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Bertrand & Mullainathan (2002) found evidence that race-typed names can have a
significant influence on the evaluation of résumés. The current study expanded on
their research by manipulating both the race (Asian American, Black, Hispanic,
White) and quality of the résumé (high, low), and by considering occupational
stereotypes as an explanatory mechanism. White male participants (N = 155) read a
fictitious résumé, evaluated the applicant, and judged his suitability for jobs. The
results revealed that Asian American individuals were evaluated highly for high-
status jobs, regardless of their résumé quality. White and Hispanic applicants both
benefited from a high-quality résumé, but Black applicants were evaluated nega-
tively, even with strong credentials. Results of mediation analyses demonstrated
that occupational stereotypes accounted for the relationship between race and
evaluations of applicants.

Despite progress in the treatment of stigmatized individuals over the past
half century, there is little doubt that discrimination still exists in social and
work contexts (for a review, see Hebl, King, & Knight, 2006). Preliminary
evidence has suggested that workplace discrimination may derive from oc-
cupational stereotyping, which is “a preconceived attitude about a particular
occupation, about people who are employed in that occupation, or about
one’s suitability for that occupation” (Lipton, O’Connor, Terry, & Bellamy,
1991, p. 129).

Research on occupational stereotyping has demonstrated the impact of
gender on perceptions of job suitability and salary expectations (e.g., Beggs
& Doolittle, 1993; Cash, Gillen, & Burns, 1977). Studies focusing on race-
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based discrimination have revealed that Black individuals are hired at a rate
lower than Caucasian individuals (e.g., Bertrand & Mullainathan, 2002).
However, little research has extended these ideas to potential implications
across multiple racial groups. Moreover, previous research has not exam-
ined occupational stereotypes as a mechanism by which inequity in selection
decisions may operate. Thus, the current study contributes to a critical
body of research by investigating the evaluation of Asian American, Black,
Hispanic, and White job applicants from the theoretical perspective of oc-
cupational stereotyping.

Occupational Stereotyping

Stereotypes permeate each aspect of the selection systems, from attrac-
tion to attrition (Hebl et al., 2006). In particular, selection decisions that are
fraught with uncertainty and made with limited information may rely heav-
ily on stereotypes. Negative stereotypes about racial group members may
bias perceptions for job suitability through a mechanism of jobholder sche-
mas (Fiske & Taylor, 1991). Decision makers may unconsciously develop a
mental model (i.e., a schema) about the attributes of jobholders. This sche-
ma then influences hiring and promotion decisions, as well as other per-
sonnel decisions. In other words, mental models about the characteristics of
individuals who tend to hold particular jobs will influence the perception of
applicants to those jobs.

Furthermore, a jobholder schema is race-based when one race occupies
the job under consideration or the pool of applicants for such jobs (Powell &
Butterfield, 2002). For example, because Hispanic individuals make up a
large portion of lawn keepers, Hispanics may be part of a mental model for
this low-wage job. So, when people think of a lawn keeper, they may im-
agine the lawn keeper as Hispanic. As a consequence, Hispanic applicants
may not be considered fully for jobs in which they are not easily imagined
(e.g., accounting).

Status characteristics theory describes a similar mechanism through
which the impact of stereotyping in the workplace could be generated (Ber-
ger, Fisek, & Norman, 1998). This theory suggests that people form expec-
tations about the competence of others based on inferences from the status
value assigned by the society as a whole to their personal characteristics.
Race is a personal characteristic with status value. In our society, White men
are held in high position and esteem, are seen as more suitable for pres-
tigious positions, and, therefore, are granted higher positions in all realms of
our society (e.g., business, academia, and politics; Powell & Butterfield,
2002). As a result, when evaluating applicants with similar qualifications for
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a high-status job, a decision maker may favor White men because histor-
ically they have held the highest status and are seen as the most suitable
(Ayman, 1997; Knight, Hebl, Foster, & Mannix, in press).

Although the consequences of occupational stereotyping have not yet
been explored fully, the content and pervasiveness of occupational stereo-
types have been considered across multiple studies. For example, Shih
(2002) conducted 145 in-depth interviews with employers in four different
industries and found evidence of stereotyping. Employers were asked about
their attitudes toward Black and immigrant Hispanic workers. Their re-
sponses revealed that these employers purposefully sought individuals from
these two racial groups because they perceived them to be more manageable
and pliable than other racial groups. In other words, Black and Hispanic
individuals were deemed more suitable for low-skill occupations as a result
of being perceived as easily controlled and manipulated.

The aforementioned occupational stereotypes may have been activated
through the simple information of an individual’s name. Names are not
arbitrary labels; they can convey information about the sex, age, and race of
a person (Young, Kennedy, Newhouse, Browne, & Thiessen, 1993). For
example, the name “Latoya™ is a common Black name conveying that the
person is both a woman and Black, whereas “Emily’” conveys that the per-
son is a White woman (Bertrand & Mullainathan, 2002).

In the context of race, several studies have revealed troubling findings
based on the manipulation of targets’ names. For example, Terpstra and
Larsen (1980) had graduate students in management evaluate résumes for
three types of jobs: Black-typed, White-typed, and neutral. Participants
evaluated a high- and low-qualified Black applicant, as well as a high- and
low-qualified White applicant for each of the three jobs. Participants gave
every applicant a hireability rating, a starting salary assignment, and indi-
cated which of the applicants they would choose if only one position was
available. As expected, applicants with Black names were rated as more
suitable for the Black-typed job, while those with White names were rated as
more suitable for the White-typed job.

To further investigate discrimination in the labor market, Bertrand and
Mullainathan (2002) manipulated the race of names on high- and low-qual-
ity résumés from men and women to be either Black or White. Approx-
imately 5,000 résumés were sent in response to employment ads for available
sales, clerical, administrative, and management positions. As predicted,
White-named applicants had a 10% chance of being called for an interview,
while Black-named applicants had only a 6.7% chance: a racial disparity of
almost 50%. Just as importantly, the quality of the résumé mattered only if
the applicant had a White name; high-quality résumés received 30% more
callbacks for interviews than did low-quality résumés. As for Black-named





















