hiring practices by
employers in which they look at potentiél employee’s social network site profile
pictures to make employment assessments. We are sorry, but we did not tell you
the full purpose of our study. The study was specifically designed to
investigate whether middle-aged women with tattoos are treated harsher than.
middle-aged men or young men with tattoos. In this study, the gender of the
potential empioyee was manipulated. Participants in the male gender condition
were asked to judge whether Robert Smith should be hired for the Branch
Manager posi{t:'iahﬁ' " Parﬂmpants in the fernale gender condifion were asked to
judge whether Rébécca Smith'should bé hired for the Branch :Maﬁ'ég:ef position.

' ““Ihis study alsé manipulated age. Partisipants in the “middlé-sged” condition
Were "ésked’thé'sﬁ'itability of"‘middie-éig“éucii man or womait for the Branch KManager
position. Participants in the “young” condition were asked to judéefﬁﬁe sﬁitébil‘i't'y"
of & young man 6r woman for the Branch Manager pbsi'tié'r'l'.': -

" We believe that because tattoos hive Historically been acoeptablé for imen
and afe now a sopular tréhd amoig younhger age groups, middié-aged Women
witth tattond are likely soen nagatively relitivé to comparison others. We predict
that'a middle-agéd woman Wwith 3 tattoo will be trea‘t'edlfllﬁ..a:r‘st;ér 'thia.m a tattooed

middle-aged man or yolhger Womar. We expact thiat there will bé ittls, if any,
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difference. in the ratings of a tattooed middle-aged mén compared to a‘taitooed
young man. ... -

. Thank you for your-participation and for not discussing the details of the -
ezgperimgn‘tgyvith ot_h;_er studﬂent‘s, - If yau would like to ebtain-a copy of ph,e,grogp
results of this study (at the end of the fall quarter, 2010), or if you have any
guestions about the study, please feel free {o-contact Dr. Donna M. Garcia at

dmgarcia@csusb.edu. The results of this study witl be available after December

1, 2010.
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Based on the information given, please rate the candidate on a scale from 110 7
by circling the number that best corresponds with your opinion. \

Perceptions .of the Candidate

1, How dependable would you raie the candidate?
2. How competent would you rate the candidate?
3. Based on-the information provided, how hardworking do you believe the

candidate to be?

4, How trustworthy would you rate the candidate?

3. How likely do you feel that the candidate will be a tearn player?
Quaiifications

1. "' How qualified do you'feel thé candidate is based o his work history?

2. " "How qualified do you feel the candidate is based on his educational

baokground? -

3. How huéiifiéd do you feel the'Eéndidaié is based on his references?

4. How qualified do you feel the tandidats is based on his skills?

5. 'C)‘\'fer'é‘li{t.o Wha{ ékténf do you ‘bélli"ev'e the 'pa.n_c'iid‘até' ie dljélifiéd for the '

specified position?

Professional image

1. To what extent do yc":u believe the candidate Will'prc':ﬁﬁ.ote st‘,iﬁv_g image

in the wér'l‘éptlace?



ey e ,1
. P I}

2. To what extent do you believe the candidate will promote a positive

image in 1publi0'when represehting'the employer?

3. . Towhat extent do you believe the candidate will-appear professional to
customers?
4. . To what extent do you believe the candidate will promote a neqative

image in the workplace?
5. To what extent do you believe the candidate will promote a negative. -

image in public while representing the employer?

Ability to Manage Others

1. To what extent do you beliéve subord.ilnaté employées will accept direction
fromi the can.d‘i.date?' . IR

2. Towhat extent do you belleve subordinate employees will respect the
candidate's autho rity? |

3. - Towhat éxtent do you feel the candidate will be approachabie?"

4. To Whét ‘extent do you believe the candidate will be easy to work with?

Recoinmendation to Hire

1. How likely would you be to recommend hiring the candidate?

Note: Meéshfés adapted from Van Ca;mpen;, Zimmerman, and Garcia (2611).

77



APPENDIX |

STUDY 2 MEANS

78



, b ,
Study 2: Mean Responses for Qufcome Measures'

" Likelihood to Hire

. Young. Middle-Aged
Male Female Male Female
Applicant Applicant Applicant Applicant
No Tattoo Condition
- Ability to Manage 20.79(4.78) 21.32(4.30) 22.17 (2.81) 22.44 (4.60y

Professional Image 24.50 (5.59) 25.43(4.89) 25.44(4.64) 25.19 (5.66)
Personal Characteristics 29.63(2.72) 30.68(3.52) 29.65(4.12) 30.81 (3.62)
Qualifications 30.26(3.00) 30.89(3.48) 30.13(3.39)  31.88 (2.75)
Likelihood to. Hire: £.79 (1.14) 5.61(1.28)  5.70(0.97) 6.25 (1.18)
Tattoo Condition
Ability to Manage 23.06 (3.45» 21.45(4.52) 22.94(3.08y 18.04 (5.33)
Professional Image 26.06 (4.82) 23.32(5.38) 265.29 (4.65)  20.75 (4.60)
Personal Cha.fac_teris_t'iqs 31.03 (3.88), . 30.36(2.69¢ 30.55 (2.73) 28.90 (3.55)
Qualifications 30.03 (3.70)» 30.74(3.19) 30.80(2.79¢ 30.10 (2.65)

6.12 (0.88) . 574 (1.06)  6.00 (1.12)

" 4,90 (1.52)

Notes: Means in the same row with different subscripts differ at p < .07 (two-tailed); Cell

size‘s.-range from N=16 (middlé aged women without tattoos) to N/ =34 (young men with

tatfoos) -
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Personal Professional  Ability to
Measure Characteristics  Qualifications Image  Manage Salary
Personal
Characteristics 1.00
Qualifications 78" 1.00
Professional - -
Image 54 51 1.00
Ability to “ o -
Manage .54 A8 .68 1.00
Salary 15 .10 17 40 100
I
Likelihood to 5?-'5' "57- 73" 74“- ) 011
Hire ' : . : :
|
'*p <.01 . e . . ’ f

‘r <.05
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No Tattoo Condition — Mean Likélihood to Hire

6.5 1
6 -y
5.5 -
' wesmem ol
5 - esmsmEomale
45 -
4 T !
Young Middie-Aged
Tattoo Condition — Mean Likelihood to Hire .
6.5 1 . coL
)
6 " i
" |
I |
; mmeoU.ng
5 1 w===Middle-Aged
4.5
4° r :

Male | _Female © - .,
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Human Subjects Review Board
Department of Psychology
California State University,

San Bernardino

Pi: Garcia, Donna & Zimmerman, Carla
From: Donna Garcia '
Project Title:  Tattoos and Gender and Age I
‘Project [D: H-10FA-17

Date: Tuesday, November 15, 2011

Disposition: Expediied Review
Your IRB proposal is approved. This approval is valid until 11/15/2011.

-Good luck with your research!

Donna M. Garcia, Chair
Psychology IRB Sub-Committee
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MODEL RELEASE

In exchange for consideration received. | hereby give peemission 1o photagrapher Cave
Zimmermun tu use my name und photographic likensss in all forms and media for use in
her research projects. 1 also glve permission for my photagraphic likeness i be distarted

ar modiftcd as noeded for the projects.

Print NamcMLCMQ )
l /"“"'7
Sisnaiurc:%"‘/ %‘f“;i

Dute: I/ ?.9/_[ {
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