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Abstmct 

With thc cnactmrnt of atrirmative action policies and the increase of women in 

iradiiionally male dorninated areas of work and study. it is important to investigate 

ho\\ pcople pcrccivc women selectcd under atXrmative action in male sex-typed 

acadernic tic lds. One hundred and f i f i  seven undergraduates. 1 1 2 fernales and 45 

inalcs. rew ic\tcd an application package o h  male or frmale student who was 

acceptcd io cithcr an Engineering (strongly male ses-typed) or Dentistry (slightl! 

inale ses-typed) prognm at a university that was or \bas not committed to an 

atlimatiw action policy. Participants rated the applicant on masures ot'prceived 

compctcncc. intcrpersonal, activity, and potency chancteristics: projected program 

progcss. and t hc perceived role of quali fications and faimess of the application 

proccss. Consistent \\. i th t hr sender stereotqping hy potheses, fernale applicants 

n crc pcrceiwd simiiarly to male applicants in the Dentistry program. 

Uncpwtcdly. howwcr. female appliçants wcre also perceived sirnilarly to malt: 

applicants in the Engineering prog-mm. Contra- to the discounting hypotheses. 

kmalc applicants associated with atfirmativi: action were percrived just as 

(àkorably as applicants not associated with such policics. Discounting of thc 

rttlirrnatiw action recipients' qualitications was not widrnt, and the presence of the 

policy did not affect perceptions of the fairness of the decision procas. Owrall, 

fcrnale appl icants accepird under attimativr action into male ses-typed acadrmics 

w r e  noi discriminated against baxd on either their gendrr or the affirmative 

action label 
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The ERwts of Animaiive Action on Perceptions of Women 

Entering Male Dominated Academic Programs 

In rtrent ?cars, the increase ofmulticulturalism in Nonh America has 

hecornc pra  alcnt in both the rmployrnent and academic environments. Legislaiive 

mandates. such as aninnative action prognms, have b a n  initiated to improve 

cducüt ional and employment opportuni tirs for women, disabled iindividuals. and 

cthnic minoritics. Such progams have been enacted to prevent prejudice and 

disçri m ination in applicant proccdures and improve diversity in the worliplace. 

Onc of the most important intentions ofaffirrnativc action programs is to 

prw idc wmen and visible minorities with opportunities to study or work in fields 

ivhcrc t h q  ha\ e becn traditionally underrepresented. Despite the positiw 

inicniions of suçh programs, rrsearch has repwtrdly shown that riffirmatiir action 

policics in organizations stigmtizc their intended beneficiaries with inferences of 

substandard cornpetence ( Heilrnan, Blocli, & Lucas, 1997: Chacko, 198': 

Summers. 199 1 ). Such research suggests that minority applicants associatrd with 

rit1b-matit.c action may face funher stereotypes in addition to the esisting gender or 

nicial stercotypes. in particular areas of education and ernployment. For esample, 

p r c ~  ious resrarch (Hrilman et al., 1997) has show-n that if a fernale applied for a 

!ob which traditionally has bern labeled a "rnan's job". she may be viewd as 

rclatitdy lsss comptent than a male applicant, based sole(- on her gender. ln 

addition to the negative evaluaiion of being Fernale, if she w r e  perceiwd to be 

hired under an aftimative action poiic';, the evaluation otSher competmcp may 

bccome cwn more nepative. 

Most research and discussion of affirmative action has t'ocused on 

constitutional tàctors, such as eflectiveness and tàirness, while little attention has 

bccn yit en to psychological aspects, such as the perceptions about target group 
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members who were hired under aftirmative action policies. It is cntical to 

in\  est igatate the potential darnaging perceptions of the affirmative action label in 

ordcr to prevent funher discrimination açainst women and minority goup 

rnernbm. [t  swms ironic that aft'irmative action efforts to control such 

discrimination may actually perpetuatr additional stereotypes of underrepresented 

r!roups. 

Previous researc h on perceptions of aitirnative action has prirnaril y 

focuscd on reactions to minority memben in employment and organizational 

cni ironmenis, wi th  littlr research in the academic xtting (Garcia. Erskine, Hawn. 

gL Casma!. 1 98 1 ). Sincc thosr attempting a professional cartvr art: tirst introduced 

io the xademic emironment long before the employment cnwonmcnt, it is 

important to drtmninr whether the stigma ot'inçompctrncr: tbund with affirmative 

;ic tion reci picnts in unploymrnt ( Hri Iman et al., 1 99% Summers. 1 99 1 ) would bc 

apparcnt with recipients in academics. Women and rninonty members applying to 

unixrsit! ai the graduate level must go through decision cornmittees and 

intcn i c n  s simi lar to those when applying for a job. Stereoppes based on gender or 

r i ce  ma! appear in the decision procas of accepting women and minorities into 

acadcmic progams. Furthemore, once women and minori tirs becomr studrnts in 

certain propms, the? ma' be perceîved by othen as incompetent ifthep are 

associated with aftirmative action policies. Such negative perceptions ma! 

discounge women and rninorities from continuing their rducation or from seeking 

cmployment in such areas of expertise. Many women and minoritirs who 

cspericnce such discrimination whik  studying in university ma! once again 

iisperirnce discrimination in the workplace. Perceptions of incornpetence ma? 

follow them io the workplacr when onlooken assume thry were accrpted into 

uni\wsity and then hired for a job through affinnative action poticies. Onlookers 
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who assume women are incompetent because of their gender and their aftirmative 

action label in the academic domain may maintain or cvrn increase their nrgativr 

perceptions of the fernale's perceived incornpetence when they form this perception 

cincc again in the employrnrnt domain. It is therefore important to investigate how 

women and minorities are percrived in the acadrmic domain when they are 

acccpted into a university which is associated with an affirmative action policy. 

The goal of the present stucfy. therebre, was to examine whether and ho\\ 

pcrccptions of femalr applicants were influenccd by the association with an 

affirmative action policy in acadrmic progams that are male ses-typed. Previous 

rcscarch ( k i l m a n  ct al., 1992: Garcia et al.. 198 1 ;  Summers, 199 1 ) has used 

attributional consequencts o ià f imat iw action. such as the procrss of 

discountin;, to cspiain how people evaluatc recipients of aftirmative action. 

Thcrclore. the prcscnt study also addrcssed the procrss of discounting to further 

undcntand how recipients of affirmative action were perceived. 

With the increase of women entering areas of education that have 

~raditionally b m n  dominated by men, onlookers may perceive these women 

ne& cl! based on thrir gender alone. My research rsarnined wheihrr fernale 

applicants cntrring male ses-t)lped academics were perceived negatively due to 

gcnder stereotypes. 

Furthemore, it  was thought that ifothrrs perceive womrn in male ses- 

typcd program to have also knefited frorn affirmative action policies, a stigna of 

incornpetence may bt: further added to the negative perceptions basrd on pnder. 

Finally. then, this research examincd whethether fernale applicants accepted into male 

w u - t g x d  acadernics through affirmative action were perceived negatively from 

both the procases of discounting and gender stereo~ping. 
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Afinnative Action 

A mcrican Leblative Bacbound of A ffimiativi: Action 

.4fthative action refers to "both voluntary and mandatory efforts 

undertaken hy fcderal. state, and local govemments: private ernployrrs; and 

schools to combat discrimination and to promote equal opportunity in education 

and cmployrnent for all" (Crosby, 1995, p. 7).  Equity lcgislation in the United 

States began in the early sisties amidst the civil rights activities (Wilson, 1996 ). In 

rcspnsc to the low employmrnt of racial minorities with deknsr contractors. John 

F Kcnned's s i g w x i  Esecutive Ordrr 1 O925 on March 6 ,  1 96 1 .  This order fint 

appl ied t hc terni "atknaiivr action", and statrd that "the contractor wil l take 

atlirmative action to ensure that applicants are employed. and rmployccs are 

trcatcd during their ernployment without regard to iheir race. creed. color. or 

nüiional origin" (Wilson, 1996, p. 1 ). Esecutive Order 10925 w s  particularly racial 

based. and was implemented in response to the mobilization of racial minorities 

duriny the latc- 1930s and early-1960s striving for racial integation and social 

justice Later. title VII of the Civil Rights Act of 196.1 formally and otXciall\. 

dcsigncd affirmatiw action to afford equal treatment to al1 individuals regardless of 

thcir gendtx. nce. religion, ethnic background, or national orign. The terni 

atlirmative action is genericaliy usçd to describe progmms which take some kind 

of initiative to increase or maintain the proponion ofwomen and minority group 

rncmhers within educaiion and rmploymcnt rnvironments (Johnson. 1990). 

A related developrnent ofatiirmative action concems the issue of Esecutive 

Order 1 12-16 (EO l 1246) which was brought to law in 1965. As with Titlr VI1 of 

the Civil Rights Act of 1964. E0 1 12-16 prohibits discrimination within the 

wrkplace on the basis of race, color, religion, ses, and national origin. Howvever, 

EO 1 1-46 differs from Title VI1 such that it applies only to federal govrmment 
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contnctors and fonally requires employen to take affirmative action and prrpare 

an iiffirmative action plan (Kravitz et al., 1997). In suppon of affirrnative action 

programs. the govemrnent has set up an enforcement agency. the Ofice of Federal 

Contract Cornpliance Programs (OFCCP), for any business that obtains a federal 

contract The OFCCP's prirnary mission is to rnonitor organizations through on-site 

1 isits and rwitws ofafknative action documentation. 

Both mandates. Title VI1 of the Civil Rights Act of 1964 and EO I 12-16. 

\i crc enactcd wi th optimistic expectations that discrimination in the workplace 

would gradually dmrtme while qua i  opportunity for all individuals would 

producc a t'air and equiiable outcorne ( Knvi tz et al., 1 997). However, such 

assurnptions were based on an uitimate focus on opportunity nther than on 

Iàciual results of such afimative action programs. Thercfore, in 1968 the OFCCP 

began rcquiring docurncntation of an afimativr action plan. which included 

dctailcd goals and tirnrs. and an utilimtion analysis. Furthemore. in 1971 the 

OFCCP included the mandate to increase the nurn ber of women and minorities in 

al l arcas and levcls of employment where de ficiencies still rxisted ( Sharf, 1998). 

Since the enactmrnt of affirmative action in 1964, protection of othcr 

dimcnsions of discrimination have occumd such as age, in the Age Discrimination 

Act of 1967. and disability, in the Americans with Disabilities Act of 1990. These 

additional atlirmative action pro;gams maintain a focus on employment 

opportunities based on good faith ettorts nther than on documentation and 

utilization analyses of the original affirmative action policy. Therefore, the 

riftinnative action probmms of agc and disability seem to be lrss controvenial and 

rcceive less attention than affirmative action progams direcied at wornen and 

c h i c  minorities (Kravitz et al.. t 997). 
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t.t.gislntiw mandates f ~ r  afîimative airion in acadcmiis differs fram t hosc 

in orjrinizrttions. i\tXrmativc action in academics was implemenred hl; Titk VI of 

thc ïii i 1 Riphrs Aci of i 96-1 and Tirle IS of thc Educationai i\rnrindrnents cf IV?, 

not EIf 1 1246 \Johnson, 1990! Such mandates starcd that affirmative action in 

ncimissions should only be used as a remed>- for pasr disirimination In panicuiar. 

Suhpan B of Sccrion 100.17 requires academic institutions ro cncourayc 

i n h i  iiiiials of ihc prc\-iousiy cxciuded scs ro cipply ior  admission (Johnson. 1990) 

.- . 
i anadian I .c«isl~~iw Backcround of h-n~iovrnent Eauin. 

Canada's introducrion inro equity icgislation bcgan in 1984 wirh Judgc. 

Rosalir. Silhennon Abclla's rcpon of the Commission on Equality in Employmcnt. 

.ludge :\bclln soincd ihc rem cmploymcnt c q u i ~ -  insining " rhci t c m  affimnriir. 

listifin i i  misundcrsrood by pcoplc, and is limbiguous and confusing " i Pnrhar, 

1 r>W p. I6 1. i jn l iks  thc Icgislrition in ths ünitcd Starcs, rhc Canadian commission 

i;~cc.i~crl un prckrenrial treatrnent for four dcsignatcd groups: w m e n ,  people with 

disnbilitics. racial minorie groups, and aborigind people. Whilc equity poiicics in 

rhc linired States \vert. irnplcmentr:d in the eariy- 1960s dur: ro racial discrimination, 

quit! policics in  Canada were irnplemcnted rwenty ycars latcr to improvc 

miriticiilrurniisrn and zmploymenr oppununities for womcn, p.fipic n i rh  

di sabi i i  tics, aboriginals, and racial minoritirs. 

Man)- of thc recommcndations of the 1984 Abclla commission w r c  

incorporrtrcd into ~ h e  1986 Employment Equip Acr introducsd by the Fsderal 

gow-nrncnt. For cich province in  Canada, provinciai human rights codes of 

crnployncnt cquic foliow the Canadian Chaner of Rights and Frcedorn Sccrions 

i 5( 1 1 an3 1 ri2 1 .  Section i5( 1 J srates thût "every individual is  equal bcfore and 

under rhc inw and has the ri& to cqual protecrion and squai henefir of rhe law 

i v i h u t  iiscriminarion, and in panicuiar. withour discrimination based on race, 
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national or crhnic origin, coiour, religion, ses, 3s. or mental or physical disabilit)" 

\ ilinisrry of J iisricc, \ 998, p.7 j Srcrion 1 j( 1) funher sugpsts that to achievz the 

cquaiip oiirlind in I.i(  1 1,  the govemmenr may rake positii-e action ro irnprovt. 

tippurtiinitics for discrirninated groups in Canadian socicty Therefore, chaner 

sc.cti«ns 15( I 1 and l i ( 2 )  in combination embracc the concepr of equaiir). in 

Canadian legislarion. 

iii 0ctohc.r 199 1 .  the Spcciai Cornmince for the Ftdenl Empioyment 

Cqciit? i\çt Rcvicw was established. The review commission ecaluatr.~ the 

numcricol rcprcscntation of the four drisignated minority groups to dcterminc 

irhcr hcr cquir). in cmpioyrncnt is ac hievcd. The cornmittee requi rcs fcdeni 

cinployxs to implrmcnr crnpioymcnr quit. programs b). following goais and 

tiinc.tahlcs to ochizvi: q u a i  rcprcsentation of ivorkers. The Canadian i iuman Righrs 

Coinmission a n  furthemore conducr audirs to cnsure cornpliancc from kderai 

cm ployxs r Bond, 1 997 i .  

Xccd for tlffirmativc Action 

.Uthough there has bccn on increast: in cmploynent opporcuniries for 

ir omcn and minoriries, research suggisrs that gender and race segrqation in the 

\vorkplncc. as wil as discrepûnci~s in earnings, continues ro ssisr even when 

uomcn and minnrity cmployees have equcil qualifications as white male cmployces 

I, Murrell 6 Joncs, 1995 j. For csarnpk, in the United States in 1994, even afier 

cmtroiiiny for qualifications, education, and esperirnce, w m c n  wrc eamins 72% 

of men's saiarics. In 1992, biack men e a m d  79O0, and blacii icurnen srtrned 60% of 

i h ~  raiarics of white men holding jahs at comparabit: prolessional le\cls (Èviurrell 

S. Joncs, 199î ,i In 200 1,  Canadian fernales akenge houri: waçe was 

appro~ i  mût+ 84" io 89% of Cûnadian males avrnge wage Drolrt, 100 1 ,L Also, 

from approzimatelv 199 1 to 1996, the Canadian Special Rsview Cornminer for 
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cmploynrnr equirj found that representaiion of ivomzn an3 racial minoriries 

insrcascd by only 3 percent in the Canadian work force. Funhermorc, t h q  found 

rhar rhc pmcnragc of aboiginais and people with disabilities employed in Canada 

rsprcscntcd Icss than 4 percent of the work force i Wiison, 19961. In addition, man- 

ikomcn an3 minoritics continue to be trapped in the sen icc-orientecl industries 

ii herc i h q  arc subjccrcd to low salaries, iow prestigr., and little chance for 

prumorions. In Canada, 70% of wornen crnploycd arc in the area of cicricai work, 

scn iscs, and salcs [Bond, 19971. Unfonunately, such jobs are most likely the first to 

bc affcctcd by downsizing and wmen and minoriries will be thc hardesi hii. 

Rccent rcsearch alro suggests that womcn. as students and as hcuity 

mcm bus. sonr inuc to bc underrcpresented and marginal iscd in academiss 

Prcniicc., 2ijOu). Such research suggcsts that cvcn thoujh growing numbrrs of 

iwincn arc cnicrinp highcr edueation in Canada owr thc iast scntun, women's 

panicipaiion in ncadcmics has never bcen and is still not equal to that of men. 

Onc barricr for ivomcn in academics conccrns the rnarginaiisation of 

iroincn on ihc ieaching staffs o f  Canadian uniwrsities. Despire rhe bdief ot'a 

drainatic incrcase of femaie profcssors, the n tc  of wornen cmployed as fuil-timc 

fac u l h .  mcm bcrs has oni y gaduall y increased ihroughour the twcnticth scntug , 

from 1 5' O in 192 1, ro 24 .4°~~  in i 996197 (Prenticc, 1000). Furthemore, the rnûjoris 

of fcrnale Facuit) members hold junior appoinrrnsnts, such as positions of lecturer, 

and arc usuall> scssional or temporaq. Whiie male tàculty members hold the 

majorin of full professor ranks, and of senior acadernic and administrative 

positions. 

Thcre has also been an incrcase of women anending uniçersity as students 

owr  thc last fcw dscadss. Recent rssearch (Prenticc?, 2000) revealed that the 

mûjority t 56.1 O ) of underjraduate students are ivomsn. However, this research 
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wggrsts that dcspite aornen's high reprcsentation at rhe undergraduate leicl, 

woincn are st  i l l  undmeprcsentcd at the graduate level. 

ln addition to discrimination in salaries and posirions, rcscarch suab lests 

discrimination in hiring continues to persist. In 1995, an inwstigation of American 

uni\ m i t ) :  facule hiring practiccs found thar depanments seased efforts to rccruir 

minoritics once the minority goal counr was met (Wilson, 1995 J. For csarnpis. 

dcpanmcnrs pulled their adwnisernent of the position from minority publications 

if rhc sount \ras mct dcspite the number of vacancics that occurred thcrcaftcr. 

ton and Crosby ( 1992) found in a serics of laboratos studies that airnost ai l 

pcoplc h a w  difficulty dctccting a pattern of discrimination unlcss thcy arc 

prcscntcd with an abkious esampic or arc giccn asccss ta aygrcgated data 

docuincntin; discrimination. Such data is nteded to protecr dccision rnakers by 

making thcm awars of the possibiiities of discriminating ûgaina rninorip 

~ipplicants in an unconscious manner. Affirmative action and employmcnt q u i s  

pol icies pro\ ide aggregatcd data to oganizations and aliow dccision makcrs to 

corrcct imbalanccs beforc they rcach thc point of being obvious and flagrant. 

Rt.cc.nl rcsearch sugçests that thcrc are two ditkrent justitications for 

aftirmatiw action and employmcnt cqui~y programis (Kraviu. ct ai., 1997 1. Fint. a 

soinpcnsation justification maintains that atrimative action makes up for prcvious 

discriminarion againsr minoris. g o u p  mernbers. For esampie, a management 

organization ma. hire an African American individuai on the basis that in  the p s t  

:\frican Americrins have been discriminated againsr in  rhe em pioymenr process, 

and the management firm is anemptinç to compensate past rzjection witith present 

asscptancc. Second, an instrumental ~cuitural diversiel justification klieves that 

nf imat iw action enhances rhe effectiveness of an organization by increasing 

cultural divenitu within the workplace. For esampie, a management fim rnay hire 
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an hfrican Arncncan individuai in ordcr to improve rheir understanding and 

relations with African American clients and cusromers. Both justifications for 

aftim-tativc action havc been used to propose the nced for and use of affinnatiçr. 

action in  the acadcmic and cmploymcnt domains. 

Con~rowrsy o f  ~2fimat ive  Action 

Confusion of what affirmative action is and how it i s  im~lt?mcnted, 

Onc rcason aftimativc action may bc D strongly dcbated issue concems rhc 

publics' confusion of how affirmative action is defined and implemcnted ( i  ieiiman, 

Battic, Kellcr. S1 LCX, 1998). Far instance, "rnorc than 200 ncwspaper and 

tnagazinc aniclcs on the topic of affirmative action w r e  pubiished in Canada in 

i 995 [Canadian Kcws Indes, 1995 1, many of which discusscd the controicrsq oçer 

iinplciiicntltiion of atfinnatit c action programs" Maio & Esses, 1998, p. 65 l. 

Confusion surrounding such policies is panly duc to the idca that afiirmatiw action 

srruçturcs can diffcr in the dcçree that group membership and merit play in the 

decision process On thc hard end of the continuum are afirtnative action poiicics 

that usc jroup rncmbership as the c.sclusivc srirerion. Such plicies, in which merit 

i s not mcasurcd in the hi ring decision are termcd "stronç prekrential treatmenr" 

( Kra\ itz CI ai ., i 997). On rhc sofi end of the continuum arc affirmative action 

poi icics rhat include some consideration of group membership but only after 

quaiiticarions. For esample, drcisions wil l  favor thc mor2 qualified applicanr 

unlcss both appiicants havc qua1 qualifications, then the rninority applicant will bc 

fa1 o r d .  

P w  ious rcsearch indicares thar people perceive affinnatiçe action to be 

symnymous wirh quoras, set-asides, and preferenrial trcarmenr rhat benefit wornen 

and minonties at the espense of joung white males ( tlsiiman a al., i 998). Such 

opinions show that by and large. the general public may misperceive what type of 



Affirmative Action I I 

afirmariw action is used and who benct'its or is hun by such policies. As a result, 

public p-rccption of affirmative action may be based to a p a t e r  estent on social 

atritiidcs and beiicfs about affirmativc action recipicnrs rarher than by asrual 

information about the affirmative action policies themselvcs. 

This misperscption of aftirmativz action policies has becn found whcn thc 

aiiirmatiw action proçrarn is not specifically ritfineci, that is whcn it is simply 

mentioncd in the tom of a statcment (Hciiman ci ai., 1998 1. Thereforc, whcn 

i n  forinarion is ambiguous to the cstent that qualifications or minons status arc 

wighzd, pcople will assumc the rninority starus is th<: grcatcr criterion in rhc 

sclcsr ion proccss, and hence the rninoiity appi icant is viewed more negatively 

il icilman, Kiwro, Sr Brctt, 199 i ). it is vcry imponant ro makc rhe disrincrion 

hctwcn rhc pub1 ics' assumptions of how affirmative action pi icies arc cnacted 

and iihat in hct occurs. For instance, it may bt: that the first critcria in the 

scrccning proccss are qualifications and task competencc, whereby ail womcn and 

ininoril' mcmbers sclccted were in fact quite compctent ro handie the job. But if 

the oniookcr is not privy to this screening criterion thcy wili continue to stcreotypc 

thc recipicnt with a stiçma of incornpetencc due to thcir belicfs that group 

incmb<:rship was the fint criterion. 

i Icilinan et ai. ( 1998 investigated whether an individual's understanding of 

what affirmative action is and how it is impiementcd can effect his or her anitudr.. 

Malt and kmaic undergraduates were esposed to selecrion poiicies differinç in the 

dcgcc to which ment and goup mernbership were weighred. Al1 selection 

dccisions involvcd the seirction of a fernale applicant. An arnbiguous condition 

\vas inciuded to determine whether the absence of esplicir information of the 

affirmative action policy wï11 iead ro assumptions that the policy used strong 

prckrcntial treatment. Their research suppons eariier findings that in the absence 
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of policy information, people assume that affirmative action policies disregard 

mcrit crr tçria. 

Pcrccivcd faimçss of afirmativc action, 

Thc hcated topic of affirmative action cbokcs strong emotions from the 

jcncrd public. LVhile many people kiew affirmatiw action as an antidote to 

discrimination against wornen and minoriries, othcrs bclicie aftïrmarivi: action 

promotcs discrimination against white males. Through telcphone surveys and 

quastionnaircs, Knviu and Van Epps i i 995) asked respondcnts whcther t h q  

considcrcd affirmatiw action ro bc fair or unfair. Thcir tindings indicated thar 

thosc who considcred atlirrnatiw acrion as fair w r c  most likeiy to includc. 

statcrnents of cquai opponunity and promotion of diwrsity in the wort place. 
- 
i hosc who considcred afirmativc acrion as unfair wcre most likcly ro includc 

Statcincnts of prefercntial treatmcnt without regard to merir and to reverse 

discrimination. The public dcbate of af inat ive  acrion typicaily involvcs 

discussions on such issues of procedural faimcss, in which cqual opportunity and 

rcwrsc discrimination are the most frequent esplanarions of perceiwd fairness or 

unt'airnçss. 

Ont. of the hiddcn costs of at'firmative action is the dcmotivation and 

hosriiity of the nonbeneficiaries who feei they are the victims of reverse 

discrimination 1 kilman,  McClullough, & Gilbert, 1996). Typical cornplaints of 

atfirmative action inciude thar it results in 'reverse discrimination', such that 

rifimative action penaiizes young White men who are nor responsible for past 

discrimination t Kravitz et al., 1997). The perceptions of unfaimess is very 

important in srudying peopies' reactions to individuais affected by affirmative 

acrion. Iiowevcr, perceived faimess is especially important ro those who view 

themselves as \ ictims and feel they themselves are directly suffenng as a 
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conscqucncc of preferential trcatment to others (Cleiirnan et al., i996). 

Accordinç to Malos ( 1996). there has been an increase in the number of 

gcndcr-based discrimination charges fikd by White males from slighrly over 3,000 

in i 990 to approsimately -1,400 in 1993- 1994. Therefore, some individuais who do 

not bcnefit from ailimativt. action may fecl that such policics talie away their 

opponunitics for succcss and make it more difficult to gain empioyment (tteilman 

et al., 1996). tiowvcr, in 1995 rhe US. Dcpanrncnt of Labor analyzcd afirmatiw 

action rcwrsc discrimination ciaims and found that a high proportion of such 

clairns lackcd any rncrit. Less than i 00 out of rhc 3,000 Akd cascs ekcn involvcd 

r o  crsc discrimination, and in only s i s  cascs wcre the ciairns substantiatcd { Wilson, 

1995) 

Prc fcrcntial sclcction procedures bring about concems of distributive 

j usticr: of outcome equity. When pople feel thcy rcccive rewards that are 

consistent with rheir inputs thcy wiii prceiw a fair distribution of an outcomc. The 

picsumption of not haking reccived what one descrves relative to a refercnt 

corn parison, rnay fuel perceptions of unfaimess ( 1 Ieilman et al., i 996 ). Those who 

fcd thcy ma- havc been intcntionally bypassed assume the beneficiary was oniy 

sclccted bccausi: of goup mcmbership. Such assurnptions can evokc feeling of 

hopclessncss and loss of control in those who do not benefit from such proçrams. 

For esampic, Bames Nacoste i 1990 j suggcsts when affirmative action bencfits 

thosc with a particuiar ascribed characteristic, such as beinç a female, males may 

t isw such progams as un fair sincs thcy themselves arc never able Io have such a 

shanctcristic. The &pater the perseivèd incquity the gcater the perceiveci 

unfairness of the affirmative action procedures. 

1 leilman er al. i 1996) investigated faimcss perceptions and reactions of 

nonbcncficiaries in ses-based preferenrial selection. Male participants werc givcn 
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thc role of the subordinate and a Fernale confcderatz was givcn the rolc of thc 

Icadcr on a one-way communication task. While some males were infomed that 

t h q  i v m  cithcr infcrior, supcrior, or squai in ability to the fernale who \\as 

sclcctcd to be leader, other males wcrc not informcd of their ability. 

Rcsults show that the male panicipants who were not proçidcd xith any 

infom~ation of tht'ir ability relative to the fernale icadcr fclt as desemin; of the 

icadcrship position as those maies who w r c  direcrly rold r h q -  wcrc of superiar 

ûbility Thcsc rcscarchen found, "without information to the contrat).. our malt. 

panicipants actcd as if they wcrc in fast supcrior, and thcy evidcnced al1 rhc 

ncyati~ ity that accompanics the perception that the- arc more deserving of the 

position than thc fimale bcncficiaq" ( I  leilman ct al., 1996, p.354. Thercforc. 

c.t cii thc p s s i  bilii? of prcfcrcntiai trcatment for worncn and minontics may maix 

thosc \\ho iv-ould traditionallÿ have bcen seiected for the jobs feel as though they 

ha\ l: becn unfai rl y bypassed. 

- r7= J tlmbers rcsmnse ro atTimativc 

dCtlOn_, 

Since a popular assumption of aftinnative action is of preferential treatment 

to worncn and rninority groups and reverse discrimination against whire males, 

rcscarch has inicstigatcd whether benrficiary groups would suppon affirmative 

action prograrns whi ic nonbeneficiary groups would oppose suc h prograrns. Rcsul ts 

of such rcsearch has found that support for affirmative action is mon& influenced 

by thc pcrcciwr's race, but only slightty influcnccd by the percciveis gender 

t Krak IV. et al., 1997 1. 

Linder and Sanden ( 1 990 j conducted a survey whereby they described an 

aftirmati\e action program that would bcnefit Blacbs in employment and in coliege 

admission decisions. The affirmative action proçram in the employment decisions 
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wcrc strongly favorcd by 64Oi1 of the Black rcspondcnis while only 6% of Whitc 

rcspondcnts favored such a proçram. The affirmative action program in the 

academic decisions wcrc strongiy favored by 63% of rhc Black respondcnts while 

only 9% of White respondents favored such a proçrarn. Bobo and Smith ( 1994 j 

found sirnilar rcsults with suppon of quotas. Quotas in employmcnr w a s  favored by 

i 5 " 0  of Biacks and I go& of Whites, and quotas in education was favorcd by 7-1°,0 of 

Blacks and 3 1 O.0 of Whitcs. Thcsc surveys suggcst that afirmativc action policics 

arc. supportcd more by the tagct-group than by the non-target group when looking 

;it race. 

In Noswonhy, Lca, and Lindsay ( 1995). 192 non-Biacii Canadian students 

culuatcd various affinnative action policies which would bencfir Blacli students at 

rhsir univcrsity . Suppon was stronçcsr for thc use of advenising and providing 

additional fcllowships for Black studcnts, while suppon was wcakcst for the usc of 

quotas and thc lowcnng of standards for Black students. 

Most rcscarch on affimativc action programs has found weak if any gendcr 

di trcrcnces in  suppon for such programs (Kravitz et al., t 997). Summers ( 1995 j 

askcd male and fernale respondcnrs to cvaluatc differcnt types of atfirmatiie 

action. Both malcs and females responded positively to the special training 

program designcd to educate women and minoriries for certain jobs. Both malcs 

and fernales responded negatively to the differential scoring of selection tesring. 

t lowcver, it \vas also found that females evaluated quotas (a  more estremc form of 

affinnative action) more positively than did males. 
- * 

Sriy-rna of Incornpetence for Recipienrs of Affirmative Action 

Diffcrence between perceptions of and actuai cornpetence. 

Siann ( 1984) proposes that ofien with social stereotypes. perceiven may 

bccome highly certain of their espectancies and elicit suppon for them when they 
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rcceive conscnsual validation of the espectancies from a majority of thc population. 

Thcrcforc, it is important to recognize that it is the perception that an individual 

succeedcd bccausc of preferential sclection thar sets the ncgative stigmatization of 

rccipients in motion, not the actuaiity of preferentiai selection. There is also a clear 

distinction bctwvccn pcoplc's pcrccptions of thc targct's cornpetencc and the target's 

actual compctcncc. There is a widely shared perception that affirmative action 

sciects worncn and minoritics becausc of who thcy arc not bccause of what t h q  can 

do (Nonticraft B Manin, 1982). This perception, which may or may not coincide 

wvith rcality. crcates the stigma of incompctcncc on those who bcnetit from 

at'firmative action. 

U'ith the varicty of proccdures, and the differing weights pur on 

dcmoyraphics and on qualifications. affirrnativc action policics leavc a great deal 

of information ambiguous For both rccipients and non-recipicnrs. Both goups are 

lcft to ponder what estent, if any, group mem bership played in the decision 

proccss. For csampie, an organization or univcrsity sclection cornmince will noi 

disciose information about the sclection process or the cstent group membership 

had on the dccision. It is therefore irnponant to ernphasize that research on 

pcrcciwd cornpetencc of affirmative action recipients is based on others' 

perceptions of the targct's cornpetence which in no way reflects an accunte 

account of the targef s actual competence. 
- - .  . . 

Sricma of  incoraptcnce of individual and ~ p u p  recipients of afiimativc 

actron. 

A frcquent criticisrn of affirmative action propms is that people *dl 

stigrnarize wornen and ethnic minoriries hired under such programs as having 

substandard competence to perfonn the job i Heilman et al., 199 1 1. Previous 

research has shown that minoriq rnembers selected under an affirmative action 
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p r o p m  arc perceived as relatively less cornpetcnt. i-Ieiiman ct al. ( 1992, Study 2 j 

askcd white male employces of various companies to evaluare the cornpetence of a 

mi nority CO-workcr assumed to be hired under affirmative action. The rclationship 

bctwccn pcrceptions of iow cornpetence and an afimative action label was 

demonsrratcd not only when the minority CO-worker was a whitc fcmalc but also 

whcn thc CO-worker was a black male or black female. 

Opponcnts of afiirmative action argue that the presencc of affirmative 

ûcrion rcinforccs the notion that rninority mcmbers are infcrior and thus rcquirc 

prckrcntial assisrancc to succccd in cmploymcnt and cducation. Maio and Esscs 

t 1998) suggest such a consequence of affirmative action could incrcasc negative 

intcryroup anirudss. Thcse rcscarchcrs investigarcd whcrhcr stignatization 

associarcd with atlirmative action affects perceptions of yroups and of individuai 

group mcmbcrs in the same way Thcy suggcst that the "bcnet5s of at3mative 

ac~ion for individual goup memben ( e.;. , promotions) may be more tangible than 

thc abstract benefirs for rager groups (cg., higher group status," i Maio & Esses, 

1 998, p. 66 ). Fi@ one Canadian undergraduates w r c  givcn a fictitious cd i tod  

positiveiy dcscribinç an unfamiliar immigrant goup, and the group \vas or l a s  not 

dcscribcd as bcing able to bcnefit from attirmarivc action programs. Participants 

wrc. asked ro ratc their pcrceptions of the goup, the group's immigration, and 

immigration in general. Results showcd that whcn aftirmative action was 

mcntioned. the perceptions toward the group, the proup's immigration, and 

immigration in gencral were ail less favorable rhan whcn afirmative action was not 

mcnrioncd. This srudy found thar "participants assumed that the r~oup was less 

compcrenr and less valuabie as immiganrs, simply because the group would benetit 

from the policy" (Maio & Esses, 1998, p. 71 ). Maio and Esses suggest that the 

goup's inere sligibility for afimative action may be perceived as an indication that 
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rhe group is  inferior and needs heip to succeed. In addition, they suggest that 

affirmative action may be seen as bcnefiting the immigrant group at a cost to one's 

own group. Therefore. research suggcsts that rnajority rncmbers rnay vicw women 

and minoritics selected with afftnnativc action as less competent than those 

sclcctcd without affirmative action, and this stignatization may gcneraiize to 

evaluations of the targct group as a whole. 

Attributional Conscwenccs of  Affimative Action 

Thc srigma of incornpetence that plagues rccipients of affirmative action 

can be accountcd for by csisting attribution rhcorics. More spccitically, Kcilcy's 

i 197 1 , two anributional proccsses, discounring and augmentation, may be used to 

gain a dccper undcrstanding of why negative stcrcotypcs of incompetcncc arc 

associatcd with affirmative action beneficiarics. Whilr: affirmative action rnay bc. 

succcssful in incrcasing the nurnbcr of wornen and minoritics in thc workplace, ir 

in- also affect the attribut ional process. For instance, whatever success is ac hievcd 

by such groups, thcy arc not perceived as rcsponsibic for their succcss (Garcia et 

al.,  1981 J. 

Kcllcy's ( 1 97 1 ) discountinç principle indicates that "the role of a given 

causc in producinp a givcn cffcct is discounted if othcr plausible causes are also 

prcscnt" (p .  8) .  Therefore, the mere presence of an affirmative action policy may 

providc a plausible and salienr cause to explain success of women and minoritics in 

academic or employment domains. For instance, whcn a female is hired for a job 

one csplanation for the evcnt is that the femalr possesses the necessary 

quaiifications and is competent to handle the job. In the absence of any alternative 

espianation, this reason would be seen as the prima5 cause for the hiring of the 

fcmals. l iowever, if the female is hired for the job under an affirmative action 

policy, the affirmative action policy represents an alternative esplanation for the 
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hiring decision. The discounting principle implics that when two possible causes 

for an cffcct are made available one cause will be solely preferred. if people choose 

to bclicvc the fernale was hircd bccause of preferential treatment, the role of 

qualifications in the decision proccss are discounted (Heilman et al., 1998 J. 

Thcrcforc, assuming the femalc \vas hircd primady becausc of her rninority 

mcmbcrshi p pcople ma? discount her qualifications and perceive her as 

incompctcnt. The discounting resul ts becausc qualifications are typicaily central to 

hiring decisions. If the importance of the roie of qualifications is discounted, this 

icads to yct anothcr assumption about rhc fcrnaic's compctence. kiiman et a1.k 

i 1992) rcsearch on affirmative action in gcnder-typed jobs dcscnbed earlier 

provides support for rhc discounting dynamic mediaring rhe srigmatization process. 

Thcir rcsuits indicated that participants did indeed discount thc role of 

quali tications and assumed that the hircc was sclccred prirnarily bccause of his or 

her minorit); status. 

in addition to the discounting process, the a~~mentation principlc may also 

hi: used to csplain how perceptions of competence can be effected by the 

aftirmativc action label. Augmentation of a causc's influence occurs when an 

outcome of the cause takes place in the presence of an inhibiting factor (Summen, 

199 1 ). The presence of the inhibiting factor rnay result in an enhancement or 

amplification of the influence of the cause. For esample, if a fernale is hired for a 

job in an oqanizaion that does not have an afirmativr action policy, the anti- 

affirmative action position may be perceived as an inhibitory influence. Therefore, 

the fcmaic's success will  resuir in enhanced perceptions of her qualifications and 

competence to handle the job. The promoted female's qualifications rnay be 

augmenrcd and she may be seen as highly competent. 
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Garcia et al. ( 198 1 ) asked male and fernale undergaduates to evaluate a 

minoriry studcnt applying to a psychology graduate program. Based on Kelley's 

i 1971 ) discounting and augmentation principles, they prcdicted the minority 

applicant would be perceived as less quaiified when the university was said to be 

cornmincd to an afimativc action program. Results supponed the use of both 

discounting and augmentation pnnciples. If the applicant was acceptcd by the 

univcrsity thar was committed ro an affinnative action policy, the policy providcd a 

plausible cause to esplain the applicant's acceptance which led to the discounting 

of the role of qualifications in the dccision process. If the applicant was rcjectcd by 

thc uniçcrsity rhat \vas committed to an affirmative action policy, the policy 

providcd an csternal inhibirory cause which lead peopie to attribute the applicant's 

failurc to inremai causes, such as lack of qualifications. 

In the last rhiny years there has been an increase of viomen and rninority 

incmbers in traditionally majority members' fields of employment and cducation 

Prcnticc, 1000). Dcspite this incrcase, ses-ryping of particular arcas pcrsists 

( Drjburg, 1 999; Morgan, 1 992). Male ses-vping of certain areas in tducation and 

crnploqmcnt has rcsulted in pcrsisting low rcpresentation of certain women in some 

fields. Such occupations are described as 'ses-typed' when a very large majority of 

i ndividuals in the area are of one ses and where there is an associated cxpectation 

that this is normative. 

Anributions of success or failure may also differ in ses-typed occupations 

and fields of srudy. Bond ( 198 1 ) suggests that people amibute unespected "sex- 

inappropriate" success and failures to estemal and unstable traits, while expected 

"ses-appropriate" performance to intemal and stable traits. Such that if a female 

succeeded in a male dominated occupation, people will attribute her succrss as 
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temporary and based on iuck. lf the female succeeded in a female dominated 

occupation, though, people will attribute her success as somewhat consistent and 

bascd on hcr qualifications and abiiity. Therefore. "to the extent to which 

bchavioral dcviations from sex-rolc stcreotypcs are discounted rather than 

pcrccived as indicative of thc actoh tme character or skiils, thesc stcreorypes will 

sustain thcmselvcs rcgardless of the degrec to which they rctlect rcaliry" Bond, 

198 1. p. 1 14). Gcnder bias is bascd upon anitudes and behaviors toward womcn and 

men, \\hich rctlrcts stereotypical beliefs about the nature and roles of the sexes 

rathcr than upon indcpendent valuation of individual abiliries and espericnccs. 

Malt Su-Tvwd Academic Are= 

Mcn and women in the studcnt population continuc to scgrcgatc to 

panicular unikcrsity academic prognms. For csample, percentages of women in 

Ans. t lurnanities, and Education arc much higher thaii in fields such as Physical 

Scienccs and Engineering ( Kimura, 1997). Evcn thouçh fcmalc enrollment in 

Enginccrin~ and Science has increased over the past forty years, female students 

todap rcmain disproponionately undcrrepresented in thcse ficlds. In 1960. only 

10% of the scirntists and less than 1 of the engineen employcd in  the United 

Statcs wcrc women, while in 1988, women represented 30Oi1 of scientists, and 4% 

of cny inwrs ( Morsan, 1992). This data sugsests both Science and Engineering are 

male ses-typed areas of interest, with Engincering especially so. 

Morgan ( i 992 j researched college students' perceptions of the low 

rcprcscnration of women in Science and Engineering. Male and fernale students 

indicatcd that the fear of resentment from male coileagues was a major barrier IO 

womenas participation in both fields. This study found that 19.6qpo of the students 

pcrccived male colleagues' resentment of wornen in Science, while 2 1 -3% of the 

students perceived rhis bamer to women in Engineering. Addirional reasons for 
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womcn's low rcprescntation in these fields inciuded perceptions that the jobs were 

too dcmanding for a wvoman to combine with family responsibiiities, that most 

parents discourage their daughters from training in such fields, and that such jobs 

rcqiiirc skills and characteristics which wornen do not have. No gender differences 

wcrc found in participants' responscs to the barriers women face in Science and 

Enyinccring. 

Affinnative Action in yped e a  
* .  Sçx-T Ar 

W c n  womcn obtain positions in arcas rhat arc stronçly male dominated 

through affirmative action negative perceptions of their cornpetencc may anse from 

boih rhcir minority gcndcr and the affirmative action rccipicnr iabcl. in fact, 

ncgativc cvaluations of the minority rnembers in untraditionai fieids may bc furthcr 

csaccrbarcd whcn athnativc action is prescnt in the selcction process. In addition. 

ncgativc cvaluarions of the minority rncmbers selectcd under affirmative action 

should still occur cven when none wouid have occurred in the absence of 

aftirmative action. This prediction stems from the idea that if the discounting 

principlc is in fact the process which allows affirmative action to attach a stigma of 

i ncom pctencc ont0 its reci pients, this stigma should occur regardless of the degec 

to which womcn and minonties are typically seen to be qualificd for a job. 

Discounthg the rninority's qualifications as an esplanation of being hired mates a 

negative cvaluation of the minority's cornpetence, which is separate and distinct 

from ordinary gender stereotyping processes. 

To date, the only research esamining affirmative action in sex-typed areas 

has been smcti y focused on ses-typed occupations rather than ses-typed academic 

ficlds. Heilman et al. i 1992, Study I ) investigated the efTects of the affirmative 

action label n i th  the sex-type of an occupation. Participants of both genders 

rcviewed the application material of a male or fernale for a job that was either 



AFfirmative Action 23 

strongly male scx-typed or a slightly male scx-typcd job. The fcmale applicant was 

cirhcr hired with or without an affirmative action program. The authors predicted 

that thc "affirmative action status [wouid] negativcly affect the perceived 

compctcnce of women hirees for both the electrician job (for which we expected to 

bc dcvalucd cvcn without association with affirmative action j and the laboratory 

tcchnician job (for which we expected linle, if any, dcvaluation of women withour 

association wirh affirmative action)" (Heilman ct al., 1992, p. 536). As cxpectcd, 

thc affirmarivc action status "exacerbated the negativc evaluation of a female 

hircc's compctcnce when the job was strongly male ses-typcd and shc already was 

disadvanragcd because of hcr sex", also the kmale hired under affirmative action 

was pcrccivcd as lcss comptent evcn when the job was rncrcly "rninimally male 

scs-typcd and bcing a woman posed no particular disadvantage with respect to 

c\aluation" (ltcilman ct al., 1992, p. 539). Funhermore, their results supported the 

discounting phcnomenon such that participants ratcd the estent to which 

qualitkxtions playcd a role in the hiring process as significantly less for the 

affi rmativc action hirees in both sex-typcd occupations. 

In addition to measuring perceived cornpetence of the female hiree. 

Hcilman et al. ( 1991) also investigatcd whether the affirmative action label would 

producc negative perceptions on other work-related rneasures, such as 

characterizations of potency (e.g., strong), activity ( c g ,  hardworkinç), 

intcrpcnonal anribures ( c g ,  likable), and prognoses of career progress. It was 

found that the affirmative action label created a perception of passivity for female 

hirees that did not occur nithout the label. For esample, the male and fernale hired 

without afiirmative action in both sex-typed jobs were not found to dîffer on 

activity, however, females hired under affirmative action were characterized as 
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significantly less active than both males and fcmales hired without affirmative 

action. The atXrmative action label also exacerbated the perceived lack of potency 

vpically ascribed to women. Whilc there was no sipificant effects for 

intcrpcrsonal characteristics, prognoses of career proçress also indicated negative 

cvaluations of hirces bascd on their gcnder. Ovcrall, maie hirces were cspected to 

adbancc in thcir carcers much faster and more successfuily than fernale hirces, 

rcgardlcss of whcthcr the femalc was hircd with or without at'firmative action. The 

a tti mati ve action status h d  no e ffect beyond those negative evaluations produced 

bu ses donc. Bcing a fernale in both the strongly and slightly male ses-typed 

occupations was apparcntly sufficient to produce low espectations of career 

progrcss. 

Summcrs ( 199 1 ) investigared how males and femalcs would vicw a fernale's 

qua1 i tications for a promotion in a traditionally male dominatcd occupation. Maic 

and fcmalc panicipants werc asked to evaluate a femaie rcccntly promotcd in a 

managmcnt position. Summen predicted that as members of the out-group, males 

would most likcly cvaluate the fcmalc usine a traditional ferninine siereotype. 

Sincc thc stcreotype of a female (tg., passive and sensitive, contradicts the 

masculine stereotype of a manager (e-g., analytic and cornpcritive) it was predicted 

malcs wouid have more negative expectations of the fernale's qualifications than 

fcmalc participants. As members of the in-group, females shouid be more Iikely to 

idcnri fi wi th the female hiree and less likely to use gender stereotypes in making 

judgncnts of the fcmale hiree's qualifications. Furthemore, Summers investigatcd 

whethtir the affinnative action label would effect the evaluations of the fernale 

hiree in the male occupation of management. Support was found for borh the 

discounring and augmentation processes. Summen found the male-fernale 

di ffcrence in evaluations was found to be dependent upon the female being hired 
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with or without affirmative action. Mhen the female was perceived to be hircd 

undcr an affirmative action policy both males and females discounted the woman's 

quaiitications which Icd to a stigma of incompetcnce. However, when the female 

was hircd without an affirmative action policy, female panicipants. in contrast to 

malc participants. augrnented the female hiree's quaiifkarions and evaluated thc 

hi rce as compctent. Therefore, female participants m y have viewed the 

managcincnt organization's anti-affirmative action position as an inhibitory factor 

which \vas ovcrcomc by the promotcd hirec's compctcnce and nccessary 

quaiitications. Summcrs suggests that male participants, on the othcr hand, may 

have continucd to discount the femalc's qualifications in  the anti-afirmativc action 

condition on the basis of an inclination to view femalcs in tcrms of a traditionally 

ktiiininc stcrcotyx Since the fiminine stereotype is incongruent with the 

rcquircmcnts of the management position, the femalc was perceivcd to be less 

coiiiprtent. 

The Present S u  

Dcspitc the largc numbcr of univcrsities and coilcges in Nonh America 

using affirmative action policies in the application process, the majority of studies 

on affimativc action focus on the employrnent domain. Even though Canadian 

universitics implcment affirmative action in the hiring of employees raiher than the 

acccptancc of students, it is important to undentand how affirmative action 

rccipicnts are perceived when entering the area of acadernics. In addition, the only 

st udy whic h has esamined aftimiative action in specific ses-typed areas (Heilman 

zt al., i 992) has focused on sex-typed areas of employment. To date no research 

has esamined the area of affinative action in ses-typed acadernic programs. [t is 

important, though, to examine whether the stigma of incornpetence found with 

affimativc action recipients in sex-typed fields of employment (Heilman et al., 
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1992 ) would bc cvident with affirmative action rccipicnts in sex-typcd fields of 

acadcmics. 

To address this lack of research, the present study investigated the effects 

of affirmative action programs on pcrccivcd com petence of students in the 

acadcmic domain. The goal of the present study was to examine whether and how 

perceptions of femalc applicants were influenccd by the association with an 

affimativc action policy in academic programs that are male ses-typed. To funhcr 

undcrstand pcrccptions of females acccptcd with aftimativc action into male scs- 

rypcd academics, this study esplorcd the underlyins proccsses of discounting and 

ycndcr stcrcotyping, both scparatciy and in combination. 

i t  was important to esamine affirmative action in the acadcmic domain 

bccausc cducation is the tlrst cnvironment wornen cncountcr in  thcir carwrs. If 

ncgativc cvaiuations of thcir competcncy rcsulted from the afftmative action label 

at thc acadcmic stage, i t  may discounge them from furthering thcir education or 

frorn sccking employment in male dominatcd arcas. Funhcnnore, it t a s  thought 

that if pcopic pcrceived female affirmative action rccipients neçatively in 

academics, this rnay carry over or become more extrcrnc if presentcd with the 

fcmalc rccipients in the employment domain. 

In panicular, I ivas interested in how those selected under affirmative 

action programs were pcrceived when applying to graduate programs that vaned in  

dcgcc of bcin; male sex-typed. An initial pilot study was conductcd to examine 

onlookers' perceptions of ses-typed academic progams. In this pilot study, 22 

undergraduates estimated the percentages of males and females in a variety of 

di tTcrcnt gaduate programs. Based on these responses, the Engineering program 

was chosen as the srrongly male sex-typed progam because participants believed 

that (M = 74%) of Engineering students were male while only (M = 2J0io) were 
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fcmalc. Thc Dentistry prograrn was chosen as the slightly male sex-typcd prograrn 

bccause participants indicated that (M = 6 1 %) of Dentistry students were male 

whilc (M = 3 9 O . 0 )  were femaie. Furthemore, t-tests revealed that the Engineering 

and Dcntistry programs were not perceived differcntly on sevcn 9-point semantic 

diffcrcntiai scales. The pilot study's mcan ratings of perceived difficulty of thc 

En~inccring and Dentistry programs are presented in Table 1 .  

In thc main srudy, malc and fernale participants wcrc asked to rcvicw an 

application package of a student who applied and was acccpted to a graduate 

school. Thc univcrsity was or was not committed to an atlirmativc action policy, 

and thc applicant was applying to cither an Engineering or a Dentistry progam. 

Thc applicant was cither a male or a female, and the femalc was or was not 

associated with affirmative action. No affirmative action malc applicant was 

inciudcd bccausc such an applicant would not bc crcdiblc nor malic scnsc given thc 

male ses-typeci nature of the programs. Therefore, this study consisted of a 2 

( program ses-typc: strongly male, slightly male) by 3 (applicant: malc, fernale, 

affirmative action femaie) desip. Bascd on prcvious rescarch (Garcia et al., 1% 1 ; 

Kravitz ct al., 1997) which indicated no gender differences in participants' 

pcrccptions, 1 predicted no participant gender differcnccs on the dependent 

mcasurcs. 

For the present study, hypotheses were based on the processes of 

discounting and gender stereotyping. Based on the discounting principle, it was 

proposed that female applicants associated with affirmative action wouid be 

pcrccived negatively compared to male and femaie applicants not associated witirh 

aflknative action. Based on gender stereotypinp, it was proposed that female 

appiicants would be perceived negatively in the Engineering program (strongiy 

male ses-typed) but not in the Dentistry program (slightly male ses-typed). 
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Consistent with previous research findings (Heilman et al., 1992). it was expected 

that gender stcrcotypes would only influence perceptions of competence, 

intcrpcrsonal characteristics, and projected program prognoses. Thereforc, 

interactions betwcen program ses-type and applicant are predicted only for these 

variablcis. 

Pcrccivcd Cornpetence Hyptheses 

i hypothesizcd a twvo-way interaction betwccn progaam ses-type and 

sppiicant on thc measure of perceived cornpetence. Fint, whcn affirmative action 

\ a s  mcntioncd, it was prcdicted that female applicants would be perccivcd as 

lcss compctcnt than male applicants in the Engineering proçram, while it was 

prcdictcd that male and fcmale applicants in thc Dcntistry program would bc 

pcrccived si m i larl y on perceivcd compctence. Funhcrmorc, the femalc applicant in 

thc Engincering program was espcctcd to be perceived as lcss compctcnt than the 

fcmale applicant in the Dentistry program. Based on gcndcr stereotypes, the female 

applicant in thc strongly male ses-typed Engineering proçram, cornparcd to the 

slightly male ses-typed Dentistq progam, was predicted to be stereotypcd as 

incompetent based solely on her gcnder. 

Second, I predicted that in both graduate prograrns, the female applicants 

accepted under affirmative action would be perccived as less competent than the 

male and female applicants accepted without affirmative action. Based on Kelley's 

( 197 1 ) discounting thcory, it was thought that the affirmative action label would 

proçide a plausible cause to esplain the rninority's acceptance into the gaduate 

progam. The new plausible cause was espected to lead to discounting the 

minority's competence and qualifications to handle the program. Furthemore. t 

predicted that the fernale applicant accepted w-ith affirmative action into the 

Engincering program would be perceived as the least competent, followd by the 
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fcmaic applicant acceptcd with aftinnative action into the Dentistry program. 

Rased on 1-leilman et a b  ( 1992) research on female affirmative action recipients, 

it \vas thought that the negative evaluations of a fernale's perceived cornpetcncy 

hased on her gcnder may become even more negative if she were perceived to be 

sclccted undcr an affirmative action policy. Thcrefore, affirmative action females 

in Engincering were expected to be discriminatcd against because of thcir gcnder 

and thcir association with rttrirmative action, whereas affirmative action fernales in 

Dcntistry wvcre cxpectcd to be discriminated against solely on thcir association with 

afthnative action. 

in  addition to rneasures of perceived corn petence, i w v s  also intercsted in 

whcthcr thc aftirmativc action label would producc neptive cvaluations in othcr 

üçadcinic pcrcsptions, such as characteriïations of intcrpcrsonai (i.r., likablc- 

unlikahlc), potcncy (i.c., strong-weakj, and activity (i.c., hardwvorking-lan) 

attrihutcs. it was important to investiçate whcther other neçative infercnces wvere 

associatcd with the affirmative action labcl which might affect perceptions of an 

individual's cffectiveness and success within an academic proprn.  My prcdictions 

of these characteri7ations in the academic domain were based on EIeilman et al.'s 

( 1991) tindings in the employment domain and on Kelley's ( 1971 ) discounting 

theoqi. It was thought that if people choose to believs female applicants were 

acccpted pnmady because of their minority status, people would discount the role 

of qualitications in the decision process. The discounting process may in tum lead 

to negative evaluations on such characteri7ations. 

i ntcmersonal Characteristics Htmthescs 

I hypothesized a two-way interaction between program sex-type and 

applicant on interpersonai characteristic measures. First, I predicted that in both 

programs male applicants, as compared to femaie and affirmative action fernale 
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applicanrs, would be perceived the most positively on interpersonai characteristics. 

Second. I predicted that the female accepted into the Engineering prograrn would 

bc pcrceivcd more negatively on interpersonal traits than the female acccpted into 

the Dcntistry prograrn. And thirci, I predicted that the female accepted into 

Engincering undcr affirmative action would bc perceived the mosr negatively, 

followcd by thc female applicant accepted into Dentistry undcr affirmative action. 

Based on gccnder stercotypcs, ir was hypothesized that female applicants 

cntcring strongly male dominated areas, more so than those entering slightly rnaic 

dominatcd arcas. would bc sccn as deviating from their feminine role and feminine 

charactcrisrics. On the othcr hand, male applicants entering male dominated 

programs would bc pcrccived as follouing thcir masculine rolc by entering arcas 

\+hich cmphasizcs male characteristics. Finaily, I expcted affirmative action 

fcmalc applicants to be perceivcd the most negativeiy on interpersonai ratings 

bccause of gender stereotypes and the affimative action stigma working together. 

Once again it was bclieved that the combination of the rwo stereotypes would be 

cspcciall y harmful for women in strongiy male ses-typed areas such as 

Engincering. 

Potcncy Hypothcsis 

in t e n s  of potency, 1 hypothesized a main effect for the applicant- I 

prcdicted that the fcmaie applicant wouId be perceived as less potent than the male 

applicant, and the affirmative action label would esacerbate the perceived lack of 

potency, regardless of the ses-typed graduate program. It was thought that when 

fcmalcs acre presumed to be accepted because of their minority status and not 

their qualifications, the perceived lack of potency typically ascribed to women 

would become even more negative. 
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Activitv Hv~othcsis 

In rems of activity, t hypothcsized a main effect for the applicant. In both 

gaduatc programs, 1 predicted no differences in evaluations of the male and female 

applicants, ho\vever, those fernales associated with aftirmativc action would bc 

charactcrizcd as less active. It was thought that when affirmative action was 

prescnt, people would discount the role of qualifications. includiny the individuai's 

activity Icvcl, in the decision process. It was funhcrmore thought that the 

association with an affirmative action policy would mate  an impression of 

passivity for fernalc recipients that wouid not have existcd without the associarion. 

Projcctcd Procmm Prosess Hvpotheses 

I also invcstigated participants' prcdictions of cach applicant's progess 

throuy h thc panicular programs. 1 hypothcsizcd a two-way interaction betwveen 

proyram ses-type and appiicant on program proqcss espectations. First, rcgardicss 

of prognrn, i prcdicted that male applicants, as cornpared to female and affirmative 

action fcmalc appl icants, would be pcrceived with the highest espectations of 

progress. Second, when affirmative action was n ~ t  mentioned, I predicted that the 

femaic appl icant in the Ençineerins program would receive Iower prognoses rhan 

thc fcmalc applicant in the Dentistry program. Third, I predicted that the 

affirmative action female applicant in the Engineering program would be perceived 

with thc iowest espectations of proLgam proçress, foliowed by the affirmative 

action appiicant in the Dentistry progam. 

Based o n  gender stereotypes, it was thought that k ing  a malc applicant in 

both programs would pose no disadvantage due to the male sex-typed nature of the 

progams. On the other hanci, it was anticipated that people would perceive that 

female applicanrs were more likely to struçgle with adapting to male dominated 

disciplines, and this wouid be especially difficuit in the strongly male ses-typed 
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graduate program. Furthemore, it war thought that if the female was accepted 

under an affirmative action policy, her qualifications would be discountecl, which in 

turn would result in the female being perceived as cven less likcly to succeed in the 

pro S p m .  

To try to capture the assumptions beine made about the procedures uscd to 

sclect women through affirmative action, I aiso looked at the perceptions of 

fa!rncss and the estent to which qualifications played a role in the decision proccss. 

1 hypothcsized a main cffect for applicant on the pcrccived faimess of the decision 

proccss. I prcdicted that participants in the aftirmativc action female app!icznt 

rnncii?inni wn~id  ptyccivc the d ~ ~ i ~ i ~ n  pTnCCrs 10 h~ le+ fair than rpf i i~ (pm!~  /n 

!hi m-.!c !;;.rna!e applicam conditions. Pnn!ripnts in ~ h c  male and fernale 

app!ican! ronditi~nc (withnit afimît ivr  action) w r c  rxpcctcrl !n p r c ~ i v e  the 

r i ~ x i i i ~ r ?  prcîcis G?h s!n\i!ar ratingi of hirn~si .  This hypthrsir was basrd Qn !hr 

reasonbg ~ h - 1  i n  offima~lve mim rrcipicnt'c qualifca!inni wnli!d hc discountcd 

i f  il wic airmcd the rwipient's mineriry s tms  w s  the bais for acccpance. It was 

thought that feciings of incquity would result from the affirmative action 

conditions, which in tum would lcad to perceptions of unfairnesr. 

F-nlf* ~f oii&fir&nnq H w t &  

Finaliy, ! hypthesizcd a main etVert for app!iran! crn the perce id  rd- of 

q?iiiiificationc in the decicinn proces I predicted that in b t h  progams, the rnle nf 

q~d!f i r i t i~ns  wni,!d be rater! as less i r n p m s t  for fernales hired l m k r  affirmative 

artinn than for rither the males or fema!cti nnt associatecl wit_h affima?ive ac?!rrn. 1 

i ~ p ~ t c d  no differencec in perceptions regarding the role of qualifications in the 

decision proces for the male and female applicants accepted without affirmative 

action. This hypothesis was based on the discounting principle such that when 
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affirmative action was mentioned. the role of qualifications worild he discountcd 

and the applicant woiild he assumed to have been accepted primarily because of 

thcir minority itrti is 

Panici~ants and Desi= 

Onc: hundred and 

Mcthod 

f i f l j  sevcn iindergradiiates, I 17 fernales and 45 maics, 

cnrnl lcd in Introductory Psycholoby at the llnivcrsity of Manitoba panici p t e d  in 

rhc stiidy Stiidents prticipated collectiwly, and reccived partial course crcdit for 

thcir participation. Introductory students, who wcre bcginning their undergraduatc 

programs = 19.03. Se = 2.00 for age in ycan) wcre uscd as participants to 

cnsurc that the participants did not have prior knowledge of specitic graduate 

programs or graduate appiicant procedures. 

Thc hyporhcscs werc tcstcd using a 2 (program ses-type: strongly male vs. 

slightly male) X 3 (applicant: male vs. fernale vs. affirmative action fernale) 

factoriai dcsign. Therefore, I cxperirnentally mani pulated the program ses-type and 

applicant. 

Program scx-type was manipulated by selecting academic programs that 

ditTcrcd in the degrce to which they wcre perceived to be male sex-typed. In this 

study, male scs-typed progams were defined by the perceived proportion of males 

and fcmales in cach program. Ln the pilot study, Engineering was chosen as the 

strongly maie scx-typed program with 740, male studcnts and Dentistry was chosen 

as thc slightly male ses-typed proggam with 6 1°io male students. Participants in the 

strongly male sex-yped conditions reviewed an application of a student who 

applicd and was accepted to the Engineerins progain. Participants in the slightly 

maic scs-typed conditions reviewed an application of a student who applied and 

l a s  accepted to the Dentistry program. 
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With regard to applicant, the student accepted was either a male or a 

fcmalc. and thc female cither was or was not associated with affirmative action. To 

manipulate the affirmativc action status, there either was or was not an affkmativc 

action statcment appearing on the bottom of the application fom. The statement 

\vas typcd in bold leners to ensure it was salient to participants. Thc statemcnt read, 

"This univcrsity is comrnitted to an affinnative action policy. WC encourage 

divcrsity in thc workplace, and we do not discriminate on the basis of ses, race. 

color. national origin, agc, or religion in any of our policies or procedures. Women 

and membcrs of minority goups arc especially cncouraged to apply." This 

siatcmcnt did not appear in the no aftirmativc action conditions. 

Thercfore, participants werc randomly assipcd to onc of the sis 

cspcrimcntal conditions. For the Engineering program, 26 participants revicwed 

ihc malc applicant, 27 thc femalc applicant, and 27 the atEmative action female 

npplicant. For the Dcntistry program, 27 participants rcviewcd the malc applicant, 

27 thc fcmale applicant. and 26 the affirmative action applicant. Male and female 

participants wcre distributed in roughly equal proportions across the experimental 

conditions. 

Proct.dwrc. 

Participants wvere told the); were participating in a study investigating 

"univcrsity application and selection procedures." The exprimcnter indicated that 

the! would be reviewing and evaluating an application package belonging to a 

student who recently applied and was accepted into a graduate progam. Afier 

obtaininj infomed consent (see Appendix A), the experimenter distributed the 

application package and the dependent measures to participants in a single stapled 

booklet. The application package inclilded an official university letter, the 

applicant's personal application fom, and a brief questionnaire. 
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The first page of the package was the official univenity information letter, 

which contained information about the çraduate program, either Engineering or 

Dcntistry. This lcner providcd standard information about the university, such as 

t hc good academic reputation. research facilities, and available courses. I-lowcvcr, 

thc nnmc of ihc university wvas crossed out to ensure that participants did not have 

prior tnowledgc of particular programs or university procedures. The experimenter 

csplained to panicipanis that the university's name was not mentioned for pnvacy 

reasons. For participants in the afiinnativc action conditions, the affirmative action 

stntcmcnt \vas typed in bold at the bottom of this lctrer (sec Appendix B). For 

participants in the no affirmative action conditions, this lctter did not include the 

nftïnnnrivc action statement (sec Appendix C j. 

Thc sccond page of the package \vas the student's application forrn. This 

form dcscribcd the personal background and acadernic qualifications of the 

npplicrint. The male applicant, Eric Johnson (sec Appendix D), and the femalc 

npplicant, Lisa Johnson (see Appendix E), wre chosen to ensurc that ses, not race, 

\vas the basis of the applicant's affirmative action status Ali applicants had 

idcntical backgrounds and qualifications. The applicants were described very 

brictly and had average backgrounds and qualifications. The average image was 

chosen hccause evaluations of the applicant could be affectcd if the applicant was 

said to have evceptionally good or cnceptionally bad qualifications (Sumrners, 

1 99 1 ). Thercfore. the applicant was descn bed as a single 74 year old, with a 3 .i 

grade point average. Involvement in school and work activities, such as research 

and volunteer work, were included in  order to balance the school qualifications 

with outside activities. 

ARer reviewving the univenity information letter and the persona1 

application form, participants were asked to cornpiete the questionnaire (see 
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Appcndis F) Participants were asked to evaliiate the applicant on a number of traits 

and respond to questions reçarding the prceived competence and enpcctcd 

program progess of their panicular applicant. They also answered qiiestions 

regnrding the perccived fairness and the rolc of qualifications in the decision 

proccss Fina I l  y, participants completed a nvm ber of questions sewing as 

mnni piilntion checks of the proçram sex-type and the applicant. A%cr completing 

thc qwstionnairc, panicipants were dehriefed (sec Appcndix G )  and thanked for 

thcir participation. 

Dcnc.ndcnt Mcasijres 

The dcpndent measures for this stiid j were based on those developed by 

I Icilman ct a l .  ( 1992). For the purpose of this stiidy, snmc mcasiircs wcrc reworded 

to çorrcspnd with the academic domain. 

Perccivcd cornpetence. To asscss pcrccived cornpetcncc, the key depcndenr 

variable in the study, panicipants were asked to respond to five semantic 

di ffcrcntials ( compcreni-incompetent, intei ligent-unintel iigent, quali fied- 

iinqiiaii ficd, effective-ineffective, decisive-indecisive) and hvo qiiestions i~sinç 9- 

point scalcs. The firsr question asked, "How competently do you expect this stiident 

to pcrform in this gadiiate program?" Participants responded iising a 9-point scale 

with endpoints labeled I (not at al1 competently) and 9 (vecy competently). The 

cccond question asked, "How effective do you think this studenr will he at doing 

the schooi wxk'?" Participants responded using a 9-point scalz with endpoints 

inheled 1 (not nt ail effective) and 9 (very effective). A reliahility analysis of the 

reven items revealed the mezsures fomed a reliable scalr, Chronbach's alpha =.88. 

The average of the seven items was taken as the mean perceived competence 

rati ng, with higher nrings indicating higher perceived competence. 
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Intcrpc 
. + 

nonal charactenstics. Using a series of 9-point semantic 

di ffcrentials, panicipants evaluated applicants on eight interpenonal characterirtics 

(liknhlc-mlikshle, cinpleasant-pleasant, disaqeeahle-açreeablc, heipfd-not helpfiil: 

rnopcrative-iincooprntive, tnistwonhyiintnisfivorthy, hright-drill, respectfiil- 

disrcspcctfiil) Ratin25 for the eight interpersonal traits f o m e d  a reiiabie scalc 

Chrcinhach'c alpha = 75) and were comhined inro a ~ingle score, where the 

avcragc ratinss nf the traits prodt~ced n mean intcrpcrsonal charactcristic ratin-, 

Thcrefnrc thc higher the mean the more favorahle the perceptions on the 

interpcnnnal traits 

Potzncy Ratings nf the three 9 - p i n t  potency qiiestions (wons-wvcak , tirnid- 

fnrccfiii, t o i i~h-mt i )  wcrc cornhincd nnd fonned a moderare rcliahlc  CRIC, 

Chrnnhnch'r alpha = 5; The average of  the respnscs  to items comprisin2 the 

~ c n l c  prndiiccd a mcan potency ratinç Therefore thc hiehcr the mean the mnrc 

favorahic the perception5 on the p t c n c y  trairs 

Activitv A reliahility analyziç of  the four 9 - p i n t  activiry qiiestions 

hard~orking- ia-~ eivcs iip easily-pcrGstent, energetic-shiggish, inefftcient- 

cfticicnr) indicatcd that the memire  fnnned a moderatc rel iahle wale ,  Chrnnhnch's 

nl ph" 56 These item? wcre then cornhined into 3 sin$! scnre where the averaze 

of  thc rcîponws wag taken as  the mem activity ratin5 Therefnre the hieher the 

m m n  the mnrc favorahle the perceptions o n  the activity traits 

Proiccted nrnwam - nrotmnws - Participants were asken wo qiiestinnî 

r r ~ a r d i n ~  thc appl icnnt'c e u p c t e d  prngrezz in th<: academic p m p m  The f in t  

qiicstion asLeci, "How likely do yori think this çtiidenr wiÿill receive hiph g d e s  in 

thic padiiate pro4mrn9" Participants r e spnded  iising a 9-pint zcale w-th 

c n d y i n t s  Inheltxl I (not a t  al1 likely) and 9 (very l i tely) The second qiiestinn 

n s k d ?  "if t h i ~  rt~ident f in i~her  this p d i i n r e  p r o p m ,  h-w giii&ly rln y ~ i i  think it 



Affirmative Action 38 

will h a p p d "  Participants responded wing a 9-point scale with endpints lohcled 

I!nnt at al1 qiiickly) and 9(very qiiicklyj R a t i n 8  on these two qiiestions fomed a 

rcl iahlc scalc, Chronhnch's alpha = 72, and were averaged to reprcscnt the mean 

projccted prngam raiin3 Therefore the hiçher the mean the more favnrahie the 

prngram progrcss rnting. 

Perccivcd faimcss To asscss the perccived fai mess of the application 

proccss, participants were askcd TO rate on a 9-point scale, "To what extcnt do yoii 

rhink thc npplicatian process had hecn " wirh cndpints laheled ar 1 (nor at al1 

kir) and 9 i,complctcly Bir) Thereforc the lotver the mcan the lowcr the prceived 

tnimcss of thc dccision process 

Rolc of aiialiticatinns The last sevcn qiicstions concerncd the pcrccivcd 

rolc of qunli fications in thc dccision process. Thc tint four questions were 

dcvclnped by Garcia et al. ( 198 1 ) Participants rcsponded to the first and second 

questions on a 9-point scaie with endpoints labeled I (much iower) and 9 (much 

highcr). Thcsc qucstions asked participants to " lndicate whether you think the 

wdcnt's (<PA \vas hiçher or lower than the average GPA of al1 those who applied 

to thc program," and to "lndicate whcther you think the student's GPA \vas higher 

or lower rhan thc avcrase GPA of al\ those who wcre acccpted into the pcogarn." 

Participants respnded t o  the third and founh questions on a 9-point scale with 

cndpints iabelcd I (much less qualified) and 9 (much more qualified). Participants 

were nsked to "lndicate whether you think the student's overail qualificarions w r e  

hiçhcr or lower than of  al\ those who applied to the program," and to "Indicate 

whcthcr !ou think the student's overall qualifications were higher or lnwer rhan of 

a11 those who were accepted into the program." The fifih, sisth, and seventh 

questions regarded the role qualifications piayed in the decision process and were 

ratcd on 9-point sca!es with endpints labeled 1 fnot at all) and 9 (complerely) The 
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questions asked: "to what extent do you think this student was accepted because of 

thcir qualifications to perform well in the program?", "to what extent do you think 

rhis studcnt was in fact qualified to perforrn weil in the program when accepted?", 

"to whar encnt do you think this student was acceptcd into the prograrn because of 

atXrmarivc action poiicies'?" Ratings of these seven items formed a rcliabie scalc, 

Chronbach's alpha = 3 5 ,  and were avcraged to produce a mean acceptancc due to 

qualitications ratine. Therefore, the higher the mean the higher the perception that 

qualifications were important in the decision process. 

on Ch& 

To check the manipulation of academic prograrn ses-type, participants were 

askcd ro, "Estimate the pcrccntage of males and Fernales currently enrollcd in this 

paniculiir gnduate prograrn." Participants werc also asked to cvaluate the prognm, 

on scwn ')-point scales ( boring-interesting, casydi fficul t, relased-stressed. 

chailcnging-tinchallenging, demanding-undemanding, strcnuous-cascful. 

corn pl icatcd-uncomplicated ) to ensure the programs were pcrccived si milady. 

Ncut. to chcck that rhe applicant manipulation was effective, participants 

rcspondcd to thrcc questions. First, participants reponed the sex of the applicant 

whosc matcrials thcy reviewed to ensure the panicipants w r e  aware of the seu of 

thc applicant. Second, participants recalled, with a yes or no answer, "Does the 

university have an affirmative action policy?" Third, to ensure participants had 

comc knowledge of what affirmative action was, they were asked to 

bncfiy euplain what they believed an affirmative action policy was. Finally, 

panic i pants i ndicated their first language, gender, age, and ethnic backgound, for 

the putpose of controllhg these potential confounds. 

ResuIts 

Preliminary analyses indicated no di fferences in the ratings of male and 
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Fernale participants. A11 main effects and interactions with the participants' gender 

variable were non significant (ps > .E). Therefore, the data was collapsed across 

this variable for al1 analyses reported. 

Manipulation Checks 

One hundrcd and fi@ five participants (98.9%) correctly indicated whether 

the'; wcrc cvaluating a male or femaic applicant. Two participants were dropped 

from the analyses For incorrectly rccaliing the applicantts sex. 

To chcck the prograrn sel-type manipulation, analysis of the rnean 

pcrccntagcs of each gender in the two proçnms rcvealed a signiticant ciTect for 

prograrn, 1 (1 ,155  ) = 5.04, p -= .O0 1, with the Engineering program perceived as 

strongly maic ses-typed and the Dentistry program as slightly male ses-typed. 

Panici pants perccived the Engineering program to have more male studenrs 

(M =7 1.9 O O )  than the Dentistry program (El = 63. l O-~I ). These results are similar to 

thosc found in the pilot study. 

To verify that participants perceived the two graduate programs similarly, a 

2 (prograrn: Engineering vs. Dentistry) X 3 (applicanr: male vs. femalc vs. 

affirmatiw action female) MANOVA iis conducted on the seven bipolar items. 

Thc MANOVA revealed no signiticant main effects for program, Muhivariate E (7, 

143) = 0-1, > 6 3 ,  or applicant, Multivariate E ( 14, 288) = 10,  p > -43, and no 

interaction, Multivanate E ( 14,288) = .OJ, > .96. Therefore, the choice of the 

Enginccring and Dentistry programs were effective in portraying strongly and 

slightly male ses-typd prognms that were not perceived to differ with respect to 

difficulty. These results are similar to those of the pilot study. 

The majority of participants in the affirmative action conditions (72.7 O . 0 )  

correctly indicated that the university they reviewed was committed to an 

affinnative action policy. Participants in the affirmative action condition who 
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rcsponded incorrectly, indicated on the open-endcd question that they were aware 

the university had such a policy. yet were not sure whcther the policy was 

implcmcntcd for their panicular appiicant. The majority of participants in the non- 

atTnnativc action conditions (9 1 .; ?(O) indicated that they did not know whether the 

univcrsity \ a s  or was not committcd to an affirmative action policy. Since no 

afimativc action statement was included for the non-aftirmativc action conditions, 

panici pants' rcsponscs secm loçical. 

The open-ended question exarnining participants' perceptions of afirmativc 

action indicatcd that, consistent with prcvious research (I-icilman et al., 1992). 

participants in the affinnative action conditions assurned these policics gave 

prcfercntial treatmcnt to individuals based on thcir minority membership. in 

contrast, participants in the non-atXrmative action conditions did not know what 

affirmative action was. This lack of knowledge of affirmative action may also 

csplain why rhc participants could not indicate whether or not thc university \vas 

commincd to such a policy. 

nt Mcasurcs 

Prcliminary analysis involved the correlations arnong the dependent 

mcasures. This analysis revealed that there were positive correlations among all 

dcpcndent measures (ps -= -05). For esample, these correlations indicated that 

higher competence ratings are associatcd with higher ratings on the role of 

qualifications in the decision process, and higher competence ratings are associated 

with projected program proposes. Al\ correlations among the dependent measures 

are prcsented in Table 2. 

Univariate 2 (program: engineering vs. dentistry) s 3 (applicant: male vs. 

female vs. affirmative action female) ANOVAs and planned cornparisons using 

two-tailed t-tests were conducted to test each of the hypotheses. Means based on 
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program and applicant conditions for each of the dependent variabies are presented 

in Table 3. 

Pcrccivcd coqpetence, 

The ANOVA on the perceived cornpetence measure indicated that the 

interaction bctween prognm scx-type and applicant \vas not sibwiticant, E (7, 155)  

- 1 2 4  2 89 In addition, main cffècts for program, E ( 1 ,  155) = . l j , p >  69 ,  and 

applicant, F (7,  I S )  = 36 ,  p > .69, were not significant. Although the ANOVA 

rwcaicd no significant interaction, planned compansons using two-tailed t-tests 

w r e  conductcd to test thc specitic perceived corn petencc hypothcses. 

First, when atfirmative action was net mentioned, predicted similar 

percciwd compctcncc ratings for male and fcrnalc applicants in the Dentistry 

program, whilc 1 predicted the Fernale applicants to be pcrccived as less competcnt 

than malcs in the Engineering program. Futthemore, 1 hypothesized thc fcmale 

applicant in the Engineering p r o p m  to be perceived as lcss comptent than the 

fcrnalc applicant in the Dentistry program. As expected, male and female 

applicants wcre perceived similarly with regards to competency in the Dentistry 

program, t(17) = -. 19, p > 3 5 .  However, there were no significant differences 

bciwcen male and female applicant's perceivcd cornpetence in the Engineering 

program, ~ ( 5  1 ) = -. 16, p > -87. Furthemiore, there wvs no significant differcnce 

bctween female applicants in the Engineering and Dentistry gaduate prograrns. 

Thcrcforc, inconsistent with the çender stereotyping hypotheses, female applicants 

wcre not perceived differently than male applicants, nor were female appiicants 

viewed differently in the strongly and slightly male sex-typed programs. 

Second, I predicted that in both programs the fernale applicants accepted 

undcr affirmative action would be perceived as less comptent than the male or 

femalc applicants accepted without affirmative action. Furthemore, I expected the 
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aftirmative action female applicant in the Engineering program to be perceived less 

compctcntly than the affirmative action female applicant in the Dentistry program. 

Planncd cornparisons indicated that the affirmative action fcrnale applicants were 

pcrceived to bc just as competent as the non-affirmative action female applicants (1 

( 5 7 )  = 27, p 3 7 8  in Engineering, and ~ ( j l )  = .97, p >.36 in Dcntistry) and the 

male applicants, (1 (5 l )  = .14, p > .89 in Engineering, and i (46)  = 39, p > -56 in 

Dcnt istry ). Furthermore, whcn affirmative action was rncntioned, female appl icants 

in Engineering and Dcntistry wcrc perceivcd as equally competent (1 (5  1 ) = -59, p > 

6 )  Thcrcforc, inconsistent with previous rescarch (Heilman et al., 1992), femalc 

applicants associatcd with affirmative action wcrc not negatively pcrceived as 

incompctcnt bascd on thcir gcnder or the affirmative action label. 
. . 

1 ntcmrsonal c h a r ~ c n s t i ~  

The ANOVA on the mean interpersonal characteristics indicatcd that the 

two-way interaction bctween program ses-type and applicant was not sibmificant, E 

(2. 1 5 5 ) = 2 5 ,  p .78. Furthermore, the main effects for proLgam, E ( I , 1 5 5 )  = 

1 7 3 ,  p , .19, and applicant, E (2, 155) = .03, p > -97, were not significant. 

Al though the ANOVA revealed no significant interaction, independent sarnples t- 

tests wcre conducted to further test the interpersonal characteristic hypotheses. 

Fint, 1 espected that in both programs, male applicants would be perceived 

the most positiveiy on interpersonal charactenstics. Second, I predicted the female 

applicant in the Engineering program to be perceived more negatively than the 

fcmale applicant in the Dentistry program. And third, 1 predicted the afirmative 

action fernale in Engineering would be perceived the most negatively, followed by 

the affirmative action Fernale in Dentistry. Independent samples t-tests revealed 

that in both programs, male applicana were perceived similariy on interpersonai 

traits to female applicants accepted without affirmative action, (1 ( 5  1 ) = 24, p > -8 1 
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in Engineering, and 1 (47) = 4 9 ,  p > .62 in Dentistry), and fcmale applicants 

accepted with aftinnative action, (1 (5 1 ) = .53, p > -59 in Engineering, and 

l (46)  = -.12, p '. .62 in Dentistry). Funhermore, female applicants were perccived 

similarly in both Engineering and the Dentistry (1 (52) = .66, p > .5 1 ), as werc the 

afirmativc action fcmalc appiicant in both male sex-typed programs (1 (5 1 ) = 34, 

p ,741. Finally, no si~mificant differences were found between the female 

applicants acceptcd with or without atXmative action in either graduate program 

(1 ( 5 2 )  = 2 8 ,  p > -77 in Engineering, vs. ~ ( j  I ) = -01, p > 9 8  in Dentistry). In short, 

applicants' gcndcr or association with an affinnativc action policy did not etTcct 

ho\\ the. wcre perccived on interpersonal characteristics. 

Potcncy . 

Thc ANOVA on the potency rneasure indicated no si~gificant main effccts 

for thc applicant, E ( 2 ,  155) = 23, p > .79, or program, E ( I , 155) = .O0 1, p > .79. In 

addition, the interaction between proLgam and appl icant was not signitïcant, (7,  

155)  - 20,  p 2 .87. Two tailed t-tests were conducted, thouçh, to explore the 

potenc'; hypot hcsis. 

I predicted that reçardless of proçram, the female appl icants would bc 

pcrccivcd as lcss potent than the male applicants, and the affirmative action female 

applicants would be perceived even more negatively. No significant differences 

betwcen the applicant conditions on the potency mesures were found. Femaie 

applicants associated with affirmative action were perceived similarly on potency 

traits with both male applicants, (1 (99) = -.65, p 2 - 5 2 )  and female applicants not 

associated with affirmative action (1 ( 105) = -. 10, p > .92). Funhermore. when 

aftirmative action was not mentioned, female and male applicants were also 

perccivcd similarly i i th  respect to potency, (1 ( 100) = -.6 1, p > -54). The 

stereotypical perception of a lack of potency previousiy found to be ascribed to 
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women (Heilman et al., 1992) was not evidcnt. In addition, the association with a 

prefercntial policy did not effcct how females were perceived on the potency traits. 

Activity. 

The ANOVA was predicted to reveal a main cffect for applicant, however 

no such main cffect was found, E (2, 155) = -52, p > 39-  In addition, neither the 

main effcct for progam, E ( 1, 155) = .18, p 39, nor the interaction between 

program and appl icant were significant, E (2, 155) = .43, p > .65. 1 prcdicted that in 

hoth graduatc prograrns, there would be no diffcrences in activity evaluations for 

the malc and fcmalc applicants, yct I did expect that females associated with 

nt'firtnative action would be characterized as less active. Independent sample t-tests 

indicatcd that as cxpcctcd, therc wcre no significant differences bctween male and 

fcrnalc applicants in cither gaduate prosram (1 ( 100) = - 9 5 ,  p > 3). Clowever, 

thcre wcrc also no sigiticant diffcrences beiwcen affirmative action female and 

malc applicants (1 (99) = -. i 2, p > .9 1 ) or between affirmative action fernalc and 

non-affirmative action female applicants (1 (105) = .89, p > 38). ln sum, the 

association with an affirmative action policy did not crcate an impression of 

passivity for kmalc rccipients. 

Projectcd pro- 

The ANOVA indicated no significant interaction betwen program sex-type 

and appl icant on prograrn progoses, E ( 2 ,  1 55) = 27 ,  p > -76. The main effects for 

program, E ( 1, 155) = -09, p > .76, and for applicant, E (2, 155) = 1.60, p > 20,  

wcrc also not significant. Planned cornparisons using two-tailed t-tests were 

conducted to test the pcojected prograrn progress hypotheses. 

First, regardless of prograrn, t expected the male applicants to be perceived 

with the highest expectations of progress. Second, I predicted that the female 

appiicant in Engineering would receive lower prognoses than the Fernale applicant 
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in Dentistry. Funhcrmore, 1 expected the affirmative action female applicant in 

Enginccring to receivc the lowest expectation of program proposes, foliowed by 

the affirmative action female applicant in Dentistry. The t-tests revealed that male 

applicants were perceived to progress through both programs similarly to female 

applicants acccptcd without affirmative action (1 ( 100 j = -.68, p > -50) and female 

appiicants acccpted with affirmative action (1 (99) = 1.10, p > 28) .  Furthemore, 

the t-tcsts rcvcaled that the fernale applicant in Engineering was perceived to 

progrcss rhrouyh the program similarly to the female applicant in Dentistry (1 (52) = 

-3. p > 3 2 ) .  Similarly, 1-tests indicated that whcn aftinnativc action was 

mcntioncd, fcmalc applicants wcrc perccived to progress with a similar rate and 

with similar succcss in both programs (1 (51) = 3 2 .  p ,  -75). Finally. fernale 

appl ican ts acccpted with affirmative action werc not perceived to progcss 

diffcrcntly than fernales applicants accepted without affinnati\e action in cithcr 

program (1 (51) = 3.1, p > .JO in Engineering, and 1 ( 5  1 )  = 1.52, p =- . l 3  in 

Dcntistry ). Thex fore, no diffcrences in program progess were evident in the 

appl icant conditions. Simple bcing a fernalc or k ing  associated with an atfirmative 

action policy was not sufticient to negativeiy effect how female applicants were 

perccived to progress through male sex-typed progams. 
. . 

Perccived t a r m  

I prcdictcd that in both programs, the decision process associated with affirmative 

action would bc perceived as iess fair than the decision process for the male and 

fcmalc applicants accepted without affirmative action. The ANOVA on perceived 

Faimess rcvealed no siçnificant main etfects for applicant, E (2, 155) = 2.0 1. p > 

. I 3, or for proSmm. E ( 1, 155) = 1.0 1, p 2 -15. Furthemore, no significant 

interaction between proçram and applicant was found, E (2 ,  155) = -6 1, p > 34. 

Independent two-tailed t-tests indicated that the decision process for affirmative 
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action fcmalc rccipients \vas pcrceived to be just as fair as the decision process for 

male applicants (1 (99) = -1 -89, p > -16) and for female applicants accepted without 

affirmative action (1 ( 105) = -.Mi, p > -65). Association with an afirmative action 

pol icy did not cffcct how fair the decision process was prceived in the acceptance 

of fcmalc applicants in male sex-typed programs. 

Role of qualifications. 

Rcgardless of program, t prcdicted the female applicants accepted with 

affirmative action would be prccived to have been acceptcd much less on the basis 

of qualitkations than the malc and female applicants accepted without affirmative 

action. Thc ANOVA indicated no significant main cffccts for applicant, E ( 2 ,  155) 

- 1.64, p .19, or for proprn, E ( Il 155) = .87, p . 3 5  In addition, the interaction 

bctiçccn program and applicant was not s ig i  ficant, E (2, 155 ) = 20,  p > .8 1 . 

Indcpcndcnt nvo-tailed t-tests revealed that the rolc of qualifications in the 

acccptancc decision was similar for al1 applicant conditions. The rolc of 

qualifications for afftnative action fcmales was perceived similarly as for the 

malc applicants (1 (99) = 1.83, p > .17 ) and for the female applicants not 

associatcd with affirmative action (1 ( 105) = I .O 1 ,  p > .3 I ). Ln sum, perceptions of 

the rolc of qualifications in the decision process were not affccted by the prescnce 

of an affirmative action policy favoring female applicants. 

Discussion 

Based on the discounting principlc, it wvs proposeci that the association 

\\<th affirmative action would negatively affect perceptions of female applicants in 

both strongly and slightly male sex-typed academic programs. Based on sender 

stereotypes, it was expected that femaie applicants would be negatively perceived 

in Engineering (strongiy male sex-typed) but not in Dentistry (slightly male ses- 

tvped). Contrary to these hypotheses, perceptions of fernale applicants accepted 
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into male scx-typed programs undcr affirmative action were not influenccd by the 

discounting principle or gender stereotypes. 

The princi pie of discounting was proposed to account for negative 

perceptions of affirmative action rccipients. However, my results indicated that 

fcmalc applicants associated with afirmative action werc not perceived negativciy 

on cornpctcncy, potcncy, activity, and interpersonal charactcristics. In addition, 

affimativc action fcrnale applicants werc perceivcd to progess with similar speed 

and succcss through both programs as maie and femaic applicants acccpted without 

affirmativc action. The rolc of qua1 ifications in the decision proccss captured the 

fact that thc discounting principlc was not being applied to participants in this 

study. It \ a s  cspectcd that the prescncc of the affirmative action policy wouid 

pro\ idc an alternative reason tacceptance based on sendcr not qualitications) for 

thc acccptancc of female affirmative action rccipients. Contrary to expcctations, 

pcrccptions of thc rolc of qualifications in thc dccision process were similar for 

applicants accepted with and without affinnative action. Therefore, the role of 

qualificarions was perccivcd by al1 participants, regardless of condition, to be 

important. Furthemore, my results indicate thnt the presence of an affirmative 

action policy did not influence perceptions of how fair the decision process was 

with rcgards to the accepiance of female applicants. Since the afinnative action 

rccipicnts' qualifications were not discounted, feelings of inequity did not lead to 

pcrccptions of unfaimess of the decision process. Consistent with this finding, the 

pcrceived rolc of qualifications was positively correlateci with the perceived 

fairness. The fcmale applicants associated with affirmative action were perceived 

just as favorably as applicants not associated with such policies. Discounting the 

affirmative action recipientst qualifications did not occur and the presence of the 

poiicy did not effect how fair the decision process was perceived 
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Inconsistent with the gender stercotyping hypothcscs, female applicants 

wcre not perceived di fferently than male appl icants, and the female applicants were 

not pcrceivcd differently in the strongly and slightly male sex-typed programs. In 

both progams. fcmale applicants not associated with affirmative action were 

pcrccived similarly to male applicants on cornpctency, potency, activity, and 

inrcrpersonal characteristics. In addition, female applicants were perceivcd to 

progrcss through both programs just as quickly and as succcssfully as male 

applicants. Consistent with my predictions, female applicants were not negatively 

discriminatcd agaiainst in the slightly male sex-typcd program Dentistry. 

Uncspcctedly howcvcr, cven in the strongly male ses-typed pro;gam 

( Enginccnng), where femalc students were perceivtd to bc highly 

undcrrcprcscntcd, fcmale applicants were perceivcd similarly to male applicants. 

Thcsc favorable perceptions of female applicants in the Engineering program 

çugçcsts that gcnder stercotyping of fcmaic applicants did not occur in this study. 

Final ly, this study investigtcd whethcr female applicants accepted wi th an 

affirmative action poiicy cxperienced discrimination based on their association 

with aftirrnative action in addition to their gender. inconsistent with this 

hypothcsis. female applicants accepted into the strongly male ses-typed program 

under aftïrmarive action were perceived similarly to the 0 t h  applicant and 

program conditions. Therefore, atTirmative action female applicants in Engineering 

wvere nor perceived ncgatively based on gender or based on the funher addition of 

the ath-native action stiçma. 

implications of the Findins 

Overall, my hypotheses based on gender stereotypes, discounting, and the 

combination of the two were not supported. However, the data revealed panicular 

insighrs into perceptions of female applicants entenng male dominated areas of 
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cducation (cg., Engineering) and of females associated with affirmative action. 

Female applicants were not perccived to be disadvantaged based on their 

gcnder in cither male sex-typed program. Despite the consensus that Engineering 

[vas an arca of education that is grcatly dominated by male students, people did not 

discriminate against fcmale students cntering this progam. One explanation for the 

sirniiar perceptions of male and female students in areas whcre females have been 

trnditionally underrcpresented rnay lie in the dynamic gendcr stcreotypcs of 

womcn. W i th the incrcasing nurnbcr of women entcring male dominated areas, the 

rolcs of worncn and men rnay have become more sirni lar. Dickman and Eagly 

( 2000) propose that aspects of gcnder stcreotypes arc geatly influenced by 

pcrceivcd change in the status of the minority group in the social world. As gcnder 

stcreoypes reflect perceptions of men and women in social roles, perceptions of 

rncn and womcn will change as their status in social roles change. Since the 

distribution of men and women in academics has become more equivalent, 

pcrccptions on certain characteristics of men and women may have becomc more 

simiiar. Furthemore, if perccivers belicve gcater rolc similarity between men and 

womcn will continue to occur in the future, "they should also project the continued 

crosion of ses differcnces" (Diekman & Eagly, 2000, p. 1 172). One csplanation for 

sirnilar perceptions of malc and female applicants in this study then is that the 

fcmalc appiicants were no longer seen as a disadvantaged group. With the social 

roles of malc and fernale applicants rncrging together, the sexes may bc viewcd as 

more simiiar in their characteristics. Therefore, Dickman and Eagly's (2000) 

argument that stereotypes of wvomen encornpass women's change of social status 

over time supports the present study. These researchers found that stereotypes of 

worncn have chançed while stereotypes of men have remained relatively stable. In 

fact, Diekrnan and Eagly (2000) suggested that the change in the stereotypes of 
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womcn havc bccome more similar to thc stereotypes of men. The change in 

womcn's traditional roles and characteristics influence the process of stereotyping, 

"surcly, stcreotypcs of gooupps are marked by their current status and by the work 

that thcir mcmbers currently do, but they are also marked by change in group 

mcmbcrs' typical rolcs and rcsponsibilitics" (Diekman & Eagly, 2000, p. 1 186). The 

finding that male and female applicants were pcrceived simiiarly even in the 

Engineering program suggcsts that perccived roles of males and fernales are 

bccomins more cçalitarian and in turn, the sexes are being viewed as more similar 

in thcir charactcristics included in this rescarch. 

The shi fting standards model (Biemat & Kobrynowicz, 1997; Biemat, 

Manis, & Nelson, 199 1 ) rnay also provide an esplanation for thc similar 

pcrcsptions of male and fernale applicants in the male sex-typed academic 

programs. The s hi fting standards model focuscs on how observcrs use di ffcrcnt 

judjmcnt standards to evaluate individuais forrn differcnt stereotyped groups. This 

mode1 proposes that people use within-category refercncc points io cvaluate goup 

mcmbcrs on stereotypc-reievant dimensions. In the prcsent study, then, competency 

cvaiuations of the female applicants rnay have been compared against specific 

standards set for females, while competency judgments of the male applicants rnay 

havc bccn comparcd asainst specific standards set for males. The competency 

standards for females, though, rnay be set at a lowver rate than the competency 

standards for males. Such reasoning implies that even though this study indicated 

similar cornpetency perceptions of maie and female applicants in the nvo 

programs, it rnay not be accurate to conclude that gender stereotypes were 

inoperative. For esampie, if participants held the stereotype that "females are less 

competent than males in Engineerinç", they would evaluate the competence of the 

fernale applicants against lower standards for females, and the competence of male 
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applicants against higher standards for males. Therefore, "it rnay not be appropriate 

to dircctly compare the subjective evaluations given to a male and female target: 

bccausc cach is judged relative to his or her sex, the meaning of an cvaluation is 

catcgory spccific (e.g.. "she's p o d  for a wornan" may mean something quite 

difkrcnt than "he's good for a man")" (Biemat & Kobrynowicz, 1997, p. 545). 

Ovcrall, the minimal cntrria to qualiFy one as competcnt in Engineering may have 

bccn lowcr for fcrnale applicants than male applicants. This shifting standards 

Ramcworli sugests that the subjective scales used in the present rcsearch "may 

producc what appcars to be small gendcr stereotype effccts (or nuIl effccts), even 

whcn the rcspondcnts believe that male and fcmale targcts are substantialiy 

diffcrcnt with respect to the anribute being judgcd" (Bicrnat et al., 199 1, p. 489). 

Funhcrmorc, Biemat and Kobrynowicz ( 1997) suggest using an objective response 

rating scalc, where mcasurcment units takc on the sarnc meaning for all individuais 

rcgardlcss of social çroup membership. Thcrefore, future rescarch should include 

both objective and subjective measures of competency to determine the actual 

influcnccs of gender stereotypes and discounting on cornpetence ratings of femalcs 

acccptcd into malc sex-typed programs throuçh affirmative action. 

Nest, the findings of this study are an irnponant addition to previous 

rcsearch investigating perceptions of femaie affirmative action recipients. To date, 

only one other study has looked at how female applicants are perceived in ses- 

typed areas (Heilman et al., 1992). lnconsistent with this previous study, the 

prescnt rcsearch did not find that female applicants were negatively perceived 

based on their gender or their association wvith affirmative action. However, thcre 

arc iwo key aspects that differ between the present study and Heilman et a1.k study 

( 1991) which rnay aid in the understandins of the complexity of aftinnative action. 
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Fint, this study investigated afiirmative action female applicants in male 

ses-typed academic areas rather than employment areas. Klugel and Smith ( 1983) 

found thcrc was geatcr support for affirmative action policies in the arca of 

cducation (rançc from 240i0 to 30.9?/0) than in the area of employment (range from 

10.7°6 to 17.590). Thereforc, the findings of the present research in the area of 

acadcrnics may be panialiy explaincd by the stronger acceptance of aftirmative 

action and aftirmativc action recipients in education. 

Second, Heilrnan et a1.k study ( 1992) was conducted in the United States 

almost a dccadc ago, whilc the present study in Canada incorporates current beliefs 

and issues. The political climate in the USA when affirmative action was first 

introduccd may differ substantially than the prcscnt political belicfs in Canada. 

Sincc more wvomen are entering male dominated areas of work and study, 

acccptancc of worncn in highcr status positions and univcrsitics rnay have 

incrcascd since Heilman et a1.k study. Hence, there is a possibility that acccptance 

of affirmative action policies has also gained support over the past ten years. There 

is a nccd, though, for research to study cultural influences on rcactions to 

affirmative action and changes in attitudes towards affirmative action over time in 

bot h Canada and the United States. 

Study Limitations 
. .  . 

One limitation of the main study concerns participants' apparent lack of 

knowlcdge of aftirmative action policies. Since the affirmative action statement 

used For this study described what such a policy entails, it seems logicai that 

participants who viewed the statement were able to correctly define what 

affirmative action is. However, those participants who did not view the srarement 

werc unabie to accurately describe an affirmative action policy. In fact, most 

panicipants in the non-affirmative action conditions did not even recognize the 



Affinnative Action 54 

t c m  "affinnative action." nie pilot study though revealed that almost ali 

participants knew what affirmative action was. Howevcr, ali participants in the 

pilot study were from a single lntroductory Psychology class, which may lcad to the 

possibility they wcre esposed to lectures or discussions on such policies. In 

addition, the term "afi3rmativc action" to Canadian students rnay not have the same 

inilucnce on their perceptions of recipicnts than thc term "employment equity." 

Sincc Canadians have grcater exposure to the employment cquity term, the use of 

the affirmative action terni may not have revealed accurate perceptions of the 

minonty grououp ( fernalcs) recciving prcfercntial treatment. Howcvcr, the affirmative 

action t e m  was chosen since this study emphasizcd preferential treatment of 

fcrnalc students applying to a univcnity for their education, not female professors 

applying to a uniwrsity For employment. Using the affirmative action rem in this 

study is funhcr justified since previous research conducted in Canada has also uscd 

thc affirmative action terni successfully with Canadians ( Maio & Esscs, 1998; 

Noswonhy ct al., 1995). 

For this study, the manipulation of program sex-type was rclated to the 

proportion of male students compared to female students. The Engineering 

program was chosen as the strongly male ses-typed program since the pcrceived 

perccntagc of students resembled a 75Oh male to 25% female spiit, while the 

Dentistry progain was chosen as the siightly male ses-typed program since the 

pcrceived pcrcentage of students resernbled a 6OW male to JOO/o split. Even though 

both progams were perceived to be male dominated with respect to the geater 

proportion of male students, this does not necessarily imply the program was 

perceivcd as male "sex-typed" on other aspects. For esample, there is a possibility 

male and fernale students in Engineering and Drntistry would be perceived 

di fferently on agentic and communal traits. Therefore, the manipulation of stronçly 
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and slightly male sex-typed programs was limitcd to merely representing the 

proportion of male studcnts to fernale students without including perceptions of 

male and fernale students on agentic and communal traits. 

As with much psychological research, questions need to bc raised 

conccming the apparent rcalisrn in the findings. Even though students were 

purposely choscn as participants (since the study involved perceptions of students 

applying to academic programs) actual applicants in real life universitics rnay bc 

perccivcd quitc diffcrently by their peers than by participants in this csperimcnt. 

More spccificaliy, femalc affirmative action recipients in Engineering may bc 

pcrcciwd much more negatively by fellow students in real univenity situations 

whcrc therc is  a limited numbcr of educational opportunities and cornpetition for 

xccptancc is tierce. In real life, vested intcrests and personal gain or loss of a 

program spot rnay influence perceptions of femalc appiicants givcn preferential 

trcatmcnt. Concems of distributive justice and outcomc equity may be apparent 

wi th rcal l i fc situations, while i~gored by undergraduates in the present study. 

Finnlly, participants in this study were not personally affectcd nor did they have 

anything at stakc when rating the graduate school applicant. Thereforc, although 

this controllcd study had the advantage of increased validity, estemal validity was 

sacri ticed. 

And finally, a possible limitation of this study concems the lack of male 

participants. With 1 1 2 female and 45 male participants, analyses of any possible 

participant gcnder effects may not have resulted in an accunte reflection. For 

instance, cvcn though the participants of this study accurately reflect the proportion 

of male and Fernale students in introductory Psychology, the participants do not 

rcpresent gender proportions of the general population. 
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h t r e  Rcsearc h 

In the present study, the student's application form only briefl y described 

t hc studcnt's persona1 bac kground and qualifications, such as the undergraduate 

univcrsity that was attended and their GPA. Such lack of detail concerning the 

applicant's qualifications may raisc questions conceming the applicants 

cornpetency. Darley and Gross ( 1983) found thai onlooken require sufficicnt 

cvidcncc to dccidc on the accuracy of a stereotyp. before making stercotypic 

judgmcnts of individual group membcrs. Since participants wcre not provided with 

sufiicicnt information describing the applicant, participants may have refraincd 

tiom making unjustified stereotypic ratings of female applicants accepted into male 

scs-typcd programs under affirmative action. Future rcsearc h necds to investigate 

\\ hcithcr the incorporation of more detailed information conceming the applicant's 

spccific qualifications rnay affect how othcrs perccive the applicant's competency. 

Evcn though in this study no ncgative effects of the attinnative action label were 

found, funher rescarch needs to study situations wherc others havc cornpletc 

information about the minority group member. 

Whilc this study investigated female applicants entering male dorninated 

arcas under affirmative action, future rcsearch should also investigate how male 

applicants accepted into female ses-typed prograrns under affirmative action would 

be pcrccivcd. Since males are typically perceived as the majority goup who reeps 

full advantages over rninority groups, such rcsearch rnay prove to be very 

intcresting. However, when considering areas such as Nuning or Social Work, men 

clearly have a minority statu. Furthemore, males have not entered female oriented 

acadernics or occupations to the same degree that females have entered male 

dominated domains over the yean. Since the change in the males' social role is 

rnuch more limited than that of females, the gender stereotypes for males rnay be 
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much more stable. As Diekman and Eagly (2000) suggest, "stereotypes about 

women thus portrayed them as extremely dynamic, whereas stereotypes about men 

ponraycd them as relativeiy unchanging" (p. 1 183). 

This study investigatcd how a female selected under affirmative action \ a s  

pcrceivcd by others with regards to competency. However, future research nceds to 

csplorc how bcing selected under affirmative action affects the recipient's self- 

cvaluations of perceived cornpetence. Being selcctcd for a male sex-typed position 

with an affirmative action policy may negatively affect the fernale's feelings of her 

owvn competcncy in thc position. For example, the female may fecl uncertain how 

to attribute hcr succcss. If shc attributes her success to hcr sex by recciving 

prcfcrcntial trcatmcnt in the affirmative action program, shc rnay perccivc hersclf 

as lowr in comptcncy than if she attributcd her succcss to her abilities and 

qualifications. In addition, if the Fernale intemalizes othcr people's possible 

ncgativc perceptions of her competcncy, she rnay create the self-fulfilling prophecy 

rhat produccs the vcry performance others expcct. 

concl usion 

Thc present research addresscd the process of discounting and gcnder 

stcrcotypes to undentand how recipients of affirmative action were perceived in 

ses-typcd academic progams. My results indicate that perceptions of femalc 

applicants accepted into male scs-typed progams with atXrtnative action werc not 

discriminatcd against based on their gender or on the affirmative action label. 

Aftirmative action policies have been enacted in universities and 

organizations to preverit discrimination against women and minorities in applicant 

procedures. Even though affirmative action policies in Canadian universities are 

implemented with female employees and not students, there is a strong nerd to 

study perceptions of female students entering male ses-typed academic probprns 
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through preferential treatment. It is only when we have a better understanding of 

how affirmative action recipients are perceived by others can we confimi whether 

the positive intentions of affirmative action policies are, in fact, positive. 
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Appendix A 

Informcd Consent 

1 agrce to participate in the experiment "Toronto" which is being conducted 

by Tara Boyaniwsky and Dr. Marian Morry, and has been reviewed by thc 

Depanment of Psychology's Ethics Committee at the University of Manitoba. [ 

have bccn told that this cxpet-ïment involves rcviewing a student's graduate 

application packag and thcn completing a bief questionnaire. I understand that 

the cspcrimcntal session will last approximately JO minutes, and I w i l i  receive 

course credit for my participation. I undentand that all information obtained will 

bc kcpt confidential. 1 have been infornicd that rny namc and student numbcr will 

NOT be associatcd in any way with my responses. Finaily, 1 understand that 

panicipation in this study is voluntary and that 1 am free to withdraw rny consent to 

panicipatc, in whole or in part, at any time without penalty or loss of my 

cspcrimcntal credit. 

Your signature below indicates that you have read and undentood the 

prcceding form and you freely give your consent to participate in this research. 

Namc (p!ease print) 

Signature 

Datc of Participation 
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Official Letter from University with an Aff 1 mative Action Policv 

January 7, 1999 

Dcar Prospective Student: 

Thc Dcpartrnca of Eneinceriu iDcntistry at the University of 
was established in 1968 and has a long-standing academic 

reputation of providing excellent educational opportunities throughout Canada. 
The Depanment includes 16 faculty mcmbers, 7 adjunct faculty members, and 
approximately 15 support staff 

The goals of the Depanment of Engineering /Dentistry are to provide 
students with high quality education, to actively perform appiied research, and to 
providc professional and public service through hands-on training. Instructional 
tcc hniqucs in Enginccring iDcntistry includc classroom lccturcs, seminars, and 
iaboratory practice. Ail students m u t  cornpletc a thesis in their final year of the 
program. 

The Depanmcnt's active role in research has contnbuted to a wide range of 
tcchnological advance dong with numerous awards and honours in the field. 
Rcsearch faci hies include cornputer-bascd laboratories with the latest cornputer 
cquipmcnt, statistical packages, and tcchnical staff. 

Picasc fcel free to contact us for funhcr information on the Engineering / 
Dentistry progarn or the variety of teaching research, and professional services we 
offcr to Our students. 

Sinccrely, 

William P. Lebow, PhD 
Graduatc Head 

THIS UNIVERSITY IS CObIl\lnrITED TO .iLV AFFIRIMATiVE ACTION POLLCY WE 
ENCOURAGE DIC'ERSITY [N THE WORKPLACE. AND WE DO SOT DISCRIMbIATE ON 
THE BASIS OF SE,Y RACE, COLOR, NATIONAL ORIGIN, DISABILITY, AGE, OR 
RELIGION 1.I .kNY OF OUR POLICES .MD PROCEDüRES. WOMEN .&NI) MEMBERS OF 
Ml'rORITY GROUPS ARE ESPECIALLY ENCOURAGED TO APPLY 
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Appendix C 

Oficial L-mer from Univenitv Without an Affirmative Action Policy 

January 7, 1999 

Dcar Prospcctivc Studcnt: 

The Department of Erginecrin Dentisty at the University OF 
- was cstablished in  1968 and has a longstanding academic 
rcpuration of providing excellent cducationai opportunitics throughout Canada. 
The Department includcs 16 faculty mernbcrs, 7 adjunct facuity membcrs, and 
approsimately 1 5 suppon staff. 

The p a l s  of the Department of Engineering i Dcntistry arc to provide 
students with high quality education, to actively perfom appiied rcsearch. and to 
providc professional and public service through hands-on training. Instructional 
tcchniqucs in Engincering i Dentistry includc classroom lccturcs. serninars, and 
laboratory practice. All students must cornpietc a thcsis in their finil ycar of the 
prokgam. 

The Depanment's active role in rcsearch has conrributed to a wide range of 
tcchnological advance along with numerous awards and honows in the field. 
Rcscarch facilities include cornputer-based iaboratoties with the latest computer 
cqui pmcnt, statisticai packages. and tcchnical staff. 

Picasc feel free to contact us for funher information on the Engineering ; 
Dcntistry program or the variety of teaching, research, and professional services we 
ot'fer to our studcnts. 

Sinccrcly, 

William P. Lebow, PhD 
Graduatc Head 
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Appendix D 

Male Student's Personal A m i  ication Fom 
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PART A: TO BE COMPLETED EY t)(E STUOENT 

- -- -- 

YJvR APPLIC*TlON W I L L B E E J E C T ~ O  IF *OU nAvE MOT OISCLOSEO ~ O U R  COMPLE~E ACAOEMIC AECORO OR HAVE SUBNIT~ED CACSE INFOAMA~ON IN SUPPORT OC TOUR 
IPFLCITION TO THE FACUCTY OF GRADUA?€ STUOIES iN SUCH AN EVEIYT. FUNRE~APPLICA~ONS CRON YQU AL50 WLL NOT BECONSIOERED. 
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Appendix F 

Thc itcrns below are personality traits with endpoints marking the extrcrnes. For 

cach scalc, pleasc çirclç the numbcr that best describes wherc the student whose 

applicarion pou viewed Falls on cach of the dimensions. 

hardworking 

1 i kablç 

un plcasant 

;ives up easily 

hclpful 

coopt.rativc 

encrgctic 

tough 

trustwonhy 

bright 

inc t'ticient 

rcspcctful 

comptent 

intelli ycnt 

qua1 i fied 

effective 

dccisive 

lw 
unlikablc 

plcasant 

wcak 

agreeable 

pcrsistent 

not helpful 

forcc fil 

uncoopcrat ivc 

sluggish 

so f i  

untnishvonhy 

du1 1 

efficient 

disrespectful 

i ncornpetent 

unintelli~em 

unquali fied 

ineffective 

indec isive 
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For each question, please rircle the number that best reflects your opinions of the 

student whose ap~lication vou vicwed on each of the scales. 

1 .  How c o m p c t e ~  do you expect this student to perform in this graduate 

program? 

t 3 3 4 5 6 7 8 9 

not at dl 
competentl y 

very cornpetently 

1. I [ow effective do you think this student wi l l  be at doing the schoolwork'? 

1 2 3 4 5 6 7 8 9 

not at ail 
ctTcctivc 

very effective 

3. 1 low likely do you think this student will rcceive high grades in this graduate 

not at al1 
likcly 

vcry likely 

4. i f  this student finishes this gaduate program, how ~ i c k l y  do you think it will 

happcn'? 

i 2 3 4 5 6 7 8 9 

not at al1 
quic kly 

very quickly 

For cach of the followinç questions, please drcle the number that best describes 
. . . . 

your opinions of the iipplication &ion proces5 of the student whose application 

you ciewed. 

I . To what extent do you think the application process had been .......... 

1 - 7 3 4 5 6 7 8 9 

not 3t al1 fair very fair 
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1. lndicatc whether you think the mdent's GPG was higher or lowcr than the 

average GPA of ail those who ~ 0 1 i e d  to the program. 

1 - 7 3 4 5 6 7 8 9 

much lowcr much higher 

3. lndicatc whether you think the student's GPA was higher or lower than the 

avcragc GPA of al1 thosc who were ~ c c c ~ t e d  into the promm. 

I - 3 3 4 5 6 7 8 9 
much lowcr much higher 

1. lndicatc whcthcr you think the  tud dent's overall aualificatio~ werc higher or 

lowcr than of all those who appiied to the program. 

1 - 3 3 4 5 6 7 8 9 

much lowr much higher 
- *  - 

5 .  lndicatc whether you think the student's overall a~litications wcrc higher or 

lowr  than of ali thosc who were a c c e ~ t d  into the program. 

1 - 7 3 4 5 6 7 8 9 

much lower much higher 

6. To what estent do you think this student was acceptcd because of their 

qualifications to perform well in the program? 

1 - 3 3 4 5 6 7 8 9 

not at al1 completel y 

7. To what estent do you think this student was in fact qualified to perform well in 

the program when accepted? 

1 - 7 3 4 5 6 7 8 9 

not rit ail cornpletely 
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8. To what cxtent do you think this student was accepted into the program because 

of affirmative action policies? 

1 - 7 3 4 5 6 7 8 9 

not at al1 completeiy 

Plçasc an swer cach of the f o l l o w n e ~ e s t i o n s  bv fillin 

appropriate num ber. 

1 .  Estimatc the pcrcentage of males and fcmales you think are currently enrolled in 

the particular the student whose application you viewed was 

acccpted in. (Please make sure the prcentagcs add up to 100?6j. 

Malcs Fcmalcs 

2. Evaluatc the particular Dropm of the studeni whose application you 

\ iccvcd on the following scven dimensions. 

boring 1 2 3 4 5 6 7 8 9  intcresting 

casy 1 2 3 4 5 6 7 8 9  di ficult 

rc lascd 1 2 3 4 5 6 7 8 9  strcssed 

challenging 1 2 3 4 5 6 7 8 9 unchallençing 

dcmanding 1 2 3 4 3 6 7 8 9 undemanding 

str~nuous 1 2 3 4 5 6 7 8 9  caseful 

complicated 1 2 3 4 5 6 7 8 9 uncom pi icated 

3. tndicate the s x  of the student whose application you viewed. 

Male Female - 

4 Does the gniversity you reviewed have an fimative action poli-? 

Y es No - Dont know 
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5 .  Pleasc writc a bnef ex-tioq of what you belicve is an sffirmative action 

6 .  Please indicate your: 

Gcndcr 

Age 

Fint Languagc 

Ethnic Background 
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Appcndix G 

Dçbrictine Sheet for Al1 P a r t i c i ~ ~  . . 
5 

Thank-you for panicipating, your input is greatly appreciated in helping the 

rescarchcts address the aims of this research. At this timc there are a few 

additional things I would like to explain to you. At the beginning of the study I 

indicated that this study was cxamininç university application and selection 

proccdurcs. The rcason I could not tell you at the bcginning esactiy what I am 

inrcrcsted in is that I did not want my expectations to influence your responses. 

The reai purposc of this experiment was to investigate how affirmative action 

cffccts pcoplc's pcrccptions of women accepted into male dominated academic 

progams. 

Al 1 panici pants were given a graduate application package to review and 

thcn asked to complctc the brief questionnaire. Half of the participants revicwed 

an application ofa  student who was accepted into an Engineering proçram, while 

thc othcr half rcviewcd an application of a student who was accepted into a 

Dcnt istry program. The Engineering program reprcsented an academ ic program 

that is strongly male scx-typed (such that there is an approximate split of EO/O 

inalcs and 25% fcmales enroilcd in the program), while the Dentistry program 

rcprcsented an acadernic program that is slightly male scx-typed (with an 

approsimate split of 6O0& males and 4Q0h fernales enrolled in the program). The 

applicant was eithcr presented as a male (Eric Johnson) or a female (Lisa Johnson). 

i t  1s important to know that the actual student and univenity described in the 

application are not &, but were sirnply created for this espenment. For those 

who reviewed a fcmale applicant's package, half of the participants reviewed a 

fernale's application who was accepted into a graduate school through a university 

ihat is committed to an affirmative action policy (the affirmative action statement 
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locatcd on the bottom of the university letter), whilc the other half rcvicwed a 

fcmalefs application who was accepted into a graduate school without affirmative 

action (no statcment was given). AAer reviewing the various applications, all 

participants completcd the same questionnaire. 

In particular, this study investigated how wornen accepted under affirmative 

action into male ses-typed graduate progams are perceived with regards to 

compctency. adjectival characterizations (interpersonai, activity, and potency 

attributcs), and espectations of progress within the program. Furthemore. this 

study cxamined participant's perceptions of the fairness and the roic of 

qualifications in the drcision process. It is hypothesizcd that the female appiicant 

acccptcd into the strongly male scx-ryped program (Engineering) under a university 

\ç ith an afiinnative action policy, will be perceivcd thc most ncçatively on 

dcpcndcnt mcasurcs becausc of both gender stercotyping and discounting 

proccsscs. Kcllcy's ( 197 1 ) discountinç principle reasons that the affirmative action 

label rnay causc people to assume the femalc was accepted into the program on the 

buis of their rninority rnembership (gender) while discounting the role of 

qualifications. Such discounting of the appiicant's qualifications may result in 

ncgativc perceptions of the femaie's competency to handie herseif in the program. 

Plcase do not discuss this expriment with other stu&- 
. . 

paaç~pac in the  futur^ A sumrnary of the major findings will be posted outside 

room P259 at the end OF the study in early April. tf you have any questions about 

this rescarch, piease contact Tara Boyaniwsky or Dr. Morry at 474-6982. Thank- 

p u  For your participation. 
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boring-intcrcsting 5.45 

casy-di fficult 8.09 

relaxcd-strcsscd 7.36 

chalicnying-unchallcnping 2.50 

demanding-undcrnanding 2.54 

strcnuous-case Fu1 2.8 1 

corn pl icatcd-uncomplicated 2.45 

Note. Ratings bascd on scvcn 9-point scmantic diffcrcntial scalcs, whcrc higher 

numbcrs rcflect the second adjective in the pair. AH 1s < 2.1 1, al! ps > .12, except 

for challenging-unchallcnging (p > .Os). 
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Table 2 

Perceived lnterpersonal Potency Activity Projected Perceived Role of 
C ompetence Program Faimess Qualifications 

Pro~ress 

Perceiveci -5 85 
Cwnpi'tt.ncc 

l nterpersonal 
C haracteristics 

Potency 

Perceiveci 
Fairness 

Kole of 
Qiialitications 

Note: All ps c .Os. 
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Table 3 

Condition Perceived Interpersonal Potency Activity Projected Perceived Role 
Cornpetence Prorjrarn Fairness Qualifications 

Proyress 

r-~tIïrniative 7.56 6.75 5.9 1 7.15 7.00 7.00 6.22 
Action 
Feniale 

Feniale 7.64 6.66 

..\tIirmative 7.37 6.65 
Action 
Feniale 

Note: Thc highcr the rnean, the more favorable the rating. 




