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ABSTRACT
v’lThls study examlned the effect of age, gender, and exerc1se
,llfestyle 1n the evaluatlon of hlrlng appllcatlon forms.'

':Two hundred and seventy undergraduate and graduate students

fprated two ]Ob appllcants, one applylng for the p051t10n of a

: vocatlonal rehabllltatlon counselor and the other for a bank

loan- offlcer on a. leert llke scale cons1st1ng of nine job
j'dlmens1ons.’ A Pr1nc1pa1 Component Analy51s (PCA) reduced

the nlne Job dlmen51ons to two factors, and one unrelated

"varlable. A repeated measures analy51s was performed on the‘~'

;three dependent varlables partltloned from the PCA (aspects
"fof good performance, aspects of. poor performance and the
‘Anllkellhood of qulttlng) Results showed no s1gn1f1cant

';effect for age or gender of appllcant There was. a
'gh51gn1f1cant effect for exer01se, w1th actlve appllcants
‘:belng rated less llkely to be 1ll or have an ac01dent than
:‘sedentary appllcants.~,Subject effects for gender and
]Aékéfcisé were alsoAidentified; Impllcatlons and suggestlons‘

‘“for further research are dlscussed

Cidi
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Q INTRODUCTION
) The Amerlcan Workforce 1s sh1ft1ng to a larger
' proportlon of older workers}presentlng legal ethlcal and
t“economlc 1ssues to con51der. In 1980 there were 106 9

Z,'mllllon Amerlcans 1n the workforce., By the year 2005 1t 1s

5szr03ected there w1ll be 150 7 mllllon (Statlstlcal Abstract

,jﬁof U.s.,. 1992) s Part of thls 416 1ncrease 1s due to people

ifllying'longer. Estlmates show by the year 2000 60 year oldf
‘fmen can expect to 11ve 19 2 more years,.and 60 year old i
:women an addltlonal 24 7 more years (Kleffer, 1984). ‘
“}ikAccordlng to the 1983 Amendment to the 5001al Securlty Act
’by the year 2000 thlS older group w1ll be expected to remaln'
b"ln the workforce beyond age 65 to 67.v Further, 1nflatlon 1n»b
’ythe U. S has made 1t 1ncreas1ngly dlfflcult to llve solely
‘on Soc1al Securlty beneflts.f Older adults w1thout

1supplementa1 1ncomes from retlrement or. pens1on funds may ,

'lffhave to. contlnue worklng to meet ba51c expenses.«j

The antlclpated larger proportlon of older workers o
s‘after the year 2000 presents Amerlcan organlzatlons w1th the-b
"Tneed to adopt procedures requlrlng falr age related
y}employment de0151ons pertalnlng to hlrlng,’retentlon, v |
:flpromotlon, and tralnlng (Gatewood & Felld 1990) The Age 3;‘

AdlADlscrlmlnatlon 1n Employment Act prohlblts denylng an
vapemployee selectlon, promotlon, and tra1n1ng opportunltles ka

fp_based on. age (Rosen & Jerdee, l976b) Unfortunately, th1s A,*

' “does not prevent employment dec151ons from belng 1nfluenced ,f



':by the chronologlcal age of a job appllcant.. The U.S. House yf
B Select Commlttee on Aglng in 1982 surveyed the Amerlcan

'l workforce and found 80% of Amerlcan workers belleved that

". employers stlll dlscrlmlnated agalnst older workers (Waldmanﬂb

& AVOllO, 1986) The number of age dlscrlmlnatlon
‘complalnts flled 1n the U S has doubled s1nce 1980 to over

eda27 000 per year in - 1990 (Remondet & Hansson, 1991).

Research suggests that age-related stereotyplng in
’personnel selectors has greatly 1nfluenced the dec1s1on
vivmaklng process. Stereotypes represent factually 1ncorrect

",perceptlons that have been shown not to be valld predlctors

-*of performance for a spe01flc 1nd1v1dua1 1n a partlcular job5._v

(Cleveland & Landy, 1983) In one example, Rosen and Jerdee‘.’

fv(1976a) examlned age stereotyplng u51ng 56 realtors and 50

_jundergraduate bus1ness students to assess the degree to

:7'wh1ch ratlngs based on personal characterlstlcs (i.e.

creat1v1ty, motlvatlon, product1v1ty) for a 60 year old:
"person would dlffer from those of a 30 year old person.
V;Thelr results showed the older person was perceived as belng

;Slless creatlve, motlvated ’and productlve,'as well as hav1ng

llless potentlal for development Rosen and Jerdee (1976b)

“,kalso used an 1n—basket exerc1se task (1 e. paper and pen01l

test that 1s des1gned to dupllcate tasks of the job under
.Kcons1deratlon) w1th undergraduate bu51ness students to see

Kjlf managerlal dec151ons would be dlfferent for employees



described asb"ypunger" vs "older." The found subjects had
negative age;related attitudes about the older workers in
ohfthe~job performance, potential for development, certain
interpereonal skills, vitality; and propensity for risk
taking. |
.Perry and Varney (1978) were interested’in the

attitudes of'college students in relation to competence and
ege of werkers.:_They compared older workers (60 year olds)
to yoﬁnger-workers (25 Year olds) on two levels of
eompetenee‘(aﬁerage vs high cbmpetenee); They found that
- the level of competenceihad-a greater effect on attitudes
than did age; nevertheless, subjects believed older‘workers
weuld‘catch on te new ideas less‘quickly than younger
workers and would make less valﬁable.future contributions.

Negative age stereotypes towards older workers have‘
also been shown'tb exist in adults within the work
envirohment{ In a study on age and performance, Waldman and
Avolio (1986) fdund performance increased with age when
objective productivity indices were used;‘however, when
»sﬁpervisory rating Were‘used‘there wae_a decline in
performance with increase invage. The researehers explained
theﬁbthisvceuid bebdderto raier bias agaihst older workers.
These studies shew’humah‘judgment is not always objective,
nor a valid predictor of potential‘job performance by en
older worker.

- In addition to individuals who negatively stereotype



fﬂ}older workers, Amerlcan 1ndustry has5adopted a: retlrementyr”

:v°.hf pollcy based on‘the decremental theory of aglng. ThlS ‘

'ff:performance on the job deterlorate ~as

'atheory proposes that employees'Lablllty and speed of

‘chronologlcal age

' :ff*lncreases (Glnlger, Dlspen21er1, &(Elsenberg, 1983)

‘;Cleveland and Landy (1983) rev1ewed the llterature on ageﬂ

&_changes and age jOb performance dlfferences among older‘i

'Vfaworkers.. They found research on older workers (over 65

‘f;,years) shows sllght decreases 1n performance (1 e._measures

H“lof memory and cognltlon, problem-solv1ng ablllty, and

'rperformance on speed or paced tasks) w1th 1ncrea51ng age,~t
-‘although several factors make the 1nterpretatlon of these}°

studles very 11m1ted._ They concluded that there are manykf-'-

Rtoilnd1v1dual dlfferences 1n job performance among older R

B workers, and the type of performance measures used 1n

i"ﬂ-mresearch studles could make a dlfference 1n the results.’ ;

o ~f"age dlfferences 1n job performance.

'l>0verall they found a lack of support or the bellef thatﬁrs?{

&nperformance decllnes as. age 1ncreases.; Further ev1dencev>fgf"

‘that jOb performance does not necessarlly decllne w1th age

'if’was found by Waldman and Avollo (1986f'1n a meta analys1s of

,hrir'results showed

jjob performance d1d not decrease w1th age (up to retlrementi'“k
;;5age of 65) f They suggested the poss1b111ty that older e
’”5yemployees who take on new and challenglng roles (1 e.,ff

’.renewed stlmulatlon) may 1mprove performances over a careerg’

',.span.~ Waldman and AVOllO concluded th tfchronolog1cal age




“Jdoesdnot explain thefvariance'betweenfindividual”differencesiy

'g‘fln jOb performances for employees at varlous ages and should_

A,not be used as a bona flde occupatlonal quallflcatlon for

employment dec151on maklng. o

'SltuatlonalvFactors Affectlni‘A'e Stereot.:ff
The llterature Suggests age-group membershlp is not thelf
:{only factor 1nfluenc1ng perceptlons about older workers.

'Lee and Clemons (1985) evaluated whether more favorable lbv

"f"dec151ons were made about older workers when the 51tuatlon

dia not requlre a ch01ce between an older worker and a

«.younger worker (older worker =3 age was 61 and younger worker_,

"was 32), and 1f presence of 1nformat10n (1nformat10n vs n0"
s:"1nformat10n) prov1ded about the jOb appllcant 1nfluenced thej

“ggselectlon process. Lee and Clemon s results showed that

- more favorable evaluatlons of older workers were glven when o

‘no comparlsons were made w1th younger workers and when‘filt
g behav1orally stated 1nformat10n was prov1ded about the older:
;worker., Clearly, detalled 1nformat10n about an older |
;appllcant can 1nfluence the h1r1ng process w1th factorsbffr
. other than age.,;f | , | '
In addltlon to detalled 1nformatlon about the jOb
'.3app11cant 1t 1s 1mportant to con51der the research process

‘;used in obtalnlng emplrlcal data on attltudes towards older

: ffworkers. Brubaker and Power s (1976) llterature rev1ew on

f,the stereotypes of "older," p01nt out that although there 1s

’_prejudlce towards older people 1n general how the research



data afe collected affects the fe$u1té, For example, of the
47 feports.they reviewed,\Zl,Studiés had used older
individuals as subjects, and of thése‘subjecté half wefe
 from éh~institutioﬁa112éd or indigent populations. Brubakéf
.and'Powersvétate the‘resUits from fhese studies are
'therefore’greétly_affected in a negative way by the subject
pool utilized. | | e
In a meté—énalysis oﬁ attitudes towards older and

- younger adults,>Kite and Johnsqn (1988) wére interested in
why the results of some studies indiééte‘that older adﬁlts
are hegatively eValuated»in some situations and not others.
Their focus was on testing aimuitidimensional*model insteéd
of attitudes dfkindividﬁal subjects. . Their overall results
showed attitudes towards older adults are more negative than
those toward younger adults; however, these‘findings were
influenced by several factors. First, when the research
design was within-subjects there was an increased |
pdsSibiiity that sﬁbjects cbuld guess the hypothesis
(increasing the likelihood of demand characteristics). 1In
addition,‘when subjects directly compared older to younger‘
individuals, the subjects tended to be more negative in
their ratings towards‘the’older indiﬁidual. When a between-
'éubject design was used negativity toward older targets was
decreaséd. Second, the results of the studies reviewed were
\,influenced byfthe»foqus‘bn the target group (i.e.

'persénality ffaits;vrole'behaviors, physical



’ characteristics,.and ocdﬁpétions). For example, subjects
were more negative in»théir ratings of older workers when
compared tobyéunger workers>on-the bases on’physical

:éttractioﬁ and competenée, but not on péﬁsonality traits.
Finally, the‘éxperiment$1_setting in‘which the studies‘took
place iﬁflﬁenced the résults.‘ ﬁaboratory settingé tended to

show 1ittle’differenée.in,sﬁbjectfs ratingsvbetwéen older

‘and yéunger;individual."Field studies showed more negative
attitudes by the subjects toward older workers than'youhger

HWOrkets. Kite and Johnéon's meta-analyéis sﬁppofts hbw
negétivé sterebtypes of "old" can be construed by

 sitﬁational-factors,in the research process.

V'In addition to the research method used, another
situétional féctof accounting for the égé-bias effect is
that some jdbs‘havé,stefeotypical éttitudes‘associated with
.théﬁ'(sihger &'SeWell; 1989).- Clevélahd and Landy (1983b)
looked at percebtions of age chafacteriétics of employées in
relation to age-job charactéristics. Théir study was
i»dgsigpéd,tq éSsess if the effects df\aéé‘éhideCision ﬁaking
,arévdifférehfviﬁ-é sterédfypically older job‘than in”a‘,
stérédtypically.younéérijob;_]Theyvvafied"hypothetical
émpldyees—on job perf6rmanc§ patterns to behave either
.Stereotypidaiiyvola (i.e. §iewed as slbwer,rleSS‘up to date,
_ of less technically'competent as younger employees)'or
StereotYpically young. - This was done in relatioﬁ to age

steréotype of the job (i;e. older job was plant manager Vs

7



“f;femployee was 1n a stereot

-f‘lyounger job was 1ntermed1ate programmer) Thelr results j,bl

. showed as age-blas effect only when an older behav1ng

Llcally young person s Job._ They

'”7fsuggested the source of blas could be the perceptlon of a

yjob as approprlate.for elther an older;worker or younger,y‘

‘ﬁ‘To test thlS 1dea, Cleveland and Landy (1987) 1atery,'

,studled subject's cla551flcatlons of jObS as older, younger,ﬁ
'vor age-neutral One hundred and twenty managers used two
_‘dlfferent questlonnalres to categorlze 40 managerlal jObS fﬁ'

fllnto age dlstrlbutlons of between 20 years to over 70 overs."

b*g”Cleveland and Landy wanted to 1dent1fy spec1flc areas w1th1np

' an organlzatlon where dlscrlmlnatlon was llkely to take

hv.place., Thelr results showed 62% of jObS were class1f1ed as. ’apg”l‘

| t approprlate for an older, younger,‘or age-neutral group

u51ng convergence crlterla.t These data support thelrf.t
'.earller work that jobs have age—related stereotyplcal

ty:attltudes assoc1ated w1th them.,\,f?h

ft nge and Job Performance.f;T

It 1s 1mportant to d1st1ngu1sh between negatlve

Y”attltudes (percept1ons) of older workers and future job

'jﬂfperformance, and actual emp1r1ca1 data on Job performance.’f

’?Glnlger,ngspen21er1, and Elsenberg (1983) conducted a studyn;“
_llooklng at age, experlence, and performance in: relatlon to l

‘f}speed and sk111 3obs 1n a work env1ronment.v The researchers,
;examlned age and experlence 1n the garment 1ndustry 1n

‘:'relatlon to work product1v1ty, absenteelsm, a001dents, and ;




uzturnover.‘ They dlstlngulshed between two types of job

'ﬂftasks, a) tasks that demanded speed and ag111ty, and b)

'tasks that demanded Sklll and experlence. Thelr results‘

f?showed older workers surpassed younger workers (1 e. cutoff

"'fage was 45 between younger and older workers) 1n both job

1gtask categorles.‘ Experlence, not age, was the prlmary
ﬁ*factor 1nfluenc1ng job performance.» Other studles;have‘
'ffound ‘that older worker s Sklll competence,‘and*experience
1nfluence jOb performance rather than the worker s age
’J(Blrren, 1964 Murlel &-Grlew, 1965, Sheppard 1976) | Older
iworkers have been shown to have better attendance records
. (Bartley, 1977), decreased acc1dent rates (Tlffln &
hMcCormlck 1968), ‘and less turnover rates (Porter & Steers,"
‘1973) ‘ | | |
: The llterature on actual job performance of older

-,workers presents a dlfferent plcture of the older workforce

'rf than the llterature on perceptlons of older worker's Job

,'performance by personnel selectors. Consequently, the N
f perceptlons of personnel selectors regardlng age-related

'?-dlfferences 1n job performance ablllty are 1mportant to

”~fgassess.v What factors affect people s judgements of older

"people’ Green (1981) researched studles that had been done
.on the attltudes and percept1ons about the older persons.,q

ﬂGreen suggests that when llttle or general 1nformatlon 1s

faglven about an older 1nd1v1dual subjects are forced to rely o

"ion stereotypes and . thls 1ncreases the llkellhood of a



’.negative perception about the older individual. It appears
that specific positive information given about an older
individual directly reduces‘negative stereotyping.

- Age ~and Gender Stereotvyvping

'Human resource iiterature'euggeSts‘the'importance of
addreesing'genderubias'alqng‘with'age bias in personnel |
seleCtioh for two reaSons. First,‘thevprOpertion‘of elder'
women (i.e. over age 45) in the’workfefce is expected to
increase during the next 10 years.  In 1980 there were seven
~'million women in the workforce betweeh the eges of 45 and 54
years.r'By the year 2005,‘the prejeCted number of working
women in the 45—54>age group is expected to increaee to 17.2
million (Statistical Abetract/on the'U.S., 1992). Second,

- there is-e underrepresentatioh of women iﬁ ptofessional and
managerial positions (Cohen & Bunker, 1975). Government
vlegislation has tried to eliminate discrimination against
women by employersf Title VII created the.Equal EﬁploYment
Oppertunity‘Commission (EEOC); And Executive Older 11375
mandated "affirmative adtieh" to recruit, train,‘employ,
promote,'end pay without regard to race, sex, or national
origin (Hess, 1986). Despite this legislation, it is well
documented that gender discrimination does take place in the
selection process (Arvey & Campion, 1982); Cohen & Bunker,
-.1975); Dipboye} Fromkin, & Wibeck, 1975). ,Thie underrating
of weﬁen_in cempatisoh'te meh,for job positions_(gender

discrimination) has beenvdemonstrated regardless of the

10



reseerch,methcdbused‘(i.e. rating resumes,-observing'
Videotapes, cr‘doiﬁg'inébasket exercises), and regardless of
the type of subjects used (i.e. college students,
profe551ona1 1nterv1ewers, or personnel dlrectors) (Heilman,
- Martell - & Slmon, 1988). |

Previous reSearch hasvproposed_that gehder-rcle
stereotyping nay be‘partially‘responsible for gender
discriminatich{"‘Forfeiampie, a personnei selector may have
a stereotyp1ca1 view of women as not belng aggressive,
,pers1stent, or tena01ous and may belleve ‘successful
'performance of the job calls for these_attrlbutes.
’Accordlng to Heilman, Martell and Slmon (1988), perceptlons
‘about jOb requlrements 1n comblnatlon w1th negatlve
blstereotyplcal perceptions about women by a personnel
selector can be very powerful, leading to,the derogatlon'of
women's competence and a pessimistic assessﬁent of woﬁen's
success as jobholders.

v Theeiiterature supports'cther'situatiOnai‘factors that
sccuidbianUence gender diScriminationcin the decision making
process; Terborg (1977) noted in his research review on
‘gender discrimihationsthet perscnnel selectors tended to
base seiecficﬁ decisichs”oﬁﬂsterectypical attitudes when
pertinent information about_the>job applicant.was not
:,provided. ’Acccrding to research done by Quereshi and Kay
"(1986).agefane sex biases'can operate in subtle and complex

fashion in relation to the social and personal attributes of

11



jboth the raters and the ratees.ﬁ The1r study looked at three

hf:appllcant varlables (age, phys1ca1 attractlveness, and

ljf:gender?"‘fand three rater varlables (age, gender, and

”experlence of raters) as determ1nants of reactlons to"
resumes.v The results showed that phy51ca1 appears of the

hjappllcant was . s1gn1f1cant for both men and women raters,

-fhespec1ally if the job 1s percelved as requlrlng 1nteract10n

"dw1th the general publlc, and there was 1nd1catlon of age and
‘gender b1as operatlng in. a subtle fashlon by raters. . |

In a related study by Dlpboye, Arvey, and Terpstra4:
i(1977), blas agalnst unattractlve appllcants and female
appllcants was examlned., Thelr results showed gender and
’phy51ca1 appearance varlables may account for only a tr1v1al
'portlon of the ratlng varlance, and when th1s occurs both
‘women and. men raters are equally blased agalnst women.
P1a01ng women ' 1n h1r1ng pos1t10ns w1ll not necessarlly
e11m1nate b1as in- the employment process. "H‘
| Amblgulty Explanatlon for Gender Stereotyp ng
" When descrlptlons of the job appllcant dovnot address
yexp11c1t or 1mp11c1t jOb requlrements,‘there is the |
7llke11hood of»d1scr1m1nat1on.accord;ng;to~thevamblguity‘
‘explanatlon (K1esler,,1975‘:Rosen:& Jerdee,l1974c) In
,studles where the female appllcant is’ portrayed as highly
‘competent in the demands of the job ‘unblased evaluatlon has
'fydtaken place (Gerdes & Garber, 1983) . ¥ ~ This flndlng suggests |

ythat when there 1s a. "flt" between the spec1f1c job



requirements and the pertinenttquaiificatiOnskof an
'vappllcant negatlve stereotyplng can be reduced. OtherWise,
".when pertinent appllcant 1nformat10n is not prov1ded about
A'the job requlrements, there is a.tendency by the rater to
use stereotyplcal attltudes 1n maklng a selectlon decision.
| Gerdes and Garber (1983) tested the amblgulty explanatlon by
looklng at whether female appllcants would fare worse when
job demands 1ncluded respon51b111t1es not addressed in their
appllcatlon materlal. The results of thelr study supported
the ambiguity explanation for stereotypical‘eVaiuations of
women. |

The studles c1ted support the relevance of gender blas
k1n the selectlon process. Further, the studles point to the
need for jOb appllcants to prov1de individual information
that is specific to the job requlrements to reduce negatlve
gender stereotyping by.dec151on makers. The data showed the‘
significance‘of perceptions by personnel managers on non-job
related variables (i.e. gender, age). If we accept the idea

‘that‘these perceptions do in fact'exist it is‘important to

B continue addlng emplrlcal ev1dence to the 11terature

concerning any factor that would have a pos1t1ve influence -
in the perceptlon of older workers, e1ther male or female.
The emplrlcal'data needs to focus on objectlve jOb
performance measures (i.e;'reaction‘time as a measure of
‘'speed and accuracy of:cognitive‘ability in order wOrkers) to

bring the perceptions of decision makers more in line with
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the.reality:of age-related and gender4related‘differenceS‘in'
job performance. | |
The follow1ng dlscu551on on exercise brlefly attempts

to contrlbute positive ev1dence about male and female older
workers and thelr future job performance.: It has been
suggested by research studies that exerc1se has beneficial
influences_on the~brain, and'these influences result in
improved cognitive funCtioning. >In addition, exercise may
postpone negative symptoms (i.e. sensory awareness becoming
dull, muscle strength decliningjfin the aging motor system
(Spirduso, 1983). It was believed that with the age and
~gender composition of thekAnerican workforce changing, there
was an increased need to'study any factors that might
influence the job performance of older male and female
workers. |

Exercise Lifestyle Factor

. The relevance of exercise to job performance of workers
has already been identified»by American industry in the
number'of‘wellness programs that have originated during the
past ten'Years (Rhodes & Dunwoody, 1980) . . Organizations
that provide wellness programs report workers who are good
adherers‘to'a thsical fitness program may reduce
absenteeism, hospital utiiization; and incidence of heart
;attacks (Cohen, 1985) In addltlon, regular exercisers in

these programs report 1mproved muscular strength and

flex1b111ty, enhanced self-esteem, greater self- rellance,
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and relief from mild dépreéSion (Cohen, 1985). ‘It is
evident fhat these benefits could affect job performanée.
" Due tO'the subjective naﬁure of the above cited benefits
from eXercise,.a literature review was undertaken to see if
there was empirical evidence supporting exercise as a |
positive influence on job performance. The following
studieé looked at the effect exercise has on the aging
process and cognitive ability. |
Cdgnitive Ability and;Exercise
The research reviewed suggested that there are

cognitive ability differences in older adults who exercise
on‘a regular'basis compared to those who are sedentary
(Poweil & Pohndorf, 1971; Spirduso, 1975; Clarkson-Smith &
Hartley, 1989).‘ These differences are hypothesized to be
due to one of two factors: é) there is a diffuse slowing
throughout the central nervoﬁs system‘(CNS) that occurs with
the aging process causing age-related cognitive deficits;
and b) iimitations thOur capaci£y for attention that occur
wiph the;aging process‘(ClarksOn-Smith.&vHartley, 1989).
Thé variation in reaction times (RT) among older adults
therefore, couldvbe due to any variable that would effect
the physiélogical change of either the CNS or attention
capacity in the aging'procéss (Ciarkson-Smith & Hartley,
1989). | _ |

| A study of Powell and Pohndorf (1971) found there

appears to be an exception to the concept of intelligence
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_decllnlng durlng the normal aglng process.: Power and‘

7:d5Pohndorf compared adult exerc1sers (1 e. older men,’x—50

B years,iwho had been d01ng aeroblc exer01se three tlmes a
‘week for at least three years) to nonexer01sers (1 e. older’
men, x—50 ,who had been sedentary for the past three years)
.on fluld 1nte111gence (1 e. blologlcal factors) They were
1nterested 1n the concept of whether a subject's malntenance'
lldof general fltness would contrlbute to hlgher levels of
"cortlcal functlonlng as~age 1ncreased.l Thelr conclu51ons
showed fluld 1nte111gence test scores d1d decrease w1th age
and were 1nd1cat1ve of some loss of cognltlve functlonlng,
except when subjects exerc1sed regularly. ‘ |

A key 1ssue is long term, regular exercise by the older
| 1nd1v1dual In a study by Splrduso (1975) age and act1v1ty
level were examlned w1th reactlon t1me measures. Four-
groups of 15 subjects each were.formed: a) old active)‘
group, §=57.2‘years,‘b) old’non-active group,‘§#56'3 years,
c) young actlve group, x—23 6 years, and d) young non-actlve
group, x—25 4‘years. An’ 1mportant feature of the study was
that the older actlve subjects in the study had been
‘phy51cally actlve (played racquetball three tlmes a week)
for the past 30 years. The results showed the reactlon
tlmes of the older actlve group were 51m11ar to both younger
, groups (actlve and non-actlve), in contrast the older non-
vactlve group responded much more slowly than the three other

. groups.
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Clarkson-Smith and Hartley (1989) looked at cognitive'
"performance of older adults to assess differences between
lithose who were v1gorous exer01sers and those who were,

' “sedentary.‘ They used measures of reasoning, worklng memory,

t,vand RT as the1r dependent variables.) The 1mportance ofrthis

:study was that they statlstlcally controlled for the i
extraneous variables age,-education, and health. It was
therefore poss1b1e to support the hypothe51s that. strenuous

- exercise wasfthe variable effecting the dependent variables.

, Specifically, cognition was a‘function ofaactiyity
(exerCisej not health. :

Spiduso- (1980) 1n his rev1ew of phy51ca1 fitness,
aging, and psychomotor speed p01nted out that a major
d1fficulty in studying'phy51cal.fitness and aging in
hrelation to psychomotor speed_is the’between-subject
"Variahility that:existS”in”samples‘of olderbadultsL Yet he
states that as the ev1dence from research accumulates,
exercise is a.strong candidate as a contributor to the
general.regulator mechanism‘ofvhigh‘quality‘psychomotorv
'function.b He emphasiZed‘that with each‘decade of aging, the
effects of exerc1se become more 1mportant.'

The literature on exer01se demonstrates a p0551b1e
p051t1ve correlation between the phys1cal activity level’of
an older worker (1 e. over the age of 45) ‘and cognitive
ab111ty.j The present paper wanted to assess if exercise was

perceived to make a difference in the selection process. It
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- was found that Amerlcan organléatlons ‘in general have
‘recognlzed ‘the beneflts of exer01se for thelr employees, but -
gno_research had been‘done on the perceptlon of exer01se by
personnel'selectors,in differentiating the job performance
’abllityuof_older joh‘applicants.;,Organizations like~the
;National Aeronautics and7space‘AdminiStration (NASA4USA)
"‘have conducted phy51cal fltness programs. NASA's 1972
phys1cal fltness program found that 90% of the good'adherers
to.the program stated they felt better in health and
stamina, and had a more positive work-attitude (Rhodes &
rDunwoody,‘1986); These were perceived effectsvby‘the
participants and are subjective in nature. Yet
korganizations that provide preventive_programs (i.e.
exercise, weight control,‘smoking‘cessation) recognize that
how_a‘person thinks'and feels can influence job performance
'(Wilbur, 1983)’ For example, Johnson & Johnson Company S
‘started a program called "Live for Llfe" for the purpose of
prov1d1ng the1r employees w1th an opportunlty for a
healthler llfestyle.‘ There,ls enough p051t1ve 1nformation,
correlatingvexerciSe to enhanced.job’performance to continue
pinvestigating the relationship..
If we accept the evidence‘shoWing the positive
valnfluence exerc1se can have on the aglng process and.lts
relatlonshlp to job performance, it becomes ev1dent that the
'perceptlons‘about exerc;se and’job performance by personnel

selectors‘is an important area to explore. 1Is there a
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Iperceived difference between’an older male or female
physically actiVe job appliéantwend an older non-physically
active male‘or female job'applicant? Is there a perceived
difference beﬁween an older:physically actiVe female and a
younger nonéactive female. Before discﬁssing this study's
mefhod, the chpiee of an effective measurement instrument,
- the selection of Sﬁbjects, ahd the hYpotheses will be
'vpresehted;‘ | | |

Selectionvpf Meashremenﬁ'Instrument"

Aftervfeviewing the 1iterature'oh‘age, gender,kand
exerciseevariables, aneeffective measurement instrument was
researched. fhe chellenge is to find a feliable,evalid
measuring instrumeht'of differentiatebamong potentially
successful and unsﬁccessful employees (Saal & Knight, 1988).
Personnel managers ére concerned that measurement
instruments match theiknOWIedge,’ekille,>endfabilities
(KSAéj ef;the jebvrequireﬁenté to ihdiQidﬁal men and women
~applying for the job. These KSAs,are:believed to be
.pfediCtiye oflfuture job performance. |

Researeh'bvadugh;‘KeYS,‘aﬁd ﬁﬁnnette'(1983) and‘
ePennone (1984) has supported biographical information as a
Valid,andvreliable SelectionvinstrUmeht}_,Their work is
baéed.on the cencept that past behavior is the best
predictor-of future pehavior (Saal &‘Khight; 1988). 1In
addition, research done:by Heilman (1984) has shown

: biographical data‘can weaken negative stereotypes given to
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~vfemale appllcants, thus helplng to decrease sex
T7rdlscr1m1natlon in- the selectlon process.. Blographlcal data
can be obtalned by requestlng job appllcants to complete a
standard appllcatlon form. B

| Selectlon of Subjects |

| Due to the avallablllty andylnterests of large numbers‘
of college‘students, many researchers turn to unlversltlesv
to‘obtain‘their subjects. College students as subjects
rather than personnel managers for the current paper raises
the guestion of external validity.‘ Can you generallze what
personnel managers Will~dec1de‘from.results of research
using students as subjects? ‘Locke—COnnor'and Walsh's (1980)
study on attitudes toward'oldervworkers, found attitudinal

Z and'attributional\faCtors~did not differ between college
students raters and middleeaged malerraters in the hiring
selection of older applicants.o CleVeland and Landy (1987)
-evaluated this same gquestion in‘their study. They looked at
thether Student.subjectsdwould provide ratingS“similar'to/
rmanagers in age perceptlons of jobs.g Results suggested

v students can class1fy ]obs s1mllar to managers accordlng to
age stereotypes. Further,,managers as_subjects~may be a
knonessential feature in field studles"onvjob-age
~stereotypesQ Hence, the use of college students as subjects
‘;was belleved justified for the present paper.

Gender of Sub]ects

-Prevlous research investigating the stimulus of age and

20



:'sex on person perceptlon by male and female subjects has
',shown differential perceptions (O'Connell & Rotter, 1979,1‘
:vLev1n, 1988) O'Connell and Rotter (1979) researched |
vfcollege males and females perception of ages 25, 50, and 75
year-old male and females u51ng a semantic d1fferent1a1

' task.' Their results found male sub]ects rated female
'stimuli less favorably than male stlmuli, and female
subjectsvrated both‘Sexes more,favorably‘and more equitably
than-thevmalevsubjects.‘ Although no’hypothesis is proposed
- regarding subjeCt‘seX, analees will be»done'to‘see if
differential perCeptions exist by‘sex;.

Hypotheses

Hypothesis 1: It was hypothesized that subjects would
»have more negative'perceptions of older workers (age 51)

when compared to younger workers (age 31)} Job appliCants

. who are young would be rated higher on job dimensions

con51dered 1mportant in selection.

Hypothesis 2: It was hypothes1zed that subjects would‘

have greater negative‘perceptions toward female job
‘applicants when;compared'to.male job applicants. Job |
lvappllcants who are male would be rated higher on job

'dlmen51ons con51dered 1mportant in selection.

vaothe51s 3: ‘It was hypothe51zed that exercise would
influence a subject's‘perception’of an applicant's future
’job performance: regardless of the applicant's age or gender.

Exer01se would 1nfluence a subject's perceptlon of an
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' aﬁplicant'Sifuture-ﬁob performaooe,regardless of the
vapplioaht'slage_orhqehderireSUItlng in*a‘higher rating on
jobldimensione;considered important in selection. |
| ‘Hyﬁotheslst4:3 It was hypothe51zed that older
‘exerc151ng job appllcants would be evaluated more favorably
dthan older non—exer0151ng job appllcants. Older job
‘appllcants who are actlvely exerclslng would be rated hlgher
:ron ]Ob dlmen51ons con51dered 1mportant in selectlon thanv'

older non—exer0151ng job - appllcants.
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; »METHOD

Subjects

Volunteers wére;recruited‘from stndents of a southern

California University, after‘being_givenva brief description
of the tasks_invoived; Subjects‘were asked to_prcvide
- information regarding their age, sex, education level, work
experience, and if they had ever been'responsible for hiring
employees. Two hundred and seventy subjects (Males = 139
and femalesf= 131) ranglng 1n age from 18 to 62, with the
average age of 27, partlclpated in the study.r The majority
of subjects were either third (176) or fourth (25;6%)_Year
undergraduate‘students.v,Sixty seven percent of participants
‘had worked full time eight years and sixty one percent
reported they had'worked part time four years. Seventy one
percent had never hlred a job’ appllcant Each subject rated
two job appllcants applylng for two dlfferent occupatlons
-(vocatlonal rehabllltatlon counselor and loan offlcer) A
flller-task was 1ncluded that asked subjects to evaluate
characterlstlcs of a person actually performlng each
cccupationvthat the job applicants were applying for.
‘ InstrumentLMaterial
| Hiring Application Forms.}lThe subjects rated two job
applicants, cne.applying‘for the position of a vocational
rehabllltatlon counselor and the other for the pos1tlon of a
bank loan: offlcer.v Each hlr;ng appllcatlon form flt one of

‘the eight (2 age, 2 sex, 2 exercise) categOries’for-the two
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fi;dlfferent occupatrons maklng a total" f'16 hypothetlcal job ff
yfappllcants that were randomly dlstrlbuted to the subjects.-
lehe hlrlng appllcatlon form cons1sted of"?appllcant name,nb
'~‘age, address,htelephone number, sex,,relevant work |
_experlence, educatlon, and hobbles/lnterests (See Appendlx
‘for stlmulus forms) | " |

Ratlnq,Scales,ﬂ The ratlng scale sheet asked subjects

fto rate the job appllcant on: the follow1ng nlne job "
characterlstlcs (dependent varlables) 1) how quallfled is
~the job appllcant to perform the job 2)~how motivated would
‘.thls jOb appllcant be to perform the job 3) how llkely |
would thls job appllcant be absent due to 1llness, 4) how .
'tllkely would this job appllcant be absence due to a jOb—.
'related acc1dent 5) based on the Job appllcant' |
- quallflcatlons, what 1evel of job performance would you:
expect to see, 6) how dependable do you th1nk thls jOb

'}appllcant w111 be,,7) how 11ke1y is thls job appllcant to

'qult durlng the next flve years. 8) would you interview thlS» .

‘appllcant for the ]Ob and 9) 1f the h1r1ng dec151on was up

;_to you, would you hlre th1s appllcant7

e Experlmental De51qn w'

. The study was a 2 w1th1n x’2 X 2 X é between factorlal

' qde51gn; Exer01se was the w1th1n factor, w1th each subject
rratlng an actlve job appllcant and a sedentary Job

y-appllcant. The exer01se varlable was randomly ordered

“between the two occupatlons. The.between factors were;_



ﬂksubject sex, appllcant sex,‘and.appllcantvage._ The :
’Lgoccupatlons (vocatlonal rehabllltatlon counselor and loan
:Qofflcer) were con51dered random Varlables. The hlrlng

‘iappllcatlon form evaluatlon task manlpulated three o
."1ndependent varlables,:a) appllcant age (young 31/old 51),»
ﬁfhb) appllcant sex (male/female), and c) appllcant exerc1se :
b_‘(actlve/sedentary) " |

7'Procedure .

; Each subject was glven a packet of. papers con51st1ng ofg'.f

: ga) consent form, b) 1nstructlon sheet c) two ]Ob

descrlptlons, d) two of e1ght h1r1ng appllcatlon forms, e)

»ltwo ratlng sheets con51st1ng of a 9-p01nt ratlng scale for

t[unlne questlons regardlng jOb appllcant characterlstlcs, f)

'fﬂan evaluatlon of job characterlstlcs form, ‘and g)

v’-1nformatlon regardlng subject's age, sex, educatlon level

‘Towork experlence, and 1f they had ever been respons1b1e for"-5

ﬁtfi,hlrlng employees., The subject was then asked to thlnk of

*Thlmself or herself as a personnel manager who must rate the .
f'htwo ]ob appllcants for two dlfferent occupatlons as: to'

B hls/her hlreablllty.g The subjects read the job descrlptlons'

'5fjand hiring appllcatlon forms and then rated thelr

?ﬁ-qperceptlons of the appllcant on a leert llke 9-p01nt scale
‘Tgfor n1ne job characterlstlcs.“' ' _ -
A flller—task was 1ncluded that evaluated
characterlstlcs of a person actually performlng each of the

h}occupatlons that the ]ob appllcants were applylng for. The

-



filler-task was not analyzed.‘
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RESULTS

Analysis of Items on Rating,scale |

| Principal Component Analysis. An assessment of the
’relatlonshlps among the dependent varlables was done. A
Kalser-Meyer—Olkln measure of sampling adequacy was
performed to test for sufficient common variance before a
principal component analysis (PCA) was performed. fResults
showed a sampling adequacy of .833, which was sufficient to
justify a PCA. | |

A PCA was then used to reduce the nine‘ratingbquestions

- on each occupation to a smaller number by identifying any
underlying relationshipsvamong the nine questions. Two
factors were identified from the observed variables and one
‘varlable appeared unrelated d1rectly to elther of the two
factors (See Tables 1.& 2) Among the 270 subjects, the
‘percelved dlfferences between the vocatlonal rehabllltatlon
counselor job appllcant was composed of two factors
‘accountingafor 60t4%bof"the'variance‘and 1abe1ed aspects of
good performance (good performanCe),and aspects of poor
- performance (poorvperformance). Perceived‘differences
between the loan officer job applicants among the 270
“subjects was composed of two factors accountlng for 62. 39 of
“the variance and were also labeled aspects of good
performance,and aspects of poor performance. ‘A varimax
orthogonal rotatiOn was used to-maximize_the variance ofithe

loadings within factors, across the variables.
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ﬁ Table 1

fﬂv~Var1max Rotated Factor Matrlx for Vocatlonal Rehabllltatlon

Z,‘Counselor”"

QUALIFICATION .79

 MOTIVATION

FINTERVIEWlf»fwv7f*7'f‘h7f"iﬁc | c‘:f;74'

. DEPENDABLEi,c~{o:  _’“‘2c!;}"v',c'J;£GQ ‘o'

ILLNESS =

7AcCIDEN$‘

QuIT o1

*Alpha does not 1nc1ude qult' varlance ’c}"

"Poor

 Factor 2

,; ;.ngiﬁ

-.15

 o£Q3 e

o”9.28,~».f~

RRrS

.8
.84

Ciser

Factors 1 and 2 account for 60 49 of varlance f_

\“"3f2§{i}ff;f“3



‘:‘ T£bié:?:ki 

 1:;Varimaxfﬁotated:FacfdffMatrix for Lpangbfficér '

* i: dG§odfi £, ;.,ﬂﬁééérf‘ 
Depengent variaple  Factor1  Factors
CworraToy -
}.n  QEéEﬁﬁABLE5:vvl.i ]~' ’ ¥     ;j1 ;f.76T‘iv: ‘;' ;.32u

QUALIFICATION T -2

iﬂiiLwﬁssii“  ‘,;} ;    "’”‘? '.;. _{15 ::, a ;  ﬂ85_'”
.:QbIT.'f,kvf ',     ,_, _ j}f.fi ,;.2z f‘ ;1,‘  ;58__
_A'i{ppa o | | e 587; HE 68*

the}vaactors 1 and 2 account for 62 3% of varlance

*Alpha does not 1nclude qult' varlance
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i Rellablllt: Analps1s.v A rellablllty analys1s (See‘

'7(Table 3) of the derlved factor for the vocatlonal

”rehabllltatlon counselor showed factor 1 (good performance)
rat alpha = .87 and factor 2 (poor performance) at alpha =
'T..58., The rellablllty analys1s of the derlved factor for the

_loan offlcer (See Table 4) showed factor 1 (good
hperformance) at alpha 87 and factor 2 (poor performance)
at alpha —_.68. The characterlstlc of "qulttlng“ appeared
to be-a separate entlty from‘factor’1~and factor 2 for both
occupatlons (counselor'— .24'and 1oan .officer =(}37) due to
relatlvely 1ow factor loadlng. Deletlng 1t from the poor
»performance scale 1mproved that scale s re11ab111ty
;"Qulttlng" was therefore analyzed separately

»Summlng and Transformlng Scale Scores. BaSed on these

analyses, three dependent varlables were used (aspects of

- good performance,‘aspects of poor performance, and

llkellhood of qulttlng) Good'performance was theisum‘of’
the six ]obvdlmen51on ratlngs;‘poorfperformance had two 5ob
;dimension ratings;“likelihood to”quit was based on‘one.jOb
dimension rating. Because these three dependent Varlables
i(scales) had dlfferent numbers of 1tems, each summed scale
score was transformed to a standard score w1th a mean of 50
andva standard deVlatlon‘of«lo,v |
Tests of Hypotheses | sy

A 2 w1th1n X 2 X 2 X 2 between subjects repeated

k,analy51s of Varlance us1ng the SPSS MANOVA procedure was
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Table 3 _ ‘
Reliability Analysis Scale for Factors 1 and 2 for

Vocational Counselor

‘Factgr;lngbd Performance
,I#émbiqtal‘ “Alpha if i#em:
Correlation deleted
PERFORMANCE ": | .74. .83
QUALiFIcAfION - 62 o - .85
- HIRE | . - .72 .83
MOTIVATION , 5 | . N .68  \_ .84
INTERVIEW SR T 68 s
DEPENDABLE,;" S s g6

Alpha = .87 - . -

'Factpr 2 Poor Performance 
-ACCIDENT T B .49 . .35
>ILLNESSY | C  .s0 | .34
QUIT N : .24 | f .76

’V>Alpha = .58
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‘ performed on three dependent varlahles‘partltloned from the -
:yPCA (factor 1 = good performance, factor 2 poorv
:";performance, and the unrelated varlable qulttlng) that were’c
aassoc1ated w1th the subject ratlngs of the nlne jOb | |
characterlstlcs.y The 1ndependent varlables good and poor
performanCe were 1ncluded in the same repeated'measure ANOVA"
to determine 1f subjects rated dlfferentlally on those two |
factors. For hypotheses one and two: the good and poor ve
performance dlmen51ons were used as repeated measures
because systematlc dlfferences by performance level were not
expected. Hypotheses three and four treated exerc1se as the
repeatedvdlmens;on. The 1ndependent varlables were‘
~ appiicant age (young = 31/old' 51), appllcant sex
‘(male/female), appllcant exercrse (actlve/sedentary), and
- subject sex (male/female), Results of‘an evaluatlon of
assumptions ofindrmality”andwhomogeneitywof'Variance were
satlsfactory. | ’ | |

Hypothes1s 1. It was predlcted that job appllcants who

were young would be rated h1gher on. ]ob d1mens1ons
pcons1dered 1mportant in selectlon.‘ An ANOVA of between-
subject effect of appllcant's age showed no 51gn1f1cant
effect (F[1, 240]—.90 p—.345) when subjects rated appllcants
~on the good and poor performance factors.- AnaANOVA of
between-subject effect on age for the qu1t factorAShowed no
51gn1flcant effect (F[l 248] 2 07 p— 151) :dMeansdand |

standard dev1atlons are presented in Table 5 (hlgh score |
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 Table 5
_Méan-SCoresnandetandardi

~ Gender, and Exercise

-Poor Perf*

‘:bceod Perf SQuit -
_ Mean Mean Mean
-~ AGE
Young Job Applicant 50.27 . 50.8 49.30
Lo (sd.=8.36)  (sd.=8.03 (sd.=7.93)
0ld Job Applicant 49.80 49.26  50.55
L e (sd.=8.03) (sd;;9.23) (sd.=8.36)
GENDER '
Male Job Applicant = 50.04 150.00 50.35
» R U (sd.=8.64) = (sd.=8.54) SD.=8.63)
Female Job Applicant © 50.02 . 50.04 - 49.49
SR (sd.=7.71)  (sd.=8.86) .(sd.-7 65)
EXERCISE o ’ ' | '
Active Job Applicant ~ 50.48  50.69 - 49.64
N SR  (sd.=8.63)  (sd.=8.47) (sd.=8.17)
SedentarstobzApplieant:-" . 49.57 49132) ‘ 3 '50.23
I IR (sd.=7.70)  (sd.=8.87) (sd.=8.17)
. V01d§i Active JOb‘Applicant,‘fvl 49.84 . 49.37  50.49
, , o “(sd.=9. 91) (sd.=10.34)  (sd.=10.04)
 older Sedentary Job . 49.86 49.29 50. 64
. Applicant (sd.=8.58 (sd.=10.14) sd.=10.15)
Note.” Means are T scores

' *Poor performance dlmen51on has been reversed h1gh scores

1ndlcate less 11kely to be 111 or have an acc1dent
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indicatesfmore famorable decision).

Hypothesis z.v‘It wasepredicted that'male:job.
applicants.would bekrated higher on job dimensions
considered important in selection. AnvANOVA of between-
‘subject effects for gender showed no s1gn1ficant finding
(F[1, 240]—.00,p—.969) for the good or poor performance
. factors. An ANOVA of between-subject effects for gender
examining the quitrfactor'also revealed no significant
effect (£[1,24é]=.64,p=.424). Means and‘standard deviations
are presented‘in Table 5.

Hypothesis 3. It was predicted that exercise would
} 1nfluence a subject's perceptlon of an appllcant's future
job performance regardless of the applicant's age or genderb
resulting in a higher rating on ]ob.dimen51ons considered
important in SeieCtion for active job applicants. An ANOVA
of withinésubject»effectsnfor exercise yielded no
significant difference (E[1,260]=.26,p#.608) for the good
performance factor, but was significant for the poor -
performance factor (F[l 255]=14.94,p<.005), with active
applicants being rated less likely to be ill or have an
accident than'sedentary applicants. An ANOVA of within-
'subjects effects for exercise examining the quit factor
showed no significant effect (F[1,265]=.28,p=.597). Mean
scores and standard deviations are presented in Table 5.

Hypothesis 4. It was expected thatvolder job

applicants who were actively exercising would be rated
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”gthan older non-exer0151ng

hlgher on jobu 1men51ons con51dered 1mportant‘1n selectlon

1ob appllcants.v An ANOVA of
.fw1th1n—subject effects for exerc1se among older appllcants_h

" vof both gender showed no s1gn1f1cant effect for the good

:;:~performance factor (F[l 128]—.01, p—»914) or’ for the poor

qu:performance factor (F[l 126]—.01 p— 923) There was no

7:s1gn1flcant effect for the qu1t d1mens1on (F[l 132]—‘ ',I.;r’

”‘;p 920)

M}héepplemental Flndlngs i

e Whlle testlng for hypotheses,‘several snbject ser
hgeffects were dlscovered An ANOVA of between-subject

cfeffects for gender, regardless of appllcant's age, ShOWed a i"

fvl,maln effect for subject sex (F[l 248] 4 57,p—.034) 1n the ‘

- qult dlmen51on. Male subjects rated male and female job

h:'appllcants less llkely to qult 1n both occupatlons than dld-"

”:[female subjects.. Mean scores and standard dev1atlons are

Q‘Kvpresented in Table 6';;hffi”'“"

An ANOVA of between subject effects for exerc1se

"]regardless of job appllcant's age or gender showed a ma1n

}"7}effect for subject sex (F[l 265] 5 88 p—;016) for the qult _f

ixdlmens1on.,_ Male subjects rated actlve and sedentary ]ob

7fjjfapp11cants less llkely to qult than dld female subjects.ffﬂ

Mean scores and standard dev1atlons are presented 1n Table

”*;ieﬁhd,r"

An ANOVA of w1th1n subject effects for exerc1se look1ng7

Higbat just older jOb appllcants showed an 1nteract10n effect of‘


http:F[1,265]=5.88
http:F{1,132]-.01

Table 6

e Male Subjects‘

'Female Subjects

 Mean

Note. Means are ,T4-Scofes

(sd.=8.89)

Mean
' Sub]ect Sex Effect for Gender: SR ‘ _ ;
- Likely to qult ‘ ' 51.12 - 48.76
. (sd.=8.24) (sd.=7.99
‘Sub]ect Sex Effect. for
Exercise
"leely to qult - Active .f" . 51.49 - 48.17
. R (sd.=8.43) - (sd.=7.74)
Likely to quit - Sedentary . .50.82 -49.58
S AT (sd.=8.13) (sd.=8.33)
Good Perf - Older Male Appl . 47.86 51.51 -
e foS (sd.=8.51) 7(sd.—8 24)‘
Good Perf - Older Female_Appl . '51.04 49.07
' ' o (sd.=7.01) (sd.=7.68)
Likely to qult - Active ' - 52;45 ‘ 47.24
older Appl ' (sd.=8.23)- (sd.=7.20)
Likely to qult - Sedentary 51.22 52.62
Older Appl (sd.=8.47)
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V.subject sex by appllcant sex (F[l 128] 3 94,p— 049) for the
"good performance factor._ Male subjects rated older male ‘

';iappllcants lower than older female appllcants on good |

' iperformance.‘ In contrast female subjects rated older male
nappllcants hlgher than older female appllcants on good
performance._ Mean scores and standard dev1at10ns are

lpresented in Table 6. S | |

An 1nteractlon was also found for subject sex by

h7.;exerc1se (F[l 132] 5 27,p— 023) for llkellhood to qult.,

'*:eMale subjects rated older actlve appllcants less llkely to

“m-qut than sedentary older appllcants. Female subjects rated

older actlve appllcants more llkely to qult than older

sedentary appllcants. ff
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- DISCUSSION |

Hypotheses. :The‘results of the current étudyyfailed to
find a‘significant:difference on any of the jdb dimensions
as a fuhction of'agé. These results are in direct conflict
witthérry and Vafnéy's (1978)'reséarch;which had shown
coilege,studenté! fatings toward older workers to be lower
than for younger workers'in areés of catching onto new ideas
and making valuable future contributions.

Several reasons may éccount for the currentvstudy's
finding. First, older applicants were not directly compared
to younger applicants, which according to‘Lee & Clemoh'é
(1985) finding decreaées the possibility of negative ratings
toward older ihdividuals. Second, avbétWeen—subject design
was used,and Kite and Johnson's (1988) méta?analysis
findings demonstrate that between-subject designs decrease
negatiVity toWard o1der>workers; Thifd, it is possible that
the two jobs used in the study (vocatiohal rehabilitation
counselor and loan officer) were not perceived as
stereotypically age-related occupatioﬁs by the subjects.
Specifically, the subjects perceived an 6lder worker
- performing just as well as a younger worker. A fourth
possible reasoh for a lack of significant finding may have
been due to the subtle nature of age stereotyping. Lévin's
(1988) work on age stereptyping of college student's
evaluationé sﬁggests ége diécrimination can present itself

in a subtle form that is hard to document.
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. The current study als( fa11ed~to f1nd dlfferences

"between men and women on ratlngs:of jOb dlmen51ons for ”" -
'wl‘selectlon also 1n contrast to prev1ous research.y ThlS may N
athave been due to the de51gn of the Job appllcatlon h1r1ng
7hforms._ Forms were constructed such that pertlnent
i quallflcatlons of the appllcant matched the ]Ob
:?requlrements,bthereby redu01ng any amblgulty 1n the b
”‘1subject's-perceptlon.: ThlS would support Gerdes & Garber S
yg(1983) flndlng that negatlve stereotyplng can be reduced 1f
spec1flc job requlrements match quallflcatlons of the
.,appllcant Terborg s. (1977) research review also supports a
‘decrease in gender dlscrlmlnatlon when pertlnent 1nformatlon
L about the job appllcant 1s avallable to the de0151on maker.
| The thlrd hypothes1s centered around whether a
fsubject's perceptlon of exer01se for both young and old
vﬂappllcants of both genders would result in a hlgher ratlng
*on Job d1men51ons 1n selectlon. Whlle there were no
'51gn1flcant effects for the good performance factor or
,llkellhood to qult there was a 51gn1f1cant f1nd1ng for the
' poor performance factor (llkellhood to be 111 and llkellhood
gto have an acc1dent) o Subjects rated appllcants who had an
\actlve 11festyle less 11kely to be 111 and less llkely to
“ahave an ac01dent than appllcants who were sedentary (See
Table 5). i ) :
The purpose of the thlrd hypothe51s was to see 1f

’,subjects percelved exerc1se as belng a factor in jOb



d1mens1on ratlng for selectlon of an appllcant.L'itTWasv'*‘

', expected that the relevance of exer01se to jOb performance,

already 1dent1f1ed by the amount of wellness programs“
present in Amerlcan 1ndustry, would result 1n a. varlance 1n
subject ratlngs. The flndlngs d1d show . subjects 1dent1f1edt"

exer01se ‘as belng a factor in the llkellhood of an appllcant

E lbelng ill or hav1ng an acc1dent (whlch is promlslng) Wlth

health care 1ssues belng crltlcal to Amerlcan 1ndustry, the
perceptlon of exer01se as a factor 1n redu01ng absenteelsmv
'sls a p051t1ve point that could help decrease negatlve
:ilstereotyplng 1n regard to age or gender.

The lack of any 51gn1f1cant age effects for hypothe51s
» :

',’four demonstrated the subjects had not percelved any

dlfferences between older job appllcants who actlvely
1hexerc1se and those who were sedentary An objectlve of the

fpaper had been to see 1f subjects 1dent1f1ed exer01se as a ;“
b';potentlal beneflt 1n thelr ratlngs of older job appllcants.yl
The 1mportance of exerc1se as a factor 1n ratlng older job
:'appllcants of both genders has been covered 1n the T
llterature rev1ew of thlS paper.,r“ |

Addltlonal F;ndln s.f Sublect SeXQ Although n0j'

‘»jyhypotheses were developed apr10r1 for subject sex, the

"poss1b111ty of dlfferent perceptlons by male and female
raters toward male female appllcants was con51dered
v'f*1mportant to examlne.. Sub)ect ‘sex. effects were found for¢

,"the varlables gender and exerc1se 1n the qult dlmen51on.‘

s



Male subjects rated male and female Job appllcants 1ess

llkely to qult in. both occupatlons than d1d female subjects,

L_,and male subjects rated actlve and sedentary ]ob appllcants

>;less llkely to qult than d1d female subjects. No -
‘1nformatlon on the appllcatlon form gave any 1nd1catlon of
‘;the llkellhood of an appllcant quitting. The qu1t varlable
-'may be percelved as behav1orally orlentated requlrlng
vsubjects to extrapolate from the hlrlng appllcatlon form and
project onto future performance patterns of the appllcants.;
In addltlon to subject main effect, there was an
‘1nteractlon effect of - subject sex by appllcant sex for good
performance. Male subjects rated older male applicants |
_ lower'On thevgood performance factor than older female
‘:applicants.n In contrast female subjects rated older male
,‘appllcants hlgher on" good performance factor than older
"female appllcants. There was also an’ 1nteractlon effect of
subject sex by exercise in regard to the qu1t dlmen51on. |
“Male subjects rated older active appllcants less llkely to
‘“qult ‘than sedentary appllcants. Female subjects rated older
l’actlve appllcants more llkely to qu1te than older sedentary
‘appllcants. These subject sex flndlngs support prev1ously
.documented studles (O'Connell & Rotter, 1979; Lev1n, 1988)
‘that have shown d1fferent1al perceptlons by male and female
subjects., Future studles are needed to explore male and
kfemale d1fferent1al perceptlons of age and sex d1mens1ons

s1nce»negat1ve stereotyplng of‘these var;ables appears to



..have taken on a more subtle form that appears to more
'~d1fflcult to document It:seems_unllkely that sex

dlsCrlmlnatlon has dlsappeared;' The focus of this paper did

: not deal w1th subject sex dlfferences in the perceptlon of-

age, gender, and exerc1se stlmull 1n evaluatlng hlrlng

appllcatlon forms, yet the results show is exlstence. ‘

Recommendatlons and Im llcatlons for Future Research
A dlfferent research de51gn for future studles than the one
used in this paper may enable subjects to perceive
dlfferences in older jOb appllcants of both genders. yA
suggestlon would be v1deo presentatlons of appllcants
ilnterv1ew1ng for jObS. A v1sua1 1mage of an older job
'appllcant who 1s dlscu551ng hls/her exer01se llfestyle may
present ‘the potentlal beneflts of exer01se to future jOb
performance in a more effectlve way. Clearly the EEOC would
‘llkely find the use of exercise as a selectlon crlterlon an
,1llega1 dlscrlmlnator, however, once an employee had been
,hlred the research ev1dence would appear to. support programs
encouraglng exer01se among 1ts employees.
vAnother possible suggestion’would‘belto use'actual

o personnel managers; Cleveland and Berman's (1987) research
. wasvthe.source'of;support,forgthis_paper's use of college
students;as_subjects;» They had found no differences in age
perception ofbjObsybetween‘COIIege students and actual
: managers,v:Thepperception of-exercise may be different

though--it may be important to obtain subjects who have had

: 4'3”



'viexperlence worklnd w1th older workers who are phy51ca11y
”vactlve compared to sedentary._m ’
| Although most of the hypotheses d1d not demonstrate the
results predlcted subjects dld percelve exerc1se to be a -

'f factor in some of the ]Ob dlmen51ons used 1n thls study.'

L There is st111 a great need to examlne any factors that

,affect personnel selector s perceptlons of older male and
'dfemale job appllcants. It ‘is- be11eved that future studles .
"focus1ng on the perceptlon of exerc1se by personnel | |
'h selectors 1n dlfferentlatlng'job performance-abllltlesbof
]: older jOb appllcants would help reduce negatlve stereotyplngl

:of the older workforce.l
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v AppendiklA )

Consent Form

- Dear‘Participantéf

_ I am a psychology ‘student at Cal State San Bernardino collectlng
data as a requirement to complete my thesis for a Masters in Psychology.
I am investigating the nature of dec151on—mak1ng involved in the hiring -
of potentlal job applicants. This project is being conducted under the
' supervision of Dr. Jan Kottke -of the Psychology Department.

I would- like you to part1c1pate in the study by actlng as a
personnel selector who:is reviewing job applicants' Hiring Application
Forms. You will be asked to ‘evaluate 2 job applicants, each for a
different occupation. Your evaluation will be placed on a- Rating Scale
Sheet consisting of 9 short questions. In addition, you will be asked
to evaluate job characteristics pertaining to a person presently working .
"in the two different occupations. Finally, you will be asked to
complete a short Subject‘Informatlon Survey. The entlre process should
take 10 to 15 minutes and your responses will remain confidential, only
'group results will be reported. ’ :

, ‘If you decxde not to partlcxpate in this study, please return the
forms blank. You are free. to discontinue your participation at any time

during the procedure. Slmply‘return your forms incomplete.

If you would like the results of this project, please contact the
student llsted below. A written report of the findings can be sent to
you. g S .

S If/you have ‘any questions or concerns regarding the research,
. please contact either the student listed below or Dr. Jan Kottke at
(714)880-5585.
Thank you in advanced for your assistance in my research.

Sincerely,

‘Sally:A, Kaiser
(714)275-5272

Signature .- LR Lol oo Date

Tear here if you want to leave an address for results to be sent to you.

Name

Address

Return separately to the
researcher ,
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Appendix B

Instruction to Subjects
| v

|

|

Your‘packet contains:

- 1. 2 Job de-séripti?ns
2. 2 Hiring Applic%tioh Forms
B ]

3. 2 Rating Scale #heets

o |
4. Evaluation of Job Characteristics Form

5. Subject Information survey

|

: : |
Instructions:

i

Beéin beeading the firét job description thinking of
yourself‘asiavpersonnel manager who must rate the applicant
as to his/herbhireabglity,

Proéeed to the Hiring Application Form and place your
evaluation on the Rating~Scale Sheet provided. The Rating
Scale Sheet requires you'tovrate the’job applicant on 9
‘areas according to how well yoﬁ‘perceive the job applicant
will perform on the job. Repeat the process for the second
job. After you‘have completed both your ratings( evaluate
what characteristiCSVYOu feel a person should have to
perform each of the jobs on thé Evaluation of Job
‘Characteristics Form. Finaliy,'please fill out the Subjéct

Information Survéy attached. All information will be

confidential and anonymous.

47



Appendlx C |
CRE-TRAIN, INC.

aJob”Title: Vocatlonal Rehabllltatlon,COunselor;f'f‘”*”

Accountable t0°“ Superv;sor of Vocatlonal Rehabllltatlon

g Department rfyf ufé
Quallflcatlons. ‘ » ‘ :
"‘1. 'rtCollege graduate-- BA degree ;‘ -
‘2Qf ';Post-college tralnlng Ln area of vocatlonal counsellngb
:l_vserVLCes o ;
k‘33; g .Mlnlmum one”year experlence prov1d1ng vocatlonal counsellngp

o :_‘to handlcapped 1nd1v1duals., o ‘ N
,@;”H:?Medlcal knowledge (termlnology) of dlfferent types of
vv,?dlsabllltles (1 e. mental lllness,'alcohol abuse, hearlng
-rand v1sual lmpalrments) ‘
'siJob Descrlptlon..‘ (‘ d
Counsels handlcapped 1nd1v1duals to provrde vocatlonal
brehabllltatlon servrces._ Interv1ews and evaluates handlcapped
‘;'appllcants, and confers w1th medlcal and profess;onal personnel to-
;determlne type and degree of handlcap, ellglblllty for serVLCe, and
'tbfeaslblllty of vocatronal rehabllltatlon.k Determlnes sultable jOb or
”'busrness con51stent wrth appllcant s deslres,‘aptltudes, and phys;cal,
'mental and emotlonal llmltations. Plans and arranges for appllcant to
‘fstudy or train for~job.; Assrsts appllcant WLth adaptlng to hls/her new :’
xllfestyle throughout rehabllltatlon program. Promotes and develops jOb.’

ﬁ"?openlngs and places quallfled appllcant in employment. :
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Appendlx D

Retralnlng.Job Appllcatlon Form

RE-T RAIN INC

" 5000 Sumyvale Ave.
" Wickita, Kansas 67217
G0z

o rbsmonlrmmc voR

Vocational Rehabilitatlon Counselor

Y GENIR.AL lNFORMATION (PII.ASE 'IYPE OR PRIN'I‘)

7 Nama: un.nm.mw.l

‘Goodman,i Debra SR
Al.dnn." mb ,S_tra'e(,‘_,‘—‘— nt or Space Numb R
5405 Mt. Helen Ave SO

cnq Stats, Zip Code ;
chhlta, Kansas 67215 .

" (316) 405-1169 - ‘
o Woerk Teleyhm (lndnde Aru Coda)
1-1(316) soz 0022 -

o mnunon (cm.;. or I.mivanlzy Ednaﬂnn)

B N-me nd Addnn of | Collogo Attonded

§ MnjorComoorsmdy Did You Graduste lj

‘ chhlta State Un1ver51t :

_BA Degree

. 999 Unlversity Ave

i ,.chhlta, Kansas 67210

:;Wiehita‘StateﬁUhiversity_ 0 “Voecational Rehabilitation

Nm of Employnr or Conp-ny

o T V.AL Medical Center :
. "Addnu,dty Sm ZIpC.de

Tahphone Nn (lnr.bde An- Coda)
(316) 802 0022
- B . c o . P - \ ijohme S o .
: 5134 Intervale Street Tp‘,peka',;_Ka:nsafs 69517 TN e Caseworker for 8 years. :
. Delcrﬂu Your, ‘Dutles’ : S R E :

Interv1ewed appllcants applying for JOb tra:ming program, evaluated cllent

v skllls and' developed vocatlonal proflle-‘ ass::.sted in job tralnlng sem1nars'

made referrals
S Bon,ams/mm}:sf(s

'o»‘Job tra:mlng programs establ shed w1th communlty agencz.es.

___Reading, Geifdériiﬁ's.

: fv;n.n.'ral.plm-auhumc.g., e '


http:Telepbpne.Nb

Appendlx E

Ratln Scale Sheet

Personnel Selectlon for Vocatlonal Rehabllltatlon Counselor

Appllcant°

'Please rate the appllcant on the followlng characterlst1c5°

1.

How quallfled is the Job appllcant to perform the job:

illness:

a job-related

Not at .all . .. Fully quallfled
1 2 3 4’1 '5 t'6 7 9
‘How motlvated would thls jOb appllcant ‘be to’ perform the Job.
Not at all _ _ ‘ nghly motivated :
1 w2 s30T 4 5' 6 7 8 9
How llkely would thls jOb appllcant be absent due to
Not at all . Very llkely
1 2 37 4 5" 6 7 8 9
" How likely would this. job appllcant be ‘absent due to
- accident:
‘Not at all =~ o Very llkely
1 2 3 4 5 .6 7 .8 -9

Based on the job appllcant s qualifications, what level of job

' . performance would" you expect to see?

12 3. a 5 6. 7 g8 9

Low performance ‘ . High performance

1 2 3 4 5 6 7.8 9

How dependable do you think this job applicént will be?
Not very dependable : Very dependable

1 2 3. 4 5 6 7 © 8.

- How ‘likely is this jOb appllcant to qult during the next 5 years:
Not likely ‘ , High probablllty

1 2 3 4 5 6 7 9

Would you interview this: appllcant for the job:.
Definitely not Not sure . .Yes, definitely.

1 2 0.3 e 5 16 T T8 L9

If the hiring dec1510n was up to you, would you hire this
‘applicant: » ‘
Definitely not " Not sure = Yes, deflnltely



PRAIRIE MUTUAL BANK

Job Title: Loan Officer

Accountable to: Manager of Prairie Mutual Bank

Qualifications:
1.  College graduate‘— BA degree
2. Post-college training.in banking finance
3. Minimum one year experience as a loan officer in a banking
facility ‘

Job Description:

Interviews‘appliCants,'and examines, evéluatéé, and authorizes or
'recomménds approval of customer app;icapions for lines or extension of
lines of credit, commercial loans, real estate loans, consumer credit
loans, or credit card accounts; Interviews applicant and requests .
specified information for loan application. Analyzes applicant
financial status, credit, and property evaluation to determine

feasibility of granting loan or submits application to credit analyst.’
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Appendix G
‘Prairie Job Application Fofm
 EMPLOYMENT APPLICATION |
PRAIRIE
MUTUAL

BANK

 HUMAN RESOURCES DEPT.
| PRAIRIE MUTUAL BANK

1500 ATLANTIC BLVD. - -

. WICHITA, KANSAS 67215

POSITION APPLYING FOR:

Loan Officer

' GENERAL_ INFORMATION (PLEASE TYPE OR PmN_Ij

Name: Lugnngmuaehmu
Wllllams, Fred

Home Telephone (Indﬁd'e Area Code)
(316) 443-3321

Address: Number, Street, Apartment or Spaco Number
2205 Montana Ave

Work Telephone (Include Area Code)

' City, State, Zip Code
chhlta, Kansas’ 67215

. Age:

(316) 885-9292

31

EDUCATION (College or Unlvonity Education)

Name and Address of College Attended

Major Course of Study  Did You Graduate

: ) A Yes_X No_ .
chhlta State University . - . BA Degree Finance
_999. Unlver51ty Ave N
W;chlta, Kansas 67210 S
Wichita State University ) .7»“fMasters Degree Finance
Name of Employer or Cdlzé;ialiy Telephone No. (Include Area‘ Code)

.Topeka.Natioﬁal‘Baﬁk

(316) 885-9292

’ Addreu, City, State, Zip Code
4102 Wllshlre Blvd Topeka, Kansas 69518

Your Job Title
Lpan Officer fpr 8 years

Describe Your Dlrtle:

~Interviewed .applicants for 11ne of credlt, or exten51on of’ present 11ne of credit; .

personally evaluated customer's application for credit pertaining to consumer
—credit loans, commercial loanq -real estate loans, or credit cards.vanalvzed

fea51b111ty of loan to applicant's financial status,. credlt, and property evaluatlon.

' HOBB]ES/ENTERESTS

Long distance running, participated in 2 marathons, aeorbics
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’ Apﬁehdixrﬁ o
| Ratlng Scale Sheet |
Personnel Selectlon for Loan Offlcer
Applicant:, | B |

. Please rate the appllcant on the followxng characterlstlcs'

'1. -~ How quallfled is the Job appllcant to perform the jobs
- Not at all B ‘ Fully: quallfled
1‘ o2 3 4 s 6 7 - _ 9
2. How motlvated would thls JOb appllcant be to perform the ]Ob..
- - Not at all Highly" motlvated
1 2 3 ‘4 5 6 7 8 9
3. How llkely would this job appllcant be absent due to illness:
' ;Not at.all ) i Very llkely
1 2' -3 4 5 6 7 8- 9
4. . How llkely would this job appllcant be: absent due to a job-related
- accident:
_Not at all g , S , Very- llkely
1 2. 3 4 55 .6 7.8 9
5. Based on the job appllcant ‘8- qualifications, ‘what level of job
performance would you expect to:see?
Low performance', _ , High performance‘
1 2 3 4 .5 6 7 1;8f 9
6. How dependable do you think thls job appllcant will be?
' Not very dependable Very dependable
1 o200 3 4 5 - 6 7 8 | 9 _
7. How llkely is thls Job applicant to quit durlng the next 5 years:
Not llkely ngh probablllty
1 -2 <3 4' -5 6 7 8 9
8. ~ Would you 1nterv1ew thls appllcant for the jOb.
Deflnltely not Not sure o . Yes, definitely
1 2 3 4 5 6 7 - 8 9.
9. - If the hiring dec1910n was up to you, would you hire: this
applicant:
Definitely not ,Not»sure ' Yes, deflnltely

1 23 4 5 6 7. 8 9
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Appendlx I :

Evaluatlon of Job Characterlstlcs

R Please rate by c1rcllng how true the followlng characteristlcs»
='should be of the person performlng each of the two Jobs used ln thlS»
'study. :

o Scaleﬁ“j

. Never - or ,Usually Sometlmes but Occa51onally Often Usually - Always or

' .~ almost not- infrequently ‘true : . true - true almost

never true true - = true . . e L "~ always" true .

_chatiqhal“Rehab ccunSelQr=i‘t 'Leaﬁ,Offieer -

. .Conscientious
" Independent
. Sympathetic
.- Assertive
"~ -Sensitive to needs
- of -others .
©."Reliable . :
Strong personallty',
. . Understanding- ‘
. Forceful
‘Compassionate
. Truthful -
- Have leadershlp
© .. abilities -
‘Willing to take rlsks
“Warm v
Adaptable -
. Dominant
. ‘Tender
. +-Conceited -
~..Tactful
Aggressive -
- Gentle L
5 Conventional
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Appendix J

Subject Information,Survey

Age:
Sex: Male ' Female
- Education Level:l

| Year in College ‘ Graduaté Student

1 2 3 4 |
Work Experienqe: 
Number of years Full Time , Part Time

Have you ever beén responsible for the hiring of employees?

yes R ‘no

if yes, number of hires made in your work experience
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~ Appendix K
' Debriefing Form
ﬁDear'Participant =

+ . Thank you for your. partlclpatlon in this research. The
"specific purpose of this investigation was to gather
information on "perceptlons" people have regarding age-related
and gender-related issues in the decision making process and
to see if exercise compared to a sedentary lifestyle made any
difference in the h1r1ng process. - Please help us avoid
incorrect data by keeplng the nature of this’ study
confldentlal for the next 2 -months.

The. workforce in our country is sh1ft1ng to an older
population (over 45 years). This older population includes
‘many women who are working outside the home. Human resource
literature has pointed out the need to study the perceptions
- of personnel selectors regarding - age—related and: gender-
related issues to prevent discrimination in the workplace.
Due to the recent emphasis by American businesses to promote
wellness programs within their organizations, this study
wanted to see if a lifestyle that included exercise would make
any difference in how a job applicant was perceived.-

If you'have any questions or concerns regarding this
research, please contact either the student listed below or
Dr. Jan Kottke who is supervising the research.

Sally A. Kaiser B Dr. Jan Kottke
(714)275-5272 ~ (714)880-5585
Thank'you,

"Sally A. Kaiser
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