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Subjects who differed on relevant measures of prejudice examined photo-
graphs and trait descriptions of job candidates. Gender or racial stereotypes
were cued by the photographs of the applicants, and to assess the impact
of individuating information on stereotype use, the trait description concern-
ing the applicants were manipulated so that they were either primarily stereo-
type-consistent, stereotype-inconsistent, or neutral. After forming an
impression of each applicant, subjects completed a number of evaluative trait
ratings, a liking measure, and two process-oriented measures—an informa-
tion search task and a recall measure. The counter-stereotypic hiring recom-
mendations were not mediated by the impression formed of the candidate,
suggesting self-presentational concerns influenced these judgments; hiring
choices were based solely on the photograph in the gender case, and on both
the photograph and traits in the race case. On the evaluative trait ratings,
subjects appeared relatively uninfluenced by the stereotype, although the more
subtle process-oriented measures showed effects that are consistent with stere-
otype-guided processing. Based on the results, a model of the role of stereo-
types in social decision-making is presented.
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Research in social cognition has demonstrated that an activated schema or
cognitive category can influence how information about a target person is
processed and the final judgment ultimately arrived at (Higgins, Rholes &
Jones, 1977; Wyer & Srull, 1980). In this study we investigated how a partic-
ular type of schema — a stereotype of a well-specified and consensually agreed
upon group — influences processing of information about a person from that
group, and how it might influence socially significant decision-making
processes. Past research (Devine, 1989; Smith & Branscombe, 1985) indicates
that racial and gender stereotypes are automatically activated immediately
following categorization of a target as a member of one of these groups.
The primary purpose of the current research was to determine whether such
stereotypes influence hiring decisions directly, or whether they exert an ef-
fect on such decision-making via their influence on impression formation
processes.

Toward this end, we formulated and conducted a preliminary test of
our sequential model of the stages of the stereotyping process. Theoretically,
and particularly in the context of our study, there are at least four stages
involved in the process: (1) the retrieval of stereotype information from mem-
ory, cued by the target person’s physical appearance; (2) the integration of
other available information with the retrieved stereotype into an overall im-
pression of the target’s personality; (3) the selection of decision rules or cri-
teria by which to make the decision; and (4) the final decision to hire or not
hire the target person.

Stage 1, the cueing of the appropriate stereotype, was accomplished by
presenting subjects with photographs of target persons, and the influence
of accessing the stereotype on the later stages was examined as a direct ef-
fect of this manipulation on the measures tapping the subsequent stages. Stage
2, that of impression formation, was manipulated with the traits that were
associated with the various targets. The traits were either consistent with the
retrieved stereotype, inconsistent with it, or irrelevant. The impression formed
was measured in several ways including traditional trait ratings, liking, and
expected success. A more subtle measure of the degree to which the stereo-
type itself was guiding this impression formation stage was free recall of the
trait adjectives used to describe the target. Theoretically, recall is a measure
of the “depth of processing” or amount of elaborative encoding that the sub-
jects performed on the target information (cf. Craik & Lockhart, 1972). If
the activated stereotype is sufficient for guiding impression formation, then
recall of the trait attributes should be low when the target is a member of
a stereotyped group. If, on the other hand, the traits are only examined closely
when they are obviously inconsistent with the retrieved stereotype, then an
interaction between the group membership information and the traits condi-
tion would be observed. Stage 3, setting the criteria in decision-making, was
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examined with an information search technique. If more supportive evidence
is required to make a favorable judgment concerning a minority candidate
than a majority target, then this shifting criteria for judgment can be assessed
with the amount of additional information requested about each target. Final-
ly, stage 4, the actual decision-making outcome, was measured as a binary
choice between candidates. Using a regression model, we were able to assess
the degree to which the outcomes of the previous stages determined the final
judgment. That is, whether an earlier stage (especially, Stage 2, involving im-
pression formation) mediates the effects of stereotypes on the final choice,
or whether the hiring choice was détermined solely by group membership.

The decomposition of stereotype effects in this manner into such detailed
stages will allow a better integration of stereotyping with general models of
person perception, which have recently been characterized by proposals of
stage theories as well (e.g., Burnstein & Schul, 1982). This technique also
allows us to examine the degree to which stereotyping processes are similar
across diverse content domains. We conducted two replications for this pur-
pose. Group membership, via the photographs, in one replication concerned
gender of the target, and in the second replication concerned race of the tar-
get. We expected two types of differences due to content of the stereotype.
First, the evaluative nature of the stereotypes differ, with the black stereo-
type being fairly consistently negative (Brigham, 1971) and the female stereo-
type more mixed in nature (generally good on dimensions of expressivity and
interpersonal concern, and bad on dimensions involving instrumentality and
task competence — see Bem, 1974). These content differences may lead to dif-
ferences in the patterns of inferences subjects will make about black versus
female candidates when forming impressions of them.

The second difference between the two replications that we expected
concerns the social acceptibility of appearing prejudiced. Recent evidence
from a national survey (Smith & Kluegel, 1984) as well as other findings sug-
gest a wide distribution of traditional sex-role stereotypes and the view that
it is appropriate to exclude women from certain roles simply on the basis
of gender. On the other hand, traditional racial prejudice and the view that
blacks should be restricted from desirable jobs have all but vanished from
the American scene, with less than 10% of the population currently overtly
endorsing such ideas (Burnstein, 1979). Though college students may be some-
what more liberal than the general population on both of these issues, such
findings imply that subjects may be more consciously concerned about ap-
pearing to stereotype and base decisions on group membership with respect
to race than with gender.

This last issue of subjects consciously shaping their responses in the
study for strategic self-presentational reasons (primarily to appear unpreju-
diced), if they are able to grasp the underlying purpose of the study, is one
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we deal with in two ways.? First, as described in the method section we
elaborately disguised the purpose of the research, and during the post-experi-
mental interview it was clear that subjects could not even approximately ver-
balize our primary hypotheses. Second, we believe that our approach where
different types of measures are employed, allows us to separate responses
based on concerns about presenting an “unprejudiced” identity from the less
conscious effects of stereotype activation on information processing and so-
cial decision-making. We assume that overt responses on rating scales con-
cerning the degree to which a target possesses stereotypic traits, is competent,
and so on, maximizes the probapbility of strategic, self-presentational respond-
ing. In constrast, responses on the process-oriented measures such as the free
recall and information search tasks are much more difficult to bias in a so-
cially desirable fashion. When different types of information about candi-
dates can be requested, it is likely to be non-obvious to the subject that the
sheer amount of information requested for different targets reflects stereo-
type employment. Similarly, amount of recalled information is unlikely to
appear to subjects as indicating anything about their guidance by a stereo-
type. Nevertheless, consistent with Hastie (1981), we expected that targets
who were described with some traits that were stereotype-inconsistent would
attract greater attention during the impression formation stage, thereby result-
ing in higher levels of recall. Such a pattern of effects would indicate that
stereotypes are guiding impression formation, even if subjects are unwilling
to demonstrate it directly on the trait rating scales.

Finally, we also wished to assess the degree to which individual differ-
ences in relevant measures of prejudice influenced outcomes at each stage
of the information processing and decision-making sequence. Hence, individ-
ual differences in racism or feminism, depending upon the replication, were
used as predictor variables in all of the analyses. The prejudice measures were
expected to be important particularly for the process-oriented measures. Indi-
viduals with relatively high versus low levels of racism or feminism were ex-
pected to possess somewhat different schemas for these target groups. For
example, individuals with high feminism scores may not have such well-de-
fined expectations for females and males to possess stereotypic traits and,
for this reason, may be less likely to show the Hastie (1981) schema-incon-
sistency effect. On the other hand, only individuals with relatively high levels
of racism may show inattention to the traits of the minority candidate, thereby
exhibiting particularly low levels of recall. For the information search mea-

31t is very difficult to conduct a stereotyping study in which subjects are truly unaware of the
dimension under study. Contrary to some opinions, even the use of purely between-subjects
designs does not rule out such awareness and conscious strategic responding (Scheier, Carver,
Schultz, Glass, & Katz, 1978).
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sure, it was expected that low levels of feminism and high levels of racism
would in effect create uncertainty about minority candidates, encouraging
those subjects to adopt a more stringent criterion for acceptance by elevating
the perceived need for additional information compared to what would be
required by high feminist and low racist persons.

METHOD

Subjects (96 males; 96 females) received a booklet consisting of three
sections in which information about “candidates for a management training
program” was provided. This context was chosen because it is a situation
where it is natural to choose among persons, and also because it is one
with great social consequences for those who are stereotyped (Taylor &
Ilgen, 1981; Terborg, 1977). Within each of the three different sections, two
different job candidates were described. After examining the information
about a particular candidate within a section, subjects were asked to make
judgments about him or her, and then to indicate a choice between them
for acceptance into a management training program. Subjects then continued
this same procedure through the next two sections of the booklet. The first
section and evaluation of those two white male job candidates was included
merely as practice. The second and third sections contained the experimental
manipulations consisting of a white male candidate and a white female candi-
date (the gender replication), or a black male candidate and a white male
candidate (the race replication). The order of presentation of the race and
gender sections was counterbalanced.

Each job candidate was represented by a photograph¢ and by a list of
five trait adjectives that had been ostensibly gleaned from information pro-
vided by previous employers of the candidates. The trait sets were equated
on likability using Anderson’s (1968) norms, with two of the five traits being
either consistent with the black or female stereotype depending upon the sec-
tion, inconsistent with the stereotype, or neutral (two different sets of neu-
tral traits were used to permit counterbalancing). The remaining three trait
descriptors used were irrelevant to both the racial and gender stereotypes,
with one always being moderately positive, another moderately negative, and
the third neutral. Stereotype-irrelevant information was included in the trait
descriptions of the job candidates for two reasons: (1) to decrease the obvious-
ness of the manipulation; and (2) because past research suggests that

‘Sev?ral dif! ferenf photographs were used in each condition to avoid responses based on unique
attributes of a s;ngle photograph. The photographs were equated and selected for use in this
study on the basis of 30 pretest subject’s ratings of their attractiveness and apparent intelligence.
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stereotyping effects are more likely to be detected when additional, seemingly
diagnostic but stereotype-irrelevant information is present (Darley & Gross,
1983). In the gender replication, examples of the stereotype-irrelevant traits
were: forgetful, relaxed, materialistic, broad-minded. Traits such as optimis-
tic, self-concerned, consistent, and unsympathetic were considered stereotype-
irrelevant in the race section.

Since both gender and racial stereotypes are multidimensional, we
wished to test the logic of Grant and Holmes (1981) and examine the general-
ization of stereotype-based inference from one trait dimension to another.
Grant and Holmes (1981) found such a process operating in their work: when
subjects were told that an individual possessed traits that reflected one dimen-
sion of the stereotype they inferred the presence of traits from other dimen-
sions of the stereotype. The components of gender stereotypes that we
examined were independent/dependent, rational/emotional, competitive/nur-
turant, and aggressive/unassertive (cf. Deaux & Lewis, 1983). The racial stere-
otype dimensions tapped in this research were intelligent/unintelligent,
responsible/impulsive, motivated/lazy, and friendly/hostile (cf. Brigham,
1971). In both the gender and the race cases, traits reflecting the first two
of the above components of each stereotype were manipulated via the pre-
sented trait descriptors, although all of the dimensions for a given stereotype
were measured. Thus, we assessed both the subjects’ impressions of the target
on the manipulated dimensions themselves, and the extent to which the stereo-
type guides inferences from these manipulated components to the other di-
mensions of the same stereotype that were not directly manipulated in the
trait descriptions.

There were four versions of the stimulus materials that were needed
for each of the replications to allow counterbalancing of the assignment of
traits to the target persons. Thus, the materials formed a 4 (traits list) X
2 (gender/race of photograph) between-subjects factorial design. Assignment
of traits to photographs was counterbalanced as was the order that the two
replications were presented so that across subjects all stimulus conditions
were employed. The conditions for the gender replication, and the trait de-
scriptors employed in each, are shown in Table I (the race replication was
constructed in an identical fashion).

Once the students had read the traits that were descriptive of a candi-
date and had examined the associated photograph, they were asked to pause
for a moment and to form a mental impression of that candidate. Subjects
then indicated how they perceived the target by rating him or her on a num-
ber of items regarding the stereotypic dimensions that were manipulated by
the traits, as well as the stereotypic dimensions that were not manipulated (cf.
Grant & Holmes, 1981), each candidate’s likability, and traits tapping a good/bad
evaluative dimension (e.g., productive, good, competent, likelihood of suc-
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Table 1. Manipulated Stereotype Dimensions and Traits Presented to
Subjects in Each of the Gender Conditions

Trait information Target
condition Male Female
Stereotype-Consistent INDEPENDENT DEPENDENT
(opinionated) (impressionable)
RATIONAL EMOTIONAL
(scientific) (artistic)
Stereotype-Inconsistent DEPENDENT INDEPENDENT
(impressionable) (opinionated)
EMOTIONAL RATIONAL
(artistic) (scientific)
Stereotype-Neutral Set A forgetful relaxed
broad-minded materialistic
Stereotype-Neutral Set B relaxed forgetful
materialistic broad-minded

Note. The dimension of the stereotype that was intended to be manipu-
lated and was actually rated by the subject on a 1 to 7 scale is shown
in capital letters. The traits that were actually presented in the original
description of the target are shown in lower case letters. All subjects
received one of the four versions of the two targets.

cess). To avoid having subjects rate the targets using the actual words for
the manipulated dimensions that had been used to describe the candidate
initially, subjects rated the targets on trait terms that were as close to syno-
nyms of the originals as possible. This procedural pairing of terms presented
and those later rated is illustrated in Table I. For example, the target who
was originally described as scientific in his/her approach would later be rated
on a 1 to 7 scale, with very rational and not at all rational as anchors.

Finally, once the two candidates in each section had been rated, sub-
jects were asked to choose the candidate that they would admit to the pro-
gram and to indicate the strength of their preference for one candidate over
the other. The hiring choice (coded as — 1 for the female or black candidate
and + 1 for the white male candidate) was weighted by subjects’ confidence
level which ranged from 1 to 10.

Two process-oriented measures were also used to help clarify the impres-
sion formation and judgment processes used by subjects. The first was an
information search measure. Subjects chose, for each candidate, from a list
of 35 different types of information (e.g., 1.Q., place of birth, leadership
potential, grade point average, religion), those items that they would like
to have if they were actually the director of the program and needed to be
absolutely sure of their judgment. Subjects were free to choose from 0 to
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35 pieces of information; no limits were explicitly imposed, although sub-
jects were told that in the real world acquiring information is costly and to
select only those pieces of information that they felt were really needed. The
amount of additional information required about a candidate should index
the subject’s degree of confidence about their judgments based on only the
presented trait and photograph information. Once the information search
task was completed, the two candidates comprising the second replication
were presented and responded to in the same way as the first two candidates.

The second process-oriented measure was free recall of the traits used
to describe the targets. At the end of the experimental session after all candi-
dates had been evaluated, subjects attempted to recall in the same order as
they were presented, the traits associated with each of the six candidates,
with the name of the target serving as a retrieval cue. The recall measure,
scored using a gist criterion, should indicate the amount of attention the sub-
ject gave the traits when they were encoded, not superiority in cueing at the
recall stage. Interference from recalling the traits of earlier candidates could
not be differentially operating as all orders of recall occurred equally often
(see the above section on counterbalancing the order of presentation of the
candidates, and subjects were asked to recall the traits in the order that the
candidates were examined).

In addition, as part of the experimental booklet, subjects completed
“symbolic racism” items which tapped their attitude toward blacks (McCona-
hay & Hough, 1976; Kinder & Sears, 1981) and items that measure attitudes
toward feminism and women’s roles (Smith, Ferree & Miller, 1975). These
items were mixed with a variety of other filler opinion items concerning vari-
ous social issues (e.g., gun control, abortion, drug use policies, etc.). In order
to further disguise the purpose of the experiment, subjects also completed
a series of anagrams and indicated their feelings concerning a variety of polit-
ical figures and groups. In sum, the study was portrayed to subjects as four
separate experiments which for practical purposes had been combined. The
attitude measure was collected first, the anagrams task was second, the three
pairs of candidates came next, and the task concerning feelings about politi-
cal groups was last. This procedure for disguising the purposes of the experi-
ment was generally successful. During the debriefing, when subjects were
asked which two of the four experiments that they took part in they thought
might be related, only 26% selected the correct two (the initial attitude assess-
ment procedure and the section concerning the job candidates), when 17%
would be expected to select those two by chance alone.
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RESULTS AND DISCUSSION

Gender

The first issue we addressed concerns whether the stereotype is cued
from memory on the basis of physical characteristics alone (i.e., the photo)
or whether the manipulated stereotype trait information also has an impact
on impressions, as evidenced by ratings of the target’s personality. If both
types of information were necessary, then a traits by target interaction should
be obtained. This was not the case. Instead, as described below, we found
that the photo and trait manipulation had independent effects on the vari-
ous dependent measures that tapped subject’s impressions of the target.

Impression of the Candidates. First, gender as indicated by the photo,
had several significant effects on ratings of the target. Subjects indicated that
they would like the female target better (M = 4.69) than the male target (M
= 4.38), F(1, 179) = 4.63; p < .05. The rating of the target person on depen-
dence and emotionality (the manipulated stereotype dimensions) was higher
for the female (M = 3.87) than for the male (M = 3.58), F(1, 181) = 13.3;
p < .001. This rating was also significantly influenced by the trait manipula-
tion, serving in effect as a manipulation check (M = 3.75 for the female-ste-
reotypic traits; M = 3.61 for the neutral traits; and M = 3.54 for the female
stereotype-inconsistent traits), F(3, 181) = 3.59; p < .05.5 Finally, the rat-
ing of the target on the nonmanipulated stereotype dimensions was influenced
by the trait manipulation. When the target was said to be independent and
emotional, he or she was also inferred to be nurturant and unassertive (M
= 4.49 for the female stereotypic conditions; M = 4.11 for the neutral con-
ditions; and M = 4.08 for the female stereotype-inconsistent conditions),
F(3, 180) = 4.34; p < .01. The main effect of target gender on inferences
concerning the nonmanipulated stereotype dimensions approached signifi-
cance, where female targets tended to be rated higher on the female stereotype-
consistent dimensions. No effects on the good/bad scale or on attributed
competence/likelihood of success measures reached significance, and the ef-
fects of subjects’ feminism scores (dichotomized) and its interactions with
the two independent variables were never significant.

To avoid confusion, throughout this section, the terms stereotype-consistent and stereotype-in-
consistent are used only to refer to the relationship between the photo and the trait information.
That is, a dependent emotional male is stereotype-inconsistent and a female with such traits
is stereotype-consistent. However, when a reference is made to the traits alone (regardless of
the photo), then a term designating the traits’ consistency or inconsistency with the stereotype
we are investigating will be used (e.g., female stereotypic traits, black stereotype-inconsistent
traits).
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Thus, both the manipulated traits and gender had independent effects
on aspects of the impressions formed of the target’s personality, and these
effects did not differ between high and low feminism subjects. Females were
liked better than males, they were seen as more likely to possess the manipu-
lated female stereotype-consistent traits, and there was a tendency on the
part of the subjects to be more willing to assume that female candidates also
possessed the nonmanipulated stereotype dimensions. Gender did not, how-
ever, influence perceived competence or inferences concerning the stereotype-
irrelevant traits, although the trait manipulation did not influence these rat-
ings either. The trait manipulation failed to influence perceived likability but
it did determine the extent to which the targets were perceived as stereotypi-
cal in terms of both the manipulated and nonmanipulated dimensions.

The Final Hiring Decison. In order to assess the degree to which the
hiring decision was mediated by impressions of the target (as opposed to
gender or actual stereotype-consistency alone), all of the personality ratings —
including the mean of the manipulated and nonmanipulated dimension rat-
ings, likability, perceived competence, and good/bad stereotype-irrelevant
items — gender of the target, the trait condition, and feminism scores were
entered as independent variables into a regression equation. The only signifi-
cant effect on the hiring decision was gender of the target. Subjects preferred
to hire the female candidate over the male candidate (tested by a t-test of
the mean value for the hire variable, ranging from + 10 to — 10, against zero,
its null hypothesis value, M = —4.48, 1(180) = 34.4; p < .001). This im-
plies that subjects’ hiring decision was based largely on gender without the
impressions of the candidates, even in terms of their perceived likability, hav-
ing much independent impact on this judgment.

Process-Oriented Measures. The two process-oriented measures, infor-
mation search and recall of information about the candidate, offer an alterna-
tive view than do the impression formation ratings of the role of stereotypes
in social judgment. For the information search measure, a significant main
effect for gender was obtained, F(1, 184) = 14.32; p < .001, but was quali-
fied by a significant three-way interaction, F(2, 184) = 3.19; p < .05. The
main effect simply indicated that subjects felt they needed more information
about the female candidate (M = 11.60 pieces of additional information from
the list of 35 possible types) than the male candidate (M = 11.17) in order
to make a choice between them. The interaction showed that high-feminism
subjects wanted relatively more information on stereotype-inconsistent indi-
viduals (independent, rational females and dependent, emotional males) while
low-feminism subjects wanted more information concerning stereotype-con-
sistent targets. When either group of neutral traits were assigned to the tar-
get, however, the subject groups did not differ in the amount of information
desired. It is possible that the information search measure actually tapped
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increased interest on the part of subjects who were philosophically similar
to the candidates, rather than uncertainty per se, as was expected.

For the recall measure, the three two-way interactions were all signifi-
cant. The feminism by trait interaction, F(2, 186) = 3.49; p < .04, showed
that high feminists, relative to low feminists, recalled more of the trait infor-
mation when the candidate was described with female stereotypic traits. This
is consistent partly with the information search data described above. High-
feminist subjects wanted more information about males with female stereo-
typic traits, although they also wanted more information about females with
female stereotype-inconsistent traits.

The two-way interaction between attitudes toward feminism and gender
of the target, F(1, 186) = 5.53; p < .02, indicated that similar amounts of
information was recalled about the male candidate, regardless of the subjects’
level of prejudice (Ms = .90 and .87). More trait information overall was
recalled about female candidates (0 to 5 traits could be potentially recalled)
than for males. Individuals with positive attitudes towards feminism recalled
more information about female targets (M = 1.60) than did individuals with
more negative attitudes (M = 1.19). Positive attitudes toward feminism seems
to have led subjects to focus more closely on information about female ver-
sus male target persons.

The trait by gender interaction was also significant, F(2, 186) = 3.61;
p < .03. Relatively more traits were recalled in the conditions where they
represented inconsistent information; that is a female candidate with male
stereotypic traits or a male with female stereotypic traits. This finding repli-
cates effects summarized by Hastie (1981) where information that is inconsis-
tent with an organizing schema (such as a gender stereotype) is, in gener-
al, attended to more closely at encoding and therefore recalled better than
consistent information. However, a simple interpretation of the recall find-
ings is not possible here as recall of the traits was qualified by individual
differences in feminism.

To summarize the gender case, effects of the target person’s gender on
information processing and decision-making occur at several different stages.
Initially, stereotypes enter the impression formation process by influencing
the impression formed of the target. Gender also influences liking, as well
as both process-oriented measures. Finally, gender exerts a direct effect on
hiring, with subjects being more likely to recommend hiring the female candi-
date regardless of the other aspects of their impression. The paradox here
is that the impression formed of the target was generally stereotypic, yet the
ultimate job decision-making judgment as well as perceptions of competence,
were non-stereotypic.

Feminism makes a difference in information processing in several ways
that show up on the process-oriented measures. In terms of information
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Table II. Summary of Significant Effects for the Gender Replication

Dependent Measure Direction of Effect
PERSONALITY IMPRESSION
Liking Female liked more than male.
Manipulated Stereotype Female more dependent and emotional than male.
Dimensions

Ratings reflected the trait manipulation.

Female more nurturant and unassertive than male.
Dependent and emotional targets more nurturant and
unassertive than neutral or independent and rational
targets.

Good/Bad Traits No Effects
Competence No Effects
Subject’s Feminism No Effects
HIRING DECISION Females recommended for hiring over males.

INFORMATION SEARCH More information requested for female than for male
targets.

Nonmanipulated Stereotype
Dimensions

High feminism persons requested more information
about stereotype-inconsistent targets whereas low femi-
nism persons wanted to know more about stereotype-
consistent targets.

RECALL High feminism persons recall more information about
stereotype-consistent targets than do low feminism
persons.

When the target was female high feminists recalled
more than low feminists.
Information about stereotype-inconsistent targets was

more likely to be recalled than information about neu-
tral or stereotype-consistent targets. -

search, persons differing in feminist orientation desired more information
about targets with whom they share a similar philosophical orientation. In
terms of recall, low-feminist subjects recall relatively less trait information
about female targets than do high-feminist persons. This may indicate that
low-feminists focus their attention on the female target’s gender and do not
bother to process her attributes in depth. In effect, such prejudice-based ef-
fects may only be detectable when the measure is subtle and not easily cons-
ciously influenced (as trait ratings would be). Rating scale measures, in
contrast, although these also showed stereotype influences, as well as some
counter-stereotypic effects, may be less able to show “true” effects of stereo-
types because of their susceptibility to self-presentational concerns. The pat-
tern of effects that occurred for the various dependent measures in the gender
case is depicted in Table II.
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Race

The same analytic strategy was applied to the race case as was used
in the gender replication. The effects of the manipulations of race and traits
and the subjects’ level of racism on the personality impression measures were
examined first, followed by hiring, and then the process-oriented measures.

Impressions of the Candidates. Liking was independently affected by
both the race and trait manipulations. Subjects indicated that they would
like the minority candidate (M = 4.53) better than the white target (M =
4.19), F(1, 182) = 5.66; p < .0S. Persons described with black stereotype-
consistent traits were liked less than those with neutral or stereotype-incon-
sistent attributes (Ms = 3.60, 4.42, and 4.95 respectively), F(3, 182) = 16.15;
p < .001, confirming the essentially negative black stereotype.

As in the gender case, ratings of the target on the manipulated stereo-
type dimensions (intelligence and impulsivity) were influenced by both the
race and the trait manipulation. The trait manipulation influenced these man-
ipulation check ratings in the expected direction (Ms = 3.77 for the black
stereotype-consistent conditions; 3.16 for the neutral conditions, and 2.31
for the stereotype-inconsistent conditions), F(3, 180) = 12.51; p < .001.
Race influenced inferences concerning the manipulated stereotype dimensions,
opposite to expectations. The white candidate was perceived as higher on
the black stereotypic traits than was the black target (Ms = 4.36 and 4.16
respectively), F(1, 180) = 3.93, p < .05.

In terms of inferences concerning the nonmanipulated stereotype dimen-
sions, the traits manipulation produced generalization to others not presented.
Individuals described with the two manipulated black stereotypic attributes
(M = 4.32) were also more likely to be perceived as lazy and hostile (the
nonmanipulated components) than were those described with neutral (M =
3.83) or stereotype-inconsistent traits (M = 3.36), F(3, 182) = 15.02; p <
.001. Race per se did not influence inferences concerning the nonmanipulated
dimensions, possibly confirming our expectation that subjects would show
an increased reluctance to appear prejudiced in the race, as opposed to gender,

case.
The traits manipulation also influenced the attribution of stereotype-ir-

relevant traits (the good/bad items), F(3, 182) = 12.31; p < .001. Individu-
als presented with black stereotypic traits were perceived as having more bad
attributes (M = 3.96) than those who were described with neutral traits (M
= 3.46) or those with black stereotype-inconsistent traits (M = 3.02). Final-
ly, the traits manipulation influenced perceived competence/likelihood of
success, F(3, 182) = 9.81; p < .001. Individuals with black stereotype-incon-
sistent traits were perceived as most capable (M = 4.67), followed by those
with neutral traits (M = 4.14), and then those with black stereotype-consistent
traits (M = 3.47).
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Thus, again we find that both the manipulated traits and race of the
target had independent effects on impressions of various aspects of the tar-
get’s personality. Subjects’ level of racism (dichotomized) and its interactions
with the other independent variables were never significant. Race influenced
only liking and perceived possession of the manipulated stereotype dimen-
sions. Minority candidates were liked better than whites, and blacks were
seen as less likely to possess black stereotype-consistent traits than were whites.
The trait manipulation, on the other hand, influenced judgments concern-
ing the manipulated and nonmanipulated stereotype components, stereotype-
irrelevant traits, likability, as well as perceived job capability.

The Final Hiring Decision. Again, means on all of the impression for-
mation measures, gender of the target, the trait manipulation, and racism
scores were entered as independent variables into a regression equation. Two
significant effects for the hiring decision emerged. One was race; subjects
indicated that they would prefer to hire the black candidate over the white
one (M = -4.61; (188) = 35.5; p < .001). In addition, the assignment
of traits to the candidates significantly influenced the hiring choice, F(3, 184)
= 3.62; p < .001). Subjects preferred to hire the candidate with traits that
are not stereotypic of blacks over the one with such traits (Ms for the hire
variable, with negative numbers indicating a greater preference for the minori-
ty are —4.71 when the black has stereotypic traits; —4.42 when both have
neutral traits; and — 5.25 when the white candidate has black stereotypic at-
tributes). No other variables approached significance. Thus, once again the
effects on the hiring decision seem to be a direct consequence of the race
and trait manipulations, rather than effects of the impressions of the candi-
dates’ personalities.

Process-Oriented Measures. Analysis of the information search mea-
sure for the race case revealed a significant main effect for race of the candi-
date, F(1, 185) = 8.21; p < .005. Subjects desired more of the optional
information for judging the black candidate (M = 11.90) than they did for
the white candidate (M = 11.56). This replicates the main effect reported
for gender, although no interactions involving racism qualified this outcome.
In general then it seems that targets who come from societally defined minori-
ties elicit a greater desire for more information, than when they are mem-
bers of the majority.

On the recall measure, a main effect for subjects’ level of prejudice was
obtained, F(1,186) = 4.25; p < .05, with low-racism subjects recalling more
trait information about both candidates (M = .90) than did the high-racism
subjects (M = .69). This suggests that the attention of the low-racism sub-
jects is less focused on race per se, leaving them more able to process the
trait information in depth. High racism-subjects appear to pay less attention
to the trait information, perhaps because they base their evaluations more
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purely on racial group membership. In addition to this main effect for preju-
dice, a main effect for race of the applicant was observed, F(1, 186) = 7.19;
p < .01, although it was qualified by a significant race by trait interaction,
F(2, 186) = 6.66; p < .002. While there was generally more information
about the black candidate recalled compared to the white, stereotype-incon-
sistent trait information was recalled better (M = .97) than stereotype-irrele-
vant (M = .83) or stereotype-consistent (M = .57) for candidates of either
race. As in the gender case, information that is inconsistent with an organiz-
ing schema such as race seems to receive additional attention resulting in better
recall.

A summary of the effects of activating a racial stereotype (via the photo-
graphs) and the degree to which the traits that describe a target match stereo-
typic expectancies on impression formation and decision-making processes
can be seen in Table III. Though subjects report disliking individuals who
are consistent with a black stereotype and do not expect the individuals to
succeed, they carefully avoid saying that they attribute the stereotyped traits

Table III. Summary of Significant Effects for the Race Replication

Dependent Measure Direction of Effect
PERSONALITY IMPRESSION
Liking Black liked more than white.

Black stereotype-inconsistent target liked better than
neutral or black stereotypic target.

Manipulated Stereotype White target more impulsive and unintelligent than
Dimensions black.
Ratings reflected the trait manipulation.
‘Nonmanipulated Stereotype Unintelligent and impulsive targets more lazy and hostile
Dimensions than neutral or intelligent and responsible targets.
Good/Bad Traits Black stereotypic targets possess more bad traits than
neutral or black stereotype-inconsistent targets.
Competence Black stereotypic targets were seen as less competent
than neutral or black stereotype-inconsistent targets.
Subject’s Racism No Effects
HIRING DECISION Black recommended for hiring over white.

Black stereotype-inconsistent targets recommended for
hiring over neutral or black stereotypic targets.

INFORMATION SEARCH More information sought about the black candidate
compared to the white.

RECALL Low racism persons recalled more trait information
than did high racism persons.
More information about the black was recalled com-
pared to the white, although information about targets
who were inconsistent with the black stereotype was
recalled best, followed by neutral targets and then
black stereotype-consistent targets.
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to black target persons based on the photographs alone. In fact, they say
that a white target possesses these traits to a greater degree than a black.
They also show a preference for hiring the black candidate, as a direct effect
of race at the final decision stage rather than an effect mediated by personal-
ity impressions based on the traits or likability of the target. Thus, the sub-
jects in this study apparently went to great lengths to avoid appearing
prejudiced against the black candidate, although the results on the process
measures imply that race does have the predicted negative impact on infor-
mation processing. All subjects requested more additional information about
the black candidate than about the white, implying they were less sure of
those individuals. Subjects also recalled more of the presented trait informa-
tion concerning the black when it was inconsistent with the activated stereo-
type, suggesting that the stereotype was guiding their attention. Prejudice
effects were detected only on the non-obvious process-oriented recall measure,
making it less likely that our subjects were simply unprejudiced (i.e., there
was too little variability on the measure).

Comparison of Gender and Race Stereotyping

A number of aspects of the stereotyping process are similar in the gender
and race cases. In both replications, subjects generalized from the manipu-
lated to the nonmanipulated dimensions of the stereotype, and stated a prefer-
ence for hiring the female and black candidates over the white male. In both
cases the judgment appeared not to be mediated by the impression of the
personality or desirability of the candidates per se, but was based directly
on group membership.

In addition, the process-oriented measures showed important similari-
ties: more information was sought about a female or black target than about
a white male and more trait information was recalled when it was inconsis-
tent with the target’s ethnicity or gender stereotype. Both of these findings
were, however, moderated by individual differences in the relevant measures
of prejudice, suggesting that increased caution in making decisions about
minority candidates and the degree to which stereotypes guide information
processing will occur more strongly in some individuals than others.

The overall pattern of significant effects in the two models, then, is
similar. The differences appear to be traceable to two attributes that differen-
tiate gender stereotypes from racial stereotypes. First, the female stereotype
is more evaluatively mixed, whereas the black one tends to be more thoroughly
negative. And, second, subjects appear to be more defensive about appear-
ing prejudiced in the racial case than in the gender domain. These effects
show up mainly in the opposite effects of race and gender on measures of
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the manipulated stereotype traits. Stereotypic traits are attributed to a female
candidate while counter-stereotypic traits are attributed to the black. Never-
theless, the general similarity of the processes elucidated by this research make
it reasonable to consider a model of how trait information and a target’s
group membership influence judgments and social decision-making processes.

A MODEL OF STEREOTYPE USE IN DECISION-MAKING

In what follows, it is assumed that the perceiver obtains information
about the target’s group membership as well as additional information such
as traits, behaviors, or past performance, and has to make some kind of evalu-
ative decision or ratings of the target. These conditions are common to the
current study and many other investigations (e.g., Bodenhausen & Lichten-
stein, 1987; Darley & Gross, 1983; Locksley, Hepburn & Ortiz, 1982).

1. The target’s group membership activates the stereotype (a type of
interpersonal “schema”) in the perceiver’s memory (Smith, 1984; Wyer & Srull,
1980), making the traits or other attributes associated with the stereotype
highly available for further processing. Evidence for this step in the present
study is the link from group membership to trait inference, and many other
studies similarly have demonstrated that people have associative links in mem-
ory between various groups and traits or behaviors (Bodenhausen, 1988;
Gardiner & Taylor, 1968).

2. The other available information is processed in a manner that is
potentially influenced by the available stereotypic traits. The perceiver may
test hypotheses about the target or interpret new information in terms of
the stereotype categories, typically in a confirmatory manner (Rothbart, 1981;
Snyder, 1981). Often, other information that is inconsistent with the stereo-
type is given extra attention in the form of attributional processing (e.g.,
in order to account for events that are unexpected). What is “expected” may
well differ across persons, depending upon how strongly they adhere to the
stereotype (operationalized in this study by individual differences in relevant
measures of prejudice). Evidence for this component of the process was ob-
served with subjects tending to recall more information about targets that
were stereotype-inconsistent. The effects of the individual differences in
prejudice suggest that what is “inconsistent” with the stereotype differs by
level of this variable.

3. Criteria are then set for the decision to be made. That the criteria
are not fixed in advance for a given type of decision may be a novel assump-
tion, but appears to be helpful in accounting for a range of experimental
results. The results obtained by Darley and Gross (1983) can be interpreted
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as showing that exposure to background information about a child’s socioeco-
nomic status biases the perceiver to use as a criterion the child’s average per-
formance versus best performance across a set of tasks. One aspect of a
criterion for decision-making involves the threshold level of subjective confi-
dence that one will require to make the decision. People may require a high
level of confidence that a candidate from a minority group will perform ac-
ceptably before deciding to hire them. In the current study, different levels
of confidence in making the decision may have existed and this was indexed
by the greater amount of additional information that was requested for both
the female and black targets compared to white males.

4. Finally, the decision is made, but not solely on the basis of cogni-
tively comparing the given and inferred information about the target to the
criterion. More personal considerations related to the perceiver’s own iden-
tity may also enter at this stage, particularly when the target’s group member-
ship is salient (Taylor, Fiske, Etcoff & Ruderman, 1978). The perceiver may
ask, in effect, “Will I look bad —to myself or others—if I make this deci-
sion?” Considerations related to establishing or maintaining a valued identity
(e.g., as an unprejudiced person) have been shown to influence a wide vari-
ety of behaviors (Alexander & Lauderdale, 1977; Burke & Reitzes, 1981; Chas-
sin, Presson, Sherman, Corty & Olshavsky, 1981). “The central argument
is that individuals are motivated to formulate plans and achieve levels of per-
formance that reinforce, support, or confirm their identities” (Burke &
Reitzes, 1981, p. 84).

We conclude that such identity-related considerations were operating
in this study, leading to decisions that favored the minority candidates even
if their other characteristics would have lead to rejection. In the gender case
we found that only the photograph itself influenced the hiring decision. The
traits assigned to the target, liking, expected success, nor any other variable
influenced this decision. In the race case, group membership itself influenced
the hiring decision, although the assigned traits also had an impact on this
judgment. Again, however, liking of the target, perceived standing on the
stereotype-irrelevant traits, or even expectations of success in the program
all failed to influence the hiring decision. Such “reverse discrimination” ef-
fects favoring minority candidates have been previously reported (Kryger &
Shikiar, 1978; Scheier, Carver, Schultz, Glass & Katz, 1978), although we
were able to also demonstrate that stereotypes continue to guide information
processing and that such reverse effects are likely to occur at the final decision
stage.

We are emphatically not suggesting that this type of effect is an “arti-
fact” of the particular design employed in this study, or even of laboratory
studies of stereotyping in general. Further research is needed to identify char-
acteristics of the choice situation that increase the salience of identity con-
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cerns. It may be that decisions that will be inspected by others are particularly
susceptible to identity-based effects. It might also be that whenever a judge
evaluates several targets who differ on race and/or gender this makes affirma-
tive action beliefs salient, which in turn actually drives decision-making. Data
from the present study cannot inform us whether such additional considera-
tions are consciously and strategically brought into the decision, or whether
they enter automatically without conscious awareness. Several studies (Carver,
Glass & Katz, 1976, cited by Katz & Glass, 1979) using the “bogus pipeline”
technique found that subjects’ evaluations of a black target were more nega-
tive when the subjects falsely believed that their physiological reactions were
being monitored and would reveal their “true” underlying attitude. This sug-
gests that people are aware of their negative reactions to minority group mem-
bers, in at least some cases, and consciously choose not to act on it in order
to maintain a valued identity as unprejudiced.

CONCLUSIONS

Our results point to two main conclusions. First, stereotype-based pro-
cesses operate at several stages of impression formation and decision-making.
Stereotypes influence the initial impression of the target person by leading
directly to inferences of stereotype-consistent traits. Qur results also suggest
that stereotypes may have an impact by shaping the criteria used to reach
decisions. With minority candidates, more confidence may be desired in order
to make a decision, leading to solicitation of additional information. Targets
who possess some stereotype-inconsistent attributes do seem to receive greater
attention, although at least in the case of gender such information does not
directly influence decision-making. Finally, to the extent that group mem-
bership is salient to subjects, and they value an “unprejudiced” social identity,
the final decision may be based on the target’s group membership, quite inde-
pendent of any information-based or liking-based impression about the specif-
ic target person.

Individual differences in attitudes toward feminism and racism have only
minor effects on the stereotyping process as a whole. The trait and race/gen-
der manipulations did exert some differential effects on the information seek-
ing and recall measures depending upon the subjects’ own level of prejudice.
However, the pattern of increased recall of stereotype-inconsistent relative
to stereotype-consistent information, which is suggestive of stereotype-guided
processing was no different for high versus low prejudice subjects. This is
consistent with earlier studies that have found little relationship between the
cognitive processes involved in stereotyping and individual differences in inter-
group attitudes (Branscombe, Deaux & Lerner, 1985; Taylor & Falcone,
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1982). Nevertheless, the need to dichotomize this variable because of the with-
in subject factor in the design, clearly reduced our power to detect such ef-
fects. Hence, some caution in drawing conclusions regarding the role of
individual differences in the stereotyping process is warranted.

The results of this study and the model presented demonstrate the poten-
tial for cognitive views of impression formation and person perception to
incorporate stereotype effects. The processes involved in stereotyping different
groups show substantial communality, despite differences in the stereotype
contents, and the effects appear to occur from the beginning of the informa-
tion processing sequence to the final judgment stage. The potential for apply-
ing the powerful conceptual tools from the social cognition literature to the
issue of stereotyping is, we hope, illustrated but surely not exhausted by the
above model.
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